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Strathroy Middlesex General Hospital v. Ontario Nurses' Assn. (Collective
Agreement Grievance)

Ontario Labour Arbitration Awards

Ontario
Labour Arbitration
Panel: Russell Goodfellow (Chair); Clive Girvan (Hospital Nominee); Michael Klug (ONA Nominee)
Heard: June 6, 2011.
Award: January 13, 2012.

[2012] O.L.A.A. No. 47

IN THE MATTER OF an Interest Arbitration under the Hospital Labour Disputes Arbitration Act Between Ontario
Nurses' Association ("ONA"), and Strathroy Middlesex General Hospital (the "Hospital") concerning a collective
agreement with an expiry date of March 31, 2014.

(85 paras.)
Case Summary

Labour arbitration — Process and procedure — Arbitration — Interest arbitration.

Labour arbitration — Employee rights and benefits — Remuneration.

The award concerned a first collective agreement with an expiry date of March 31, 2014. The bargaining unit
included approximately 160 full-time, regular part-time and casual RNs and RPNs. The parties were able to agree
upon all aspects of the agreement but three that related to the terms of the central agreement between the
Participating Hospitals and association and three that involved "local" issues. The central issues were
compensation, an aspect of the "reassignment/lay off" clause, and the waiting period for HOODIP sick pay benefits.
The local issues related to individual arrangements between the employer and certain nurses, whether casual
nurses should be required to provide a "commitment" as to availability, and whether the parties had agreed on all
other local issues.

HELD: Award granted.

The arbitration board accepted the association's proposals on compensation. The agreement was to incorporate
the terms of the central agreement between the Participating Hospitals and the association. The provisions of the
central agreement with respect to Individual Special Circumstance Arrangements were to apply. The employer's
proposal with respect to the required availability of casual part-time nurses was rejected. The board identified the
documents setting out the parties’ agreement on other local issues.

Statutes, Regulations and Rules Cited:

Hospital Labour Disputes Arbitration Act, R.S.0. 1990, c. H.14, s. 9(1.1)

Appearances

Appearances for the Hospital: Brian O'Byrne, counsel, Nancy Maltby-Webster, Liz Kendall, Gina Taylor.

Jonathan Maier
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Appearances for ONA: Esi Codjoe, counsel, Jaime Moniz, Laurie Gast, Cindy Pedro, Colleen lonson, Phil Sarides,
Valerie MacDonald.

Reasons for Award were delivered by Russell Goodfellow (Chair). Separate dissenting reasons with addendum
were delivered by Clive Girvan (Hospital Nominee) and Michael Klug (ONA Nominee)
AWARD

RUSSELL GOODFELLOW (CHAIR)

1 This award concerns a first collective agreement with an expiry date of March 31, 2014. The bargaining unit
includes approximately 160 full-time, regular part- time and casual RNs and RPNs.

2 The parties were able to agree upon all aspects of the agreement but three that relate to the terms of the central
agreement between the Participating Hospitals and ONA and three that involve "local" issues. We put the matter
this way because, although the Hospital was not a participant in the most recent central negotiations with ONA, the
parties approached bargaining in a central/local format, with the Hospital ultimately agreeing to be bound by all of
the provisions of the most recently concluded central agreement except those that are dealt with here.

3 A description of the issues and our decision follow.

"Central" Issues

4 The three "central issues" are: (i) compensation; (ii) an aspect of the "reassignment/lay off" clause; and (iii) the
"waiting period" for HOODIP sick pay benefits.

5 We will deal with the first issue separately from the last two.
Compensation

6 The parties agreed upon an expiry date for this agreement that is identical to the recently concluded central
agreement between ONA and the Participating Hospitals. In addition, prior to ONA's acquisition of the right to
represent the employees, the Hospital had already been paying "central wages". Finally, we note that the Hospital
has signaled its intention to participate in the next round of central bargaining.

7 Having regard to the submissions before us, we hereby award:
All of the "central" monetary language except that it will only be effective from the date of this award
notwithstanding any language to the contrary in the central agreement. There shall be no retroactivity of
dues deductions. Retroactivity shall be restricted to:

(i) the April 1, 2010 wage rates for RN and RPN (see attached);

(i) shift premiums and weekend premiums but only for nurses who are still employed as of the date of
this award (see the actual premium rates below):
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(i) increase in vacation entitlement but only for nurses who are still employed as at the date of this

award:

April 1/10 to 5/12

In addition, it is to be noted that employees who qualified for an extra week of vacation as a result of that
change will receive an extra week's pay at the rate of pay that was in effect for the employee on April 1,
2010. This is in order to compensate such employees for not having received the extra week of vacation in

that year.

Start

| vear
2 vear
3 vear
4 vear
5 year

"Reassignment/Lay Off' and HOODIP "waiting period" or "deductible" clauses

RN rates effective April 1, 2010

$29.36
$29.79
$30.29
$31.78
$33.28
33515
$37.04
$38.94
$41.70
$42.44

RPN rates effective April 1, 2010

$23.22
$23.84
$24.46
$25.09
$25.72
$26.34

8 As noted, the Hospital has agreed to all of the terms of the central agreement except those dealt with here.
Perhaps not altogether surprisingly, the exceptions are: (i) the italicized portion of the following sentence in Article
10.08(a) of the agreement, "[a] partial or single shift reassignment of a nurse from his or her area of assignment will
not be considered a layoff' and (ii) Article 12.07, which states, "[no] sick pay benefit is payable under the HOODIP
for the first fifteen (15) hours of absence for the sixth (6th) and subsequent period(s) of absence in the same fiscal
year (April 1st to March 31st)." The Hospital wishes to excise the italicized words from the former sentence and to
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replace the latter sentence with one that would result in no sick pay being payable for the first two days of the fourth
and succeeding absence(s) in a calendar year.

9 The Hospital's proposals are expressly intended to overcome, in the first case, the effect of a substantial body of
case law under the central agreement (including an award by the present Chair) that finds that reassignments for
more than one shift are lay offs and, in the latter case, a change to the central agreement that was introduced in the
1980's that deviated from the strict terms of HOODIP itself. In respect of both provisions, the Hospital relies on the
assertion that this is a first collective agreement and, in the context of such agreements, "unions do not always get
everything they're asking for" and on the principal of "demonstrated need".

10 With respect to the "reassignment/lay-off" clause, the Hospital submits that not only is there no need for the
words in question they would run counter to the needs of the workplace. The Hospital points out that it is a
"relatively small hospital, with a relatively small number of nursing units and departments.” The history is of a "team
approach” to the work, including the movement of nurses from one unit to another as operational needs dictate. The
Hospital submits that treating such reassignments as layoffs could lead to "a whole series of events ... which would
negatively impact patient care and ... [to] all kinds of inefficiencies", including, possibly, multiple short term "bumps".
The Hospital also makes reference to the practical impossibility of having to comply with the obligation to provide 30
days notice to the union in circumstances where, for example, a reassignment is made necessary by an
unexpected absence of patients in the ICU for two days. The Hospital also adverts to the "absurdity" of the
possibility of having to provide early retirement packages to nurses that may be reassigned for more than three
months when there is still nursing work to perform.

11 As for the HOODIP "waiting period" clause, the Hospital notes, not dissimilarly, that "the Participating Hospitals
have been clamouring for years" to reverse the arbitration decision that led to the departure from the strict terms of
HOODIP and, until the most recent central agreement, that had eliminated the waiting period for any number of
absences in the same year. It submits that to include even the newly amended central agreement clause would be
to impose upon the Hospital an unwarranted economic burden. In this regard, the Hospital notes that while applying
the terms of the 1992 HOODIP plan its number of sick days are considerably lower than they are at its "partner
[hospital] in the Middlesex Hospital Alliance" -- Four Counties Hospital -- which is a party to the central agreement.
At Four Counties, the average number of sick days is 15.77 per year, while at this Hospital it is 9.76.

12 As will be evident, ONA asks to include all of the words of Articles 10.08(a) and 12.07 from the central
agreement, just like every other (non-monetary) clause of the central agreement to which the parties have already
agreed. In both cases ONA asserts that there would appear to be more politics than practice to the Hospital's
position, and that it does not "bargain down" from the terms of its central agreement with individual hospitals. ONA
points out that it represents nurses at approximately 137 participating hospitals, as well as many other non-
participating hospitals, across the province -- including many small hospitals -- and all are bound to the clauses in
question. It submits that there is absolutely nothing unusual about this Hospital that could possibly warrant such
differential treatment. All of the hospitals, including this Hospital's sister hospital, Four Counties, "just down the
road", appear well able to deliver quality patient care with the disputed clauses in place, and there is no basis upon
which to conclude that the same would not be true here.

13 ONA notes, further, that the reassignment/lay-off clause is an important aspect of the seniority rights of its
members -- an aspect, as the Hospital pointed out, that ONA has been forced to defend, almost uniformly
successfully, in numerous rights arbitrations involving a variety of hospitals across the province. Gaps in staffing on
a given unit can be filled by part-timers and casuals, while a nurse who is called upon to help out briefly in another
area, while maintaining his or her "assignment", is not what the provision is aimed at. As to the HOODIP waiting
period proposal, ONA disputes the apparent implication that its nurses may be abusing their sick benefits. ONA
submits that it is much more likely that nurses at this Hospital, who have not enjoyed the disputed income
protection, and who are required to work daily amongst the ill, feel pressure to attend at work when, for health
related reasons, they perhaps should not, describing this as an issue not just for nurses but for members of the
public.
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14 ONA does note, however, that the Participating Hospitals were able to make some headway in respect of their
opposition to these clauses in the most recent central agreement. In the case of the "reassignment/lay off* clause,
the amount of notice or pay in lieu thereof for long-term reassignments/layoffs was reduced, while the HOODIP
clause was altered to provide for the non-payment of the sick pay benefit for the first 15 hours of absence for the
sixth and subsequent absences in the same fiscal year.

15 We agree with ONA, but would put it slightly differently. The overarching goal of interest arbitration is to
"replicate"” results that would have been obtained in free collective bargaining had the parties been able to negotiate
their agreement fully. However, not unlike the search for the sometimes elusive "intention of the parties” that is the
goal of collective agreement interpretation in rights arbitration, "replication" in the world of interest arbitration is
something of a legal fiction; it is a construct assembled from certain rules, approaches or principles developed by
arbitrators to assist in the task of fashioning the parties agreement for them. One of those principles is
"comparability”; another is "demonstrated need" -- the importance of which will vary with each case.

16 Here, as | have recently observed elsewhere, in this most normative of sectors (Hospitals) in this most
normative of industries (Health Care) the most important marker has become "comparability": what is the "norm"
amongst comparable groupings of employees in comparable workplaces. Where such a norm exists, depending
upon its strength, it will be taken either as a starting point or, in some instances, as something very close to a
finishing point, barring something extraordinary. In this way, the wheel is not reinvented and certainty and
predictability are afforded.

17 The goal of replication and the search for the "norm" is aided by the process of central bargaining. With the
increasing prevalence of joint bargaining between particular trade unions and employers or employer groupings in
various sectors, nhorms become easier to identify and comparability takes on greater significance, in the process
making the replication question easier to answer. The presumption is that individual parties would not themselves
have likely deviated too far from their peer group. This does not mean that other tools, such as "demonstrated
need" (or, in some contexts, the fact of a "first collective agreement”), become moot or disappear, only that their
influence is attenuated by the strength of the norm. Indeed, it is fair to say that the contribution made by such other
factors is inversely proportionate to the strength of the norm.

18 And, of course, central settlements, arrived at by sophisticated and knowledgeable parties more than capable of
weighing and resolving the competing interests, and typically involving substantial numbers of employees across a
great many workplaces, contribute the strongest of norms. In this way, the system becomes more efficient and less
costly as old arguments need not be rehearsed; familiar issues need not be closely reevaluated; the trade offs can
be deemed to have been made; and other factors, such as "demonstrated need", can be taken to have been
reflected in the terms of the central document. The questions, in other words, have found their answers.

19 This is nowhere more true than in the present context. It scarcely bears observing that not only are we dealing
here with the most normative of sectors in perhaps the most normative of industries but, also, the most normative of
professions -- nursing -- where the nurses in question are represented by the most ubiquitous of trade unions that
has negotiated the most far reaching of agreements -- the Participating Hospitals agreement. Further, in this
particular case, the Hospital is administratively partnered with a nearby hospital that is bound by all of the terms of
the very agreement. To say, in this context, that the Hospital has something of a steep uphill climb to convince us
that the terms of the central agreement should not apply -- would not have been arrived at by the parties
themselves -- is something of an understatement.

20 Indeed, this is a reality that was obviously not lost on the Hospital itself. At what we perceive to be only the very
slight risk of giving effect to the proverb that "no good deed goes unpunished", we note that the Hospital voluntarily
agreed to 99.99% of the (non-monetary) terms of the central agreement (i.e. all but one and one-half sentences of
the approximately 100 page document) and that the two sentences that it has chosen to oppose at arbitration are
among the most, if not the most, closely examined clauses in the entire document (in the process, feeding ONA's
assertion about what might "really be going on here"). The Hospital's decision to accept all of the rest of the central



Page 6 of 15
Strathroy Middlesex General Hospital v. Ontario Nurses' Assn. (Collective Agreement Grievance)

agreement, as its "first agreement"”, is not, we would suppose, out of any enthusiasm for its abundance of terms but,
at least in part, out of a recognition that that is what the situation demands.

21 We see the two disputed clauses as no different. (Indeed, if anything, their "notorieity” or significance in the
central document seems to us to make it even less likely, on any theory of replication, that this local hospital would,
in effect, be "exempted" from them.) While we would certainly not wish to minimize the Hospital's stated concerns,
especially as regards the various aspects of the reassignment/lay off clause, we do not believe that they are
sufficient, or sufficiently different from those of other hospitals, to warrant such a pronounced departure. As pointed
out by ONA, it represents nurses at many other "relatively small hospitals" that are bound by these clauses and, so
far as we are aware, all, including the neighbouring Four Counties, are able to deliver quality patient care. We have
no doubt that the same will be true here.

22 Two other points bear mentioning, however. The first is, as we have already noted, that the Hospital has
communicated its intention to participate in the next round of central negotiations. How the Hospital would marry its
stated opposition to these clauses to that eventuality is unknown to us. Second, even were we to consider the
Hospital's reasons for opposing the reassignment/lay-off language as warranting some form of relief, it is highly
unlikely that it would take the form requested. The central agreement to which the Hospital has, in almost all other
respects, agreed to be bound is a highly interconnected and interrelated document, not least within the extensive
lay off clause itself. Simply extracting any four words from any particular sentence could have unanticipated
consequences elsewhere, including, in this particular case, in respect of seniority and posting provisions.

23 The critical points, however, are that language is highly normative, the arguments pro and con have been
thoroughly considered in a variety of contexts, including here, and replication and comparability demand the
presence of the full clauses in question.

24 ONA's proposals are accepted; the Hospital's rejected.
"Local" Issues

25 Three matters are in issue here as well: (i) whether certain individual arrangements that the Hospital has had
with certain individual nurses concerning hours of work should be preserved notwithstanding that that they would
deviate from the terms of the "central" portion of the parties' agreement; (ii) whether casual nurses should be
required to provide a "commitment" as to availability; and, somewhat oddly, (iii) whether the parties have, in fact,
agreed upon all other "local" provisions, or, if not, what should be done about it.

26 We will deal with the issues in that order.
Individual full-time nurses presently working less than full-time hours

27 Regular full-time hours are 37.5 per week. At present, the Hospital has approximately 15 full-time nurses
working 30 hours per week and one working 33.75. The origins of these arrangements vary. Some may have been
the product of a simple inability on the part of the Hospital to provide a greater number of hours at a given point in
time; others may have been at the request of the individual nurse. Although the terms of none of the arrangements
were reduced to writing, it is the view of the Hospital that, in all cases, the arrangements were terminable upon
reasonable notice and, as part of this process, it has advised that it is giving such notice. The explanation is that the
Hospital will have quite enough to deal with from an operational and scheduling perspective and it does not wish to
become bound, possibly indefinitely, to arrangements that were put in place under an entirely different regime.
From the perspective of the Hospital, if any such individual arrangements are to exist in the future they must be
regularized and negotiated under the auspices of the following provision of the central agreement:
13.05 Individual Special Circumstance Arrangements

Notwithstanding Article 2.04, the Hospital and the Union may agree in certain circumstances, the schedule
of an individual full- time nurse may be adjusted to enable an average weekly work assignment of 30 to
37.5 hours.
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(@) Such an arrangement shall be established by mutual agreement of the Hospital and the Union
and the nurse affected. The parties agree that the arrangement applies to an individual, not to
a position.

(b) The parties shall determine the introduction of a special circumstance arrangement. Issues
related to vacation, paid holidays and benefit coverage will be determined by the Hospital and
the Union. The nurse will retain full-time status, including but not limited to seniority and
service.

The parties agree that for pension purposes, there will be no reduction in the normal 37.5 hours per
week pension contributions made by a nurse and/or the Hospital under this provision, nor shall there be
pro-ration of Extended Health Care, Semi-Private or Dental Benefits.

(Note: If the above proposal is satisfactory to HOOPP and Revenue Canada)

Any party may discontinue the special circumstance arrangement with notice as determined within the
agreement. In the event that the nurse affected resigns, transfers, is laid off or terminated, the
arrangement will be deemed to be discontinued immediately, unless the parties mutually agree
otherwise.

The Hospital submits that this is the exclusive vehicle for achieving such arrangements and, in the meantime, it
asks for a declaration that all existing arrangements are at an end.

28 ONA, by contrast, asks us to preserve or "grandparent the existing arrangements under the terms of the
collective agreement by ordering that "individual letters of understanding [presumably under Article 13.05] ... be
created for all affected persons”. ONA states that it is at a loss to understand why it is that these arrangements,
some of which may have been put in place many years ago and around which individual nurses may have
organized their lives, are now unworkable or must come to an end unless and until the Hospital agrees to
renegotiate them. ONA is concerned that there may be a "punitive" aspect to the Hospital's approach and notes, as
well, that some of the arrangements may involve human rights or other related issues.

29 At the hearing, we observed that were the matter not to be addressed in our award, the result, as a matter of
both contract and statute, would appear to be that the arrangements would cease upon the effective date of the
collective agreement. That is because, as a matter of statute, there can only be only one collective agreement (and
that agreement is as between the Hospital and ONA) applicable to bargaining unit members and, as a matter of
contract, the arrangements would appear to conflict with the hours of work clause of the agreement. That,
presumably, is why the central parties negotiated the enabling language of Article 13.05 in the first place. Without it,
such arrangements would not be permissible.

30 While we certainly appreciate the concerns expressed by ONA, we must reject its request as well as that of the
Hospital. Not only would giving effect to either request appear to be beyond our jurisdiction but, at least in the case
of ONA's proposal, we would be disinclined to award it even if we could. That is because such arrangements are
clearly meant to be volountary, not compulsory, and we would be loath to direct an outcome (the negotiation of 16
individual arrangements) the process for arriving at, as well as the content of which, we would, by means and
principles unknown, then be required to superintend. That, quite simply, is not our role; our role is to award a
collective agreement, not a collective agreement and 16 individual hours of work agreements the existence and
content of which are meant to be the product of volition not compulsion.

31 Thus, here, too, we find that the terms of the central agreement (respecting hours of work) will apply, in this
case unless and until the parties negotiate otherwise pursuant to Article 13.05.
Casual Commitment

32 The Hospital makes the following proposal for Article F-14 of the "local" agreement:
"A casual part-time nurse is defined as a nurse who signs and files with the Hospital a written commitment
which will include the following conditions:
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(A) Available twelve (12) months of the year less approved vacation;
(B) Available for a minimum of four (4) shifts in a six (6) week period;
(C) Available for work as scheduled on any shift, including;

(I) on December 24th and December 25th, and December 26th or
(I) on December 31st and January 1st

(D) Available for work at least two (2) additional statutory holidays during the year.

33 The Hospital notes that about 1/4 of its RN and RPN complement are casuals. The balance is full-time and
regular part-time. The Hospital asserts that such a commitment is needed principally because it is a "dynamic"
organization with policies, procedures and processes (some of which are safety-related) that are subject to frequent
change and updating. It submits that if nurses are not required to make even a minimal commitment as to
availability, it cannot be confident that they will maintain currency in these areas and be able to carry out their duties
safely and appropriately.

34 The also Hospital refers to the following statement by Arbitrator M. Picher in St. Joseph's Hospital, London and
ONA (citation not provided):
The Board cannot accept the view that there is no limit whatever on the ability of a casual employee to
decline to work when requested to do so. While it is inherent in the definition of "casual employment" that
there is a right to decline work, there is also implied in that contract of employment a minimal undertaking to
be available for work with sufficient frequency to justify the continuation of an ongoing employment
relationship.

35 ONA opposes this request as inimical to the interests of casuals, inconsistent with their status, and unheard of
in any "local" ONA agreement. It also disputes the assertion that there will be any safety or knowledge-based
concerns, pointing to various training opportunities and obligations.

36 The terms of the central agreement to which the parties have agreed include the following:

2.05 A regular part-time nurse is a nurse who regularly works less than the normal full-time hours
referred to in Article 13 and who offers to make a commitment to be available for work on a
regular predetermined basis. All other part-time nurses shall be considered casual nurses. The
predetermined basis upon which the commitment to be available is made shall be determined in
local negotiations.

The definitions shall not have the effect of changing the composition of any existing bargaining units. The
Hospital shall not refuse to accept an offer from a nurse to make a commitment to be available for work on
a regular predetermined basis solely for the purpose of utilizing casual nurses so as to restrict the number
of regular part-time nurses.

37 There is no corresponding provision governing casuals, as there is for regular part-time nurses. And, we were
told, nowhere in any ONA agreement do such commitments exist. Such commitments are the stuff of regular part-
time nursing; indeed they are the hallmark of that status. They do not exist for casuals. A commitment of this kind,
we find, would be at odds with the nature of casual employment under this agreement. Were such a commitment to
be introduced, other, corresponding, obligations on the part of the Hospital might also need to be included. In
addition, we note that the quid pro quo of any individual casual nurse's failure to make him or herself sufficiently
available for work is the lack of any obligation on the part of the Hospital to call that nurse in. In this correlative way,
casual nurses, many of whom may be retired, are not required to alter the balance of their lives, including, perhaps,
their availability in certain months of the year, and the Hospital is not bound to provide them with any particular
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amount of work or work opportunities. The St. Joseph's Hospital case (a copy of which was not given to us) does
not support the Hospital's position. (Somewhat curiously, perhaps, it appears to have been a termination grievance
in the context of a rights arbitration.) Again, however, the critical point is that not only is the requested provision "not
normative", it is, much like the other two changes in the central language that the Hospital was seeking, non-
existent in any ONA Hospital agreement, including at Four Counties.

38 Accordingly, we decline to award the Hospital's proposal.
The balance of the parties' "local agreement"

39 This is a truly odd issue, the details of which are best left unrecited. Suffice it to say that, following the hearing,
at which we had been advised by the parties that they had agreed on all "local" terms (except the two identified
above) and that the terms could be found in a particular document, we were later advised by ONA that that was not
the case and that as many as 13 provisions were in dispute. The Hospital demurred, and the issue then became the
subject of extensive written submissions, especially by the Hospital.

40 Having reviewed those submissions, and the history described therein, we resolve the issue by finding that the
parties' agreement on "local" issues consists of the documents presented to us at the hearing (at Tabs A and B of
the Hospital's brief) as amended by the corrections, additions or clarifications noted at paragraphs 1(xi), (xii),
(xiii)(b), and (xiv) of Hospital counsel's letter to ONA counsel dated July 5, 2011, and by the substitution of the
number "fifteen (15)" for "fourteen (14)" at Article F-1(d).

Conclusion

41 The parties are hereby directed to enter into a collective agreement giving effect to all agreed upon items and
the foregoing forthwith. The retroactive payments required to be made by this award shall be made by way of
separate cheque within thirty (30) days of the date of this award.

42 We will remain seized in respect of the interpretation and implementation of our award, and to correct any
inadvertent errors and omissions.

DATED at Toronto this thirteenth (13th) day of January 2012.
Russell Goodfellow -- Chair

Partial dissent and addendum attached.
"Clive Girvan"
Hospital Nominee

Partial dissent and addendum attached.
"Michael Klug"
ONA Nominee

(Addendum by Chair at conclusion of Nominees' partial dissents and addenda)
Partial Dissent of Hospital Nominee

CLIVE GIRVAN (HOSPITAL NOMINEE) (dissenting)

43 | have read the draft award of the Chair and must most strongly disagree with his decision pertaining to the
"reassignment/layoff' clause 10.08(a) of the agreement.

44 As noted on page 3 of the draft award, he is not surprised by the hospital's refusal to accept the Central
language in article 10.08 (a) into the first collective agreement. This language has caused real patient care and
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efficiency problems for hospitals over many years. As a result, there have been several attempts to overcome this
language through rights arbitration -- most, if not all, to no avail.

45 In a rights arbitration between Toronto East General Hospital and the ONA dated February 16, 2009, the current
Chair stated on page 15:
"The fact that the legal issue exists at all can, in my opinion, be ascribed to somewhat infelicitous drafting”
(read that 'unfortunate, inappropriate’)

46 He continues to write on page 20:
"All of the foregoing, of course, is to say nothing at all about the appropriate balancing of interests that
underlie the positions of the parties in these cases -- between the hospital's desire for operational efficiency
on the one hand and nurses' desire for workplace continuity and the benefits of seniority on the other. In so
stating, | am not unmindful of the Hospital's arguments concerning the extensive rights that attach to layoffs
under the central agreement and whether those rights suggest a different approach to the definition than
that which has been adopted in the cases. However, without wishing to take anything away from the very
thorough and able submissions of the Hospital counsel before me, | would note that similar submissions
were made in the previous cases and were found insufficient to overcome the clarity of the language. |
agree with those awards."

47 Further he goes on to say on page 20 and 21:
"The choice that appears to have been made by or for these parties, and that is reflected in the cases, is
that the seniority-based layoff provisions will apply to regulate the resulting dislocations even though some
of the prescribed rights may exceed those that are needed in any given case."

48 This to me clearly indicates that the current Chair acknowledges the problems to the Hospital but he
nevertheless as a rights arbitrator rules against the Hospital based on the prior decisions.

49 | would have expected that as an interest arbitrator in this first collective agreement dispute, the Chair would
have used his power to change the language in article 10.08 (a) to rectify this longstanding problem. Unfortunately
he has decided otherwise: firstly, by not requiring any demonstrated need by the ONA for maintaining the totality of
the central language in article 10.08 (a) and secondly, by effectively dismissing the longstanding arbitral
jurisprudence regarding first collective agreements ie. that the Union does not get everything it demands. Strathroy
Hospital was not participating in central bargaining and should not be treated as if it were.

50 Notwithstanding the clearly demonstrated problems for patient care and efficiency of which he is aware, the
Chair has cast his lot with the false idol of "the norm". On page 8 of his draft he writes: ... "we are dealing with the
most normative sectors in perhaps the most normative of industries but also, the most normative of professions --
nursing." Again it appears that the Chair feels unduly bound by a perceived "norm".

51 In no other central bargaining process in the healthcare and hospital industries in Ontario does there exist
language similar to that found in article 10.08 (a) - not in the CUPE, SEIU, CAW, nor OPSEU central agreements.
These bargaining agents represent thousands of healthcare workers including RNs and RPNs. It is interesting to
note that RPNs make up 25% of the Strathroy ONA bargaining unit. In other words, there is evidently really no
"norm" throughout the healthcare/hospital sector/industry.

52 Furthermore, the Chair seems to be oblivious to the current and future healthcare economic situation in Ontario.
Very recent press reports of the imminent release of the Premier's Commission headed up by Don Drummond are

saying that Mr. Drummond will call for a dramatic clamp down on healthcare costs.

53 In light of all this, | have to ask, "Why does this Chair knowingly decide to perpetuate language which negatively
impacts hospital efficiency and patient care deliverables by the Hospital to the public?"

54 1 would have accepted the Hospital's proposal for article 10.08 (a).
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Respectfully submitted,

Clive Girvan
Hospital Nominee

January 6, 2012
Partial Dissent of ONA Nominee

MICHAEL KLUG (ONA NOMINEE) (dissenting)
55 | was provided the opportunity of reviewing the Chair's award and Mr. Girvan's dissent thereto. What follows is
my partial dissent to the Chair's award. In particular | disagree with it in respect of his decision:

1. not to award any collective agreement language in respect of the longstanding reduced hour
arrangements of certain full-time nurses, and

2. on what he refers to as "the balance of the parties' local agreement.”
56 Finally, | also offer some comments in respect of the Article 10.08(a) issue which Mr. Girvan addresses in his
dissent.

1. Reduced Hour Arrangements for Current full-timers

57 On this, we were advised that of the 54 full-time nurses at the hospital, at least 16 of them worked less than the
full-time hours of 37.5 hours per week. Almost all of these 16 full-time employees had regular hours set at 30 per
week. Apparently, these arrangements developed informally and were not reduced to writing.

58 Nonetheless, one can only surmise that these arrangements are of some significance to the nearly 30 per cent
of the full-time complement who enjoy their benefit. Undoubtedly, the affected nurses' lives have been organized
significantly around these voluntary arrangements. Further the fact that pre-certification the employer had agreed so
broadly to the reduced hours arrangement strongly suggests to me that maintaining them would not pose any
significant problem for the hospital.

59 ONA took the position that these reduced hour arrangements should be preserved under the first collective
agreement. Reference was made to article 13.05 of the central agreement, which the employer had agreed to. In
advancing this position, ONA was attempting (reasonably and predictably) to preserve a long-standing benefit
which had been extended voluntarily by the employer to a large percentage of the bargaining unit.

60 The employer's position is harder to credit. Reasons were offered why these arrangements were problematic,
but there was no operational explanation as to why the employer wanted to terminate these arrangements now,
when it was content with them before ONA was certified. Rather we heard a submission to the effect that if ONA
wanted the central agreement, then all components of the central agreement needed to be applied strictly including
article 13.05. As these pre-certification agreements did not fit readily into the terms of that article, then it appears
the hospital decided to take the opportunity presented to terminate them. Frankly, the employer's approach strikes
me as punitive in nature.

61 Certainly no one should be confused about the fact that it is the hospital's position, not ONA's nor anything
inherent in the collective bargaining process that has led to the termination of these reduced hour arrangements.

62 That being said, the mutually agreed article 13.05 does need to be applied. | agree that there would be
something unwieldy, at least, if the award were to state that that these informal individual arrangements did

constitute tripartite article 13.05 special circumstance agreements.

63 However, the Chair's approach of adopting the employer's position completely and refusing to award any
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specific language to address this important local issue strikes me as an unlikely result if the parties were left to their
own devices. In the end, | expect the parties would not have left the issue unaddressed in their first collective
agreement. ONA would have been highly motivated to obtain something to preserve the benefit of the existing and
pre-certification terms and conditions of employment for this significant sub-set of the full-time complement.
Likewise | expect the hospital would have relented ultimately, at least to some extent. In this | am supported by the
fact that the hospital has been managing without apparent difficulty for years with many of such arrangements in
place.

64 In the circumstances, | would have awarded language setting out a transitional process while preserving the
practice of the reduced hour arrangements for the term of this collective agreement if these employees desired it.
That transitional process would have allowed the parties, including each of the affected employees, to address the
issue responsibly, deliberately and reasonably within the context of article 13.05 whose application | would have
delayed while temporarily preserving the status quo. At least adequate notice of the termination of the
arrangements should have been provided.

65 By contrast the effect of the majority's award on this point seems certain to result in a summary termination of
all of these arrangements coincident with its release followed by multiple article 13.05 requests which the employer
and ONA will need to address. This process threatens to cause unnecessary disruption, uncertainty and strife in
this workplace which | know ONA, if not the employer too, was highly motivated to avoid.

2. The balance of the parties' local agreement

66 Without dilating on this issue in any detall, it is clear to me that the parties agreed in collective bargaining that
the union would be able to achieve a "couple of minor tweaks" to the employer's last stated position on the local
issues. Regrettably that tweaking process (which necessarily had to be mutual in nature) did not take place. The
Chair awarded one such "minor tweak", but in my assessment of the evidence on this point, the union was entitled
to another mutually determined "minor tweak" and this was denied to them in the process.

3. Article 10.08(a) "reassignment/lay-off" issue

67 | concur with the Chair's decision to reject the employer's proposal to strike out the words "partial or single shift"
from article 10.08(a) of the central agreement. If accepted this proposal would have meant that no reassignment of
a nurse outside his or her area of assignment (no matter the duration of the reassignment) could amount to a lay-
off.

68 | write separately to address my colleague Mr. Girvan's dissent on this point. With respect his dissent seems to
misconstrue entirely the nature of the interest arbitration process. Most broadly, our task as a Board of Arbitration is
to resolve the dispute which is put before us in accordance with the law; that is to apply the governing legislation
and common law to the facts as submitted. Further, and more specifically, our task is to determine (with regard to
the principles set out in section 9(1.1) of HLDAA) the content of a collective agreement the parties reasonably
would have arrived at if the right to strike and/or lockout existed. The interest arbitrator's task is not to impose on
the parties a collective agreement which he or she independently surmises "makes sense" for the parties to adopt
or which otherwise accords with his or her subjective impressions on the sort of collective agreement which is
advisable generally for the employees and workplace in question.

69 It is clear that the employer nominee is convinced of the ill effects of article 10.08(a) which defines as a lay-off a
nurse's reassignment out of her area in excess of one day. Furthermore, in his dissent, he relies on the Chair's
reasons in an earlier rights arbitration decision to argue (mistakenly, it seems clear) that, in effect, the Chair agrees
with him that there is something "inappropriate" about this reassignment language in article 10.08(a) of the central
agreement.

70 As set out below, | am inclined to the view that the hospital's concerns about the negative effects of article
10.08(a) are grossly exaggerated. But even if Mr. Girvan is correct in this respect and even if the Chair shares his
reservations about the "appropriateness" of the language in question (which is certainly not apparent from what he
wrote in the Toronto East General decision), it does not follow that therefore the Chair "as an interest arbitrator in
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this first collective agreement"” should "have used his power to change the language in article 10.08(a) to rectify this
longstanding problem.” Again, evidently, the task of an interest arbitrator is not to impose his or her own vision of
"appropriate” terms and conditions of employment, but rather, consistent with HLDAA, to determine a collective
agreement which reasonably would have been adopted if the right to strike and lockout existed.

71 Put another way, to succeed on this point, the employer needed to establish that there was some reasonable
basis on which we could conclude that, when reaching a collective agreement with Strathroy Middlesex General,
ONA might have agreed to compromise dramatically on one of the central and most contentious job security
provisions in the Participating Hospitals collective agreement. There is and was no reason to suspect that ONA
would have entertained any such thing, especially in the absence of any unusual local factors which would explain
such special treatment for Strathroy Middlesex General. Rather, one can be virtually certain that ONA would have
resisted tenaciously the employer's efforts to use this local set of bargaining involving one hospital to undermine its
position on a vital job security provision in the central agreement.

72 Furthermore, the employer did not explain why it had agreed to be bound by the complete terms of article
10.08(a) at the smaller Four Counties Hospital in Newbury, but could not abide its application in Strathroy. The
reality is that given Four Counties, the replication case for the central agreement provisions was overwhelming.
Indeed there was no claim that the application of the reassignment provision in article 10.08(a) posed any problems
at Four Counties. Nor did the employer's stalwart position in opposition to the reassignment language here sit easily
with its apparent decision to enter into the central agreement at Strathroy Middlesex General starting in 2014.

73 Since the employer nominee also raised this issue, | would be remiss if | did not make it clear that | reject the
assertion that the reassignment language in article 10.08(a) is in any way "inappropriate” nor do | accept that it
does negatively "impact hospital efficiency and patient care deliverables" at all. Certainly no such case was made
out before us. The implication that ONA and its members do not care about patient care is obviously wrong and
indeed wrong-headed.

74 Finally, it is so that, here as elsewhere, collective bargaining will limit the employer's freedom to assign
employees work without regard to seniority. Frankly the sooner the hospital accepts this along with the reality of a
unionized workplace at Strathroy Middlesex General the better it will be for all concerned including especially the
hospital's patients. Indeed, if the employer sees ONA and its representatives as partners in the important project of
providing efficient and high quality health care to the hospital's patients then | am confident that neither the
reassignment language in article 10.08(a) nor the collective agreement as a whole will compromise these efforts in
the slightest.

January 9, 2012

Michael Klug
Addendum to Partial Dissent of Hospital Nominee

CLIVE GIRVAN (HOSPITAL NOMINEE) (dissenting)

75 | have read my colleague's dissent and wish to correct a couple of his comments as follows:

1. Reduced hour arrangements for current full-timers

Mr. Klug writes: "the employer's position is harder to credit. Reasons were offered why these arrangements
were problematic, but there was no operational explanation as to why the employer wanted to terminate
these arrangements now, when it was content with them before ONA was certified."

76 This is not correct. The Hospital clearly presented its reasons for wanting to end the reduced hour
arrangements in paragraphs 1,2,3,4,5 of page 14 of its Brief.
2. Article 10.08 (a) "reassignment/lay-off" issue
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Mr. Klug writes: "since the employer nominee also raised this issue, | would be remiss if | did not make it
clear that | reject the assertion that the reassignment language in article 10.08 (a) is in any way
"inappropriate” nor do | accept that it does negatively "impact hospital efficiency and patient care
deliverables" at all. Certainly no such case was made out before us."

77 This again is not correct. In paragraphs 2,3,4,5 on page 8 of the Hospital's Brief, the Hospital clearly
demonstrated the operational problems that would be incurred if the totality of the Central article 10.08 (a) were to
be included in the collective agreement.

Respectfully submitted,

Clive Girvan
Hospital Nominee

January 10, 2012
Addendum to Partial Dissent of ONA Nominee

MICHAEL KLUG (ONA NOMINEE) (dissenting)
78 Regarding Mr. Girvan's addendum, | feel compelled to respond briefly as follows.

79 Mr. Girvan himself is "not correct" on the two factual points he disputes. Specifically:

1. Regarding the termination of the reduced hour arrangements, it is true that in its brief the employer
advised why it wanted to end them. | never suggested otherwise. What | did state in my dissent
(and what is so) is that the employer never explained why it only came to desire an end to these
arrangements after the union was certified, when it was evidently perfectly content with them
before certification.

2. Regarding the alleged operational problems caused by the reassignment/lay-off language in article
10.08(a), it is true that the employer made certain claims to this effect in its brief. | never suggested
otherwise in my dissent. What | did indicate there is that | did not find those submissions, when
considered in light of all of the facts before us including the collective agreement language in
question, to be convincing, i.e. in my judgement the case was "not made out before us."

Jan. 10, 2012

Michael Klug
Addendum by Chair

80 | have reviewed the partial dissents and addenda of the nominees and wish to add a very few comments of my
own.

81 First, the reference in Toronto East General Hospital and ONA to "infelicitous drafting" was (fairly obviously, |
would have thought) to the manner in which the rights were expressed -- which has spawned so much unfortunate
litigation -- not to the content of those rights. It was not within my province, as a rights arbitrator in that case, to
criticize the parties' collective agreement.

82 Second, the Hospital nominee's partial dissent states, more than once, that the impugned provision has
deleterious effects on both patient care and Hospital efficiency (and, in one place, that the undersigned is fully
aware of it and, in another place, has nevertheless chosen to perpetuate it).

83 The assertion as regards "patient care" is a serious (and emotive) allegation - especially since the clause has
been applied, for years, in scores of hospitals and has been maintained through many rounds of bargaining. But it is
an assertion without evidentiary support - which is why it was rejected in the majority award.
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84 The statement as regards "efficiency” simply addresses the usual stuff of collective bargaining: where the line is
to be drawn between employer freedoms on the one hand and employee seniority rights on the other. The Hospital
and its nominee would clearly draw it in one place, while the central parties and a majority of this panel have drawn
it in another.

85 Third, it should be noted that neither nominee has dissented from any aspect of the "compensation" section of
the award (which, of course, follows the central agreement). Hence, it would appear that the reason that the
undersigned is said, in the third last paragraph of the Hospital nominee's dissent, to be "...oblivious to the current
and future health care economic situation in Ontario ..." is the inclusion of the disputed words of the (central)
reassignment/layoff clause -- words which continue to be reaffirmed in the central agreement.

DATED at Toronto this twelfth (12th) day of January 2012.

Russell Goodfellow -- Chair

End of Document
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Unit: Department of Chemistry
Faculty: Faculty of Arts & Science

Academic Year: 2024-25

Personnel Information Teaching Service
Assigned Teaching |Teaching Level and/or

Faculty Member's Last |Faculty Member's First |(Course Code) or Credit Class Size Hours of TA
Name Name Teaching Release (FCE) Mode of Delivery [(Enrollment) Support Reason for Teaching Release Assigned Service (Detail Assignments) Additional Factors for Consideration
Abbatt Jonathan CHM197H F 0.50 In-Person Small NA
Abbatt Jonathan CHMA415H W 0.50 In-Person Small NA
Abbatt Jonathan CHM1401H F 0.50 In-Person Small NA
Abbatt Jonathan Ad Hoc Policy Committee
Abbatt Jonathan Awards Committee
Abbatt Jonathan PTR Committee (Research)
Aspuru-Guzik Alan Teaching Release NA NA NA NA Other As per MOA with CHM and CSC
Aspuru-Guzik Alan Ad Hoc Policy Committee
Batey Robert CHM342H F 0.50 In-Person Medium Large
Batey Robert CHM1057H F 0.50 TBD Small NA
Batey Robert Teaching Release NA NA NA NA 6-month RSL RSL: January 1 to June 30, 2025
Batey Robert Awards Committee
Batey Robert Graduate Studies Committee
Batey Robert IT and Cyber Security Committee
Brumer Paul CHM196H F 0.50 In-Person Small NA
Brumer Paul CHM1478H F 0.50 In-Person Small NA
Brumer Paul Teaching Release NA NA NA NA 6-month RSL RSL: January 1 to June 30, 2025
Brumer Paul Awards Committee
Brumer Paul Departmental Advisory Committee
Brumer Paul Promotions Committee
Chin Jik CHM347H F 0.50 In-Person Medium Large
Chin Jik CHM447H W 0.50 In-Person Small NA
Chin Jik CHM136H W 0.50 In-Person Large Large
Chin Jik CHM1045H F 0.50 In-Person Small NA
Chin Jik Departmental Advisory Committee
Chin Jik Graduate Department Academic Appeals Committee
Chin Jik IT and Cyber Security Committee
Chin Jik Outreach and Highschool Committee
Cui Haissi CHM209H W 0.50 In-Person Large Large
Cui Haissi CHM379H W 0.50 In-Person Small Large
Cui Haissi CHM1090Y NA Hybrid Small NA Organic Chemistry Seminar
Cui Haissi Ad Hoc Policy Committee
Cui Haissi Collogquia and Seminars Committee
Cui Haissi Departmental Advisory Committee
Cui Haissi Graduate Studies Committee
De Backere John CHM151Y 1.00 In-Person Large Large
De Backere John CHM338H F 0.50 In-Person Small Large Laboratory
De Backere John CHM237H W 0.50 In-Person In-Person Medium Large Laboratory
De Backere John Awards Committee
De Backere John Colloguia and Seminars Committee
De Backere John Outreach and Highschool Committee
De Backere John Undergraduate Studies Committee
De Backere John Green Chemistry Intitative (GCI) Faculty Representative
D'eon Jessica CHM135H F 0.50 In-Person Large Large
D'eon Jessica CHMA410H F 0.50 In-Person Small Large Laboratory
D'eon Jessica CHM310H W 0.50 In-Person Medium Large
D'eon Jessica CHM1410H F 0.50 TBD Small NA
D'eon Jessica Departmental Advisory Committee
D'eon Jessica PTR Committee (Teaching)
D'eon Jessica Undergraduate Studies Committee
D'eon Jessica Chemistry Student Union (CSU) Faculty Representative
Dhirani Al-Amin CHM326H F 0.50 In-Person Small Medium
Dhirani Al-Amin CHM151Y W 1.00 In-Person Large Large
Dhirani Al-Amin CHM1488H W 0.50 TBD Small NA
Dhirani Al-Amin Graduate Department Academic Appeals Committee
Dhirani Al-Amin Outreach and Highschool Committee
Dhirani Al-Amin Undergraduate Studies Committee
Dicks Andrew CHM348H F 0.50 In-Person Medium Large Laboratory
Dicks Andrew CHM247H W 0.50 In-Person In-Person Medium Large
Dicks Andrew CHM343H W 0.50 In-Person Small Large Laboratory
Dicks Andrew CHM151Y 0.50 In-Person Large Large Course Coordination
Dicks Andrew CHM395Y 0.50 In-Person Small NA Course Coordination
Dicks Andrew CHM499Y 0.25 In-Person Small Small Course Coordination
Dicks Andrew WIT Faculty Advisor 0.13 In-Person Large Large Program Coordination
Dicks Andrew Ad Hoc Policy Committee
Dicks Andrew Departmental Advisory Committee
Dicks Andrew Promotions Committee
Dicks Andrew PTR Committee (Teaching)
Dicks Andrew Undergraduate Studies Committee
Gerbig Madeline Information Technology and Cyber Security (ITACS) Committee
Gerbig Madeline Outreach and Highschool Committee
Gerbig Madeline Undergraduate Studies Committee
Goh M. Cynthia CHM295H F 0.50 In-Person Small Large
Goh M. Cynthia CHM327H F 0.50 In-Person Small Large
Goh M. Cynthia CHM1488H W 0.50 TBD Small NA
Goh M. Cynthia Departmental Advisory Committee
Goh M. Cynthia PTR Committee (Research)
Jockusch Rebecca CHM217H F 0.50 In-Person In-Person Large Large
Jockusch Rebecca CHM317H W 0.50 In-Person Medium Medium
Jockusch Rebecca CHM1190Y F NA Hybrid Small NA Analytical Chemistry Seminar
Jockusch Rebecca Colloquia and Seminars Committee
Jockusch Rebecca Outreach and Highschool Committee
Jockusch Rebecca Undergraduate Studies Committee
Jockusch Rebecca Working Towards Inclusivity in Chemistry Toronto (WICTO) Faculty Representative
Kluger Ronald CHM348H F 0.50 In-Person Medium Medium
Kluger Ronald CHM199H W 0.50 In-Person Small NA
Kluger Ronald CHM1045H F 0.50 In-Person Small NA
Kluger Ronald Awards Committee
Kluger Ronald Colloquia and Seminars Committee
Kluger Ronald Graduate Department Academic Appeals Committee
Kluger Ronald Promotions Committee
Kluger Ronald ChemClub Faculty Representative
Kumacheva Eugenia CHMA457H F 0.25 In-Person Small Small
Kumacheva Eugenia CHM355H W 0.25 In-Person Small Medium
Kumacheva Eugenia CHM135H S 0.50 In-Person Large Large
Kumacheva Eugenia CHM1302H W 0.50 In-Person Small NA
Kumacheva Eugenia CHM1390Y NA Hybrid Small NA Polymer and Materials Chemistry Seminar
Kumacheva Eugenia PTR Committee (Research)
Li Xiang CHM135H W 0.50 In-Person Large Large
Luska Kylie CHM441H F 0.50 In-Person Small Small
Luska Kylie CHM343H W 0.50 In-Person Small NA
Luska Kylie CHM136H W 0.50 In-Person Large Large
Luska Kylie Joint Health & Safety Committee
Luska Kylie Information Technology and Cyber Security (ITACS) Committee
Miller R. J. Dwayne Teaching Release NA NA NA NA 12-month RSL N/A - See column H
Morra Barbora CHM151Y 1.00 In-Person Large Large Laboratory
Morra Barbora CHM136H W 0.50 In-Person Large Large
Morra Barbora CHM249H W 0.50 In-Person Large Large Laboratory
Morra Barbora Colloquia and Seminars Committee
Morra Barbora Outreach and Highschool Committee
Morra Barbora Undergraduate Studies Committee
Morris Robert CHM236H F 0.50 In-Person In-Person Large Large
Morris Robert CHMA437H W 0.50 In-Person Small NA
Morris Robert CHM1270H W 0.50 Online Small NA
Morris Robert Awards Committee
Morris Robert Building and Oversight Committee
Morris Robert Departmental Advisory Committee
Morris Robert PTR Committee (Research)
Murphy Jennifer CHM210H F 0.50 In-Person Large Large
Murphy Jennifer CHM135H F 0.50 In-Person Large Large
Murphy Jennifer CHM1590Y NA Hybrid Small NA Environmental Chemistry Seminar




Murphy Jennifer Awards Committee

Murphy Jennifer Building and Oversight Committee

Murphy Jennifer Colloquia and Seminars Committee

Murphy Jennifer Departmental Advisory Committee

Murphy Jennifer PTR Committee (Research)

Nitz Mark CHM136H W 0.50 In-Person Large Large

Nitz Mark CHMA479H W 0.50 In-Person Small NA

Nitz Mark Ad Hoc Policy Committee

Nitz Mark Building and Oversight Committee

Nitz Mark Departmental Advisory Committee

Nitz Mark PTR Committee (Teaching)

Nitz Mark Undergraduate Studies Committee

Ozin Geoffrey CHMA455H F 0.50 In-Person Small NA

Ozin Geoffrey CHM355H W 0.25 In-Person Small Medium

Ozin Geoffrey CHM237H W 0.50 In-Person In-Person Medium Large

Ozin Geoffrey CHM1270H W 0.50 Online Small NA

Ozin Geoffrey Awards Committee

Ozin Geoffrey Undergraduate Studies Committee

Ozin Geoffrey Promotions Committee

Ozin Geoffrey PTR Committee (Research)

Peng Hui Teaching Release NA NA NA NA 12-month RSL N/A - See column H

Quinlan Kristine Teaching Release NA NA NA NA 12-month RSL N/A - See column H

Rousseaux Sophie CHM151Y F 1.00 In-Person Large Large

Rousseaux Sophie CHM136H W 0.50 In-Person Large Large

Rousseaux Sophie CHM1090Y NA Hybrid Small NA Organic Chemistry Seminar
Rousseaux Sophie Ad Hoc Policy Committee

Rousseaux Sophie Awards Committee

Rousseaux Sophie Building and Oversight Committee

Rousseaux Sophie Equity, Diversity, and Inclusion (EDI) Committee
Rousseaux Sophie PTR Committee (Research)

Sakaya Aya CHM135H F 0.50 In-Person Large Large

Sakaya Aya CHM135H W 0.50 In-Person Large Large

Schofield Jeremy CHM222H F 0.50 In-Person In-Person Medium Large

Schofield Jeremy CHMA423H F 0.50 In-Person Small NA

Schofield Jeremy Graduate Studies Committee

Schofield Jeremy Undergraduate Studies Committee

Seferos Dwight CHM135H F 0.50 In-Person Large Large

Seferos Dwight CHM456H W 0.50 In-Person Small NA

Seferos Dwight Colloquia and Seminars Committee

Seferos Dwight Graduate Studies Committee

Seferos Dwight Undergraduate Studies Committee

Segal Dvira CHM427H W 0.50 In-Person Small Small

Segal Dvira Teaching Release NA NA NA NA Other cQlQcC Director
Segal Dvira Building and Oversight Committee

Segal Dvira Departmental Advisory Committee

Segal Dvira Promotions Committee

Song Datong CHMA432H F 0.50 In-Person Small NA

Song Datong CHM338H F 0.50 In-Person Small NA

Song Datong CHM237H W 0.50 In-Person In-Person Medium Large

Song Datong CHM1270H W 0.50 Online Small NA

Song Datong Colloquia and Seminars Committee

Song Datong Undergraduate Studies Committee

Song Datong PTR Committee (Research)

Stephan Douglas Teaching Release NA NA NA NA 12-month RSL N/A - See column H

Stone David CHMA416H F 0.50 In-Person Small NA

Stone David CHM217HF 0.50 In-Person In-Person Large Large Laboratory
Stone David CHM317H W 0.50 In-Person Medium Medium Laboratory
Stone David CHM499Y W 0.25 In-Person Small Small Course Coordination
Stone David JSC301H W 0.25 In-Person Small NA

Stone David Joint Health & Safety Committee

Stone David Outreach and Highschool Committee

Stone David Undergraduate Studies Committee

Taylor Mark CHM443H W 0.50 In-Person Small NA

Taylor Mark CHM249H W 0.50 In-Person Large Large

Taylor Mark CHM1057H F 0.50 TBD Small NA

Taylor Mark Ad Hoc Policy Committee

Taylor Mark Departmental Advisory Committee

Taylor Mark Graduate Studies Committee

Taylor Mark PTR Committee (Research)

Taylor Mark PTR Committee (Teaching)

Thompson Michael Teaching Release NA NA NA NA 12-month RSL N/A - See column H

Tran Helen Teaching Release NA NA NA NA Other Leave N/A - See column H Maternity Leave
Walker Gilbert CHM135H F 0.50 In-Person Large Large

Walker Gilbert CHM194H W 0.50 In-Person Small NA

Walker Gilbert CHM1490Y NA Hybrid Small NA Physical Chemistry Seminar
Walker Gilbert Awards Committee

Walker Gilbert Building and Oversight Committee

Wheeler Aaron Teaching Release NA NA NA NA 6-month RSL RSL: July 1 - December 31, 2024
Wheeler Aaron CHM417H W 0.50 In-Person Small Small

Wheeler Aaron CHM1106H W 0.50 Building and Oversight Committee

Wheeler Aaron Departmental Advisory Committee

Wheeler Aaron PTR Committee (Teaching)

Wheeler Aaron Undergraduate Studies Committee

Wilson Mark CHM135H F 0.50 In-Person Large Large

Wilson Mark CHM223H W 0.50 In-Person In-Person Large Large

Wilson Mark CHM1490Y NA Hybrid Small NA Physical Chemistry Seminar
Wilson Mark Colloguia and Seminars Committee

Wilson Mark Information Technology and Cyber Security (ITACS) Committee
Wilson Mark Outreach and Highschool Committee

Wilson Mark Undergraduate Studies Committee

Winnik Mitchell CHMA457H F 0.25 In-Person Small Small

Winnik Mitchell CHM247H W 0.50 In-Person In-Person Medium Large

Winnik Mitchell CHM1302H W 0.50 In-Person Small NA

Winnik Mitchell Departmental Advisory Committee

Winnik Mitchell Graduate Department Academic Appeals Committee
Winnik Mitchell Promotions Committee

Winnik Mitchell Undergraduate Studies Committee

Woolley G. Andrew CHMZ220H F 0.50 In-Person In-Person Large Large

Woolley G. Andrew CHM2018Q F 0.25 Online Small NA

Woolley G. Andrew Awards Committee

Woolley G. Andrew Departmental Advisory Committee

Woolley G. Andrew PTR Committee (Research)

Yudin Andrei CHMA440H F 0.50 In-Person Small NA

Yudin Andrei CHM249H W 0.50 In-Person Large Large

Yudin Andrei CHM1004H F 0.50 TBD Small NA

Yudin Andrei Colloquia and Seminars Committee

Yudin Andrei Departmental Advisory Committee

Yudin Andrei Graduate Studies Committee

Yudin Andrei Promotions Committee

Yudin Andrei Undergraduate Studies Committee
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Management
o UNIVERSITY OF TORONTO

2] SCARBOROUGH

June 27, 2024

Department of Management

Dear Professor -,

In accordance with Article 2.17 of the Workload Policy and Procedures for Faculty and
Librarians, 1 am writing to provide details of your assigned duties in teaching and service for the
2024-2025 academic year. As per the enclosed UTSC Department of Management Workload
Policy, your normal teaching load for the 2024-2025 academic year is 2 full course equivalents
(FCEs) and you have received 1 FCE course releases resulting in a teaching load of 1 FCEs.
Details of your teaching releases, teaching duties and service duties are outlined below.

Teaching Releases:

Description FCEs
Dean's Release: Faculty with Native Heritage 0.5
Pre-Tenure 0.5

Teaching:

TERM | COURSE MET NUM | COURSE_TITLE
20251 | MGEC38H3 | LEC 01 The Economics of Canadian Public Policy
20251 | MGEDS0H3 | LEC 02 Workshop in Economic Research

Service:

Unless you are on leave, it is the expectation that you will attend all departmental meetings, and
participate in student-centred events and activities. Please note that additional service duties—
such as participation on Search Committees, Interim Review Committees, Tenure Committees,
Promotion Committees, and Advancement Committees for Sessional Lecturers, and other Ad Hoc
Committees, as well as Campus or University Committees—may be assigned during the course of
the year.

Yours sincerely,

Jason Wei
Acting Associate Chair, Faculty
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UNIVERSITY OF TORONTO 7?20 Spadina Avenue, Suite 419 T 416 978-3351  F 414 978-7041
facrr!ty ASSOCIATION Toronte, OM M35 2T% E faculty@utfa.org [ www.utfa.org
09 January 2024

Professor William Gough
Vice-Principal Academic and Dean
University of Toronto Scarborough

Dear Professor Gough,

I am writing on behalf of the University of Toronto Faculty Association (“UTFA” or “the
Association”) and its member, Professor Sherri Helwig (“Professor Helwig”). As UTFA and
Professor Helwig did not receive a decision at the Step 1 stage within ten (10) working days as
outlined in Article 7 of the Memorandum of Agreement (MoA), we hereby grieve at Step 2. In
particular, UTFA and Professor Helwig grieve the University of Toronto Administration’s (the
“‘Administration”) failure to meet its obligations under the Workload Policies and Procedures for
Faculty and Librarians (“WLPP”), and its punitive and discriminatory treatment against Professor
Helwig for her Association-related activity contrary to Article 9 of the MoA.

In support of this grievance, UTFA and its member, Professor Helwig, rely on the submissions
as set out below and attached.

Background

1. In the academic year 2020-2021, a Unit Workload Committee (“UWC” or “Committee”) in
the Department of Arts, Culture and Media (“ACM”) made revisions to a 2017 Unit
Workload Policy (“UWP”) through a collegial decision-making process. This process
included:

a) the development and implementation of a workload survey and an analysis of its
results;

b) atleast five synchronous meetings totalling eight-and-a-half hours;

C) many hours of asynchronous work on revisions to the policy through email and
within a shared document;

d) the provision to the department faculty of a shared document that included
comments about the proposed changes and the reasons for these changes;

e) the opportunity for all UTFA faculty to make comments, pose questions, raise
concerns, or make suggestions directly in the shared document during a time in the
calendar when most faculty were available (i.e., not busy with teaching or grading,
not away on holiday, etc.); and
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f) one hour of public discussion following that review and those opportunities to
comment on a shared document.

The resulting policy revisions were sent by the (now former) Chair to the Dean’s Office for
approval in summer 2021.

As of the date of this Step 2 grievance in 2024, the Dean’s Office has yet to formally
approve or reject these 2021 revisions in keeping with Articles 2.14 and 2.18 of the WLPP.

2023-2024 Unit Workload Committee

4.

The current Chair of ACM (“the Chair”) sent a document [TAB 1] as an attachment to an
email [TAB 2] to ACM’s UWC on November 07, 2023, fewer than 24 hours in advance of
a meeting in which she intended the Committee to approve the document. It was unclear
to Professor Helwig, a member of the ACM UWC, what this document was: the email
defined it as “the latest version of the workload policy,” and stated that “we are almost
ready for the final, signed version (attached),” but this did not make sense, given that
revisions are supposed to be made collegially by the UWC.

At the UWC meeting held the following day (November 8, 2023), Professor Helwig asked
the Chair for clarification about the document, stating that she noticed it was different in
several ways from the document that had been collegially determined in 2021. Her point
was that there could not be a proper “latest version” unless that version had been
collegially and collectively created by the UWC in accordance with the WLPP. The Chair
provided the explanation that the Dean’s Office had made some changes to the policy,
which the Chair [or the Dean] described as “required.”

Professor Helwig asked the Chair to provide the written reasons from the Dean for
rejecting the 2021 submission, as required in the WLPP. The Chair did not provide written
reasons from the Dean and instead responded only verbally and generally, asserting that
changes were made to make the unit’s policy consistent with central policies.

Professor Helwig then asked to see a version of the document that included tracked
changes so that the Committee could review what precisely had been changed, while
reiterating that the Committee also needed to receive and review the full written reasons
from the Dean’s Office. In the latter half of the 50-minute meeting, the Chair produced a
document with tracked changes. [TAB 3]

No time was allowed for review or discussion of the tracked changes document before the
Chair called for the Committee to approve it. As a result, the Committee members were
expected to approve, at short notice and with no opportunity for meaningful discussion, a
policy that had undisclosed revisions (including deletions, additions, and changes)
unilaterally made by the Administration and (it became clear) the Chair, instead of revising
the policy itself as a part of a collegial process as is required by the WLPP.
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10.

11.

12.

13.

While there was no formal vote of approval during the UWC on November 8, no
Committee member other than Professor Helwig expressed opposition to the revised
policy moving forward. In any case, this “approval” is not in order because the process
required by the WLPP policy (of written reasons for rejection coming back to the
Committee and the Committee working together collegially to consider those reasons and
make necessary revisions to the policy) has not been followed. As noted, Professor
Helwig had clearly articulated these violations of the WLPP at the meeting.

Professor Helwig wrote to the Committee on November 14, 2023, to share a few
suggestions regarding some of the changes that the Chair and the Administration had
made, and yet again asked for the written reasons for denials of approval. [TAB 4] About
one specific section related to teaching release for Teaching Stream faculty, she wrote:
“[M]ay I ask you to please connect with the Dean's Office to determine what happened to
that proposed wording: if the Dean's Office is unwilling to accept the change that the prior
Unit Workload Committee had proposed, we need to receive written reasons.”

Instead of sending the required written reasons, the Chair responded the same day
asserting, “I can confirm that the feedback from the Dean's office was that the language
was to make the policy consistent with language from the AAPM:
https://www.aapm.utoronto.ca/academic-administrative-
proceduresmanual/reviews/probationary-review-teaching-stream/#after.” [TAB 5]

Professor Helwig replied to this assertion the same day, [TAB 6] writing (among other
points): “As for the teaching release equity situation: I'm afraid this is still a problem — the
policy (and the AAPM) can absolutely be seen as “floors” that the Unit Workload Policy
can go above.” She went on to reiterate that “[iJt is important for ACM to insist that we
receive all of the Dean's decisions and reasons for those decisions in writing directly from
the Dean's Office (as per WLPP 2.14). Please let me know if you will make that request
[...], as would be normal practice, or if you would prefer that | do”.

Later the same afternoon, the Chair wrote to the Dean’s Office and Human Resources.
[TAB 7] However, the questions that she posed incorrectly characterized and improperly
narrowed Professor Helwig’s requests, and did not include the primary request for “all of
the Dean’s decisions and reasons for those decisions.” The Chair wrote: “I am writing on
behalf of the ACM workload committee to seek clarity regarding the feedback on our
workload policy. One of our committee members asks why the original wording regarding
release for teaching stream faculty followed probationary review was changed using
language from the AAPM. They also ask why the Chair changed the wording to reflect the
decision-making process as outlined in policy. Can you please clarify this feedback with
respect to aligning ACM's workload policy with existing university-wide policy so | may
share it with the committee and the department as a whole? We intend to discuss the
document and vote on whether to approve it this Thursday, November 16.”
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14.

15.

16.

17.

18.

On November 15, 2023, the Vice-Dean, Faculty Affairs, Equity, and Success (“Vice-
Dean”) responded that “[o]n both accounts, we are using the agreed upon language in the
PPAA, as negotiated with UTFA.” [TAB 8] The Vice-Dean’s answer is not responsive to
Professor Helwig’'s actual and complete requests, nor does it meet the requirement (in
WLPP 2.14) to provide written reasons for everything that could not be approved in the
2021 proposed policy.

This message from the Vice-Dean was forwarded to the UWC via an email from the Chair.
[TAB 9] As the Chair appears to be submitting the Vice-Dean’s one-sentence email as
support of the Chair’s statements (including in paragraph 11, above) and in lieu of the
written reasons for rejection of the 2021 proposed policy required by Article 2.14 of the
WLPP that Professor Helwig repeatedly requested, UTFA and Professor Helwig are
grieving this response as both insufficient and incorrect.

The Policy and Procedures on Academic Appointments (“PPAA”), which has wording
mirrored in the Academic Administrative Procedures Manual (“AAPM”), contains minimum
provisions. The UWC has the right to negotiate above the minimums found in the PPAA.

Consistent with the PPAA, the 2020-2021 ACM UWC and the ACM faculty collegially
decided upon an increased teaching reduction above the minimum afforded in the PPAA
to create important equity in one, small way between Teaching Stream and Tenure
Stream faculty. They agreed to the following wording in their policy proposal (which
showcases the equity that was created by merging the wording for both streams together):

Pre-tenure or pre-probationary review faculty members in the tenure- and teaching-
streams are entitled to an adjustment to their workload for one academic term, in
accordance with the WLPP. This adjustment allows them time to prepare for their
tenure or continuing status reviews and to address any advice from the review.
Normally this term will not include assigned teaching or service for faculty in either
stream, but, with the agreement of the faculty member, it may include some
teaching and/or service if such is needed to address feedback from the review.

This can be seen in the document that was shared with ACM faculty in June, 2021 as a
part of the collegial decision-making process. [TAB 10] Note that the majority of the
comments (those marked with BF) were added by the former Chair as a result of the
2020-2021 work of the UWC; a few other comments (marked with other initials) and
responses by the former Chair were added during the department-wide consultation
phase in 2021.

Another new sentence was also added to this section of the 2021 proposed policy, which
said, “For Teaching Stream faculty who did not benefit from this adjustment in the past
owing to the timing of their appointment, the Chair will negotiate a one-time-only, one-term
workload reduction to permit time for pedagogical/professional development.” The 2020-
2021 UWC (via the previous Chair) wrote the following as an explanatory comment: “This
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19.

20.

is new, reflecting ongoing conversations with Teaching Stream faculty. The Dean's office
has signaled that it will not support this financially, but the Department can support it
internally if they are willing to sign off on its inclusion here in policy.”

The ACM UWC and the department’s faculty agreed to this inclusion in policy in 2021, but
the Dean’s Office and the current Chair nonetheless reversed these and other changes to
the policy in violation of the approval clause (Article 2.14) of the WLPP.

While the above wording was related to specific questions in the November 14 and 15
2023 email exchanges (see TABs 4-7), a further review of the document at TAB 10 and a
comparison with the versions of the policy shared with the 2023 UWC by the Chair (TABs
1 and 3), Professor Helwig could more clearly see that there was a significant number of
both minor and major changes made since the proposed policy had been approved by the
departmental faculty in 2021 — more than she had originally noted in her November email
messages. One example of another major change is related to this wording in the
“Teaching assignments and supervision” section of the 2021 policy proposal:

In addition to teaching courses, faculty members may choose to participate in
undergraduate or graduate supervision. This supervision is a different form of
contribution to teaching and, in consultation with the Chair it may necessitate a
workload adjustment to teaching. Consideration will also be given to teaching
support for grading and tutorials.

No written reasons have been received from the Dean explaining the rejection of this
wording so that the UWC could work to revise the wording in keeping with the wishes of
the department faculty. Instead, the tracked-changes document provided to the UWC by
the Chair on November 8, 2023 (TAB 3) shows that this section was deleted by the Chair
and replaced with

The Chair may make individual workload adjustments in consideration of unusual
teaching obligations.

Of course, undergraduate and graduate supervision are not “unusual teaching
obligations,” and thus, even if it had been proper for the Chair to rewrite this section
herself, this is an edit that fundamentally and improperly changes the meaning of the
wording it replaced.

ACM Faculty Meeting

21.

On November 10, 2023, the Chair caused to be sent to ACM faculty an email reminder of
a faculty meeting [TAB 11] which included an agenda item (among several others)
entitled “New workload policy. Review, discussion, and vote on the revised workload
policy.” It is UTFA’s position that this agenda item is misleading as the workload document
that was shared with ACM faculty [TAB 12] - a document entitled simply “Workload Policy
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22.

23.

24.

25.

26.

and Procedures” with a line stating “Revised November 2023” - was neither “new” nor
properly “revised.” There was no clarifying information or context provided for this
document (or the 2017 UWP, also attached to this message [TAB 13]), no explanation
why a discussion and a vote were necessary, and no details provided about what changes
had been made between the 2017 and 2023 documents or between the proposed policy
submitted in 2021 and the “Revised November 2023” document. Again, there was no
effort to provide faculty with the information they would need to make informed decisions.
For these reasons, no adequate or meaningfully informed notice was given, and thus the
process the Chair intended to follow at this meeting could not be considered a part of
meaningful collegial decision-making.

The agenda for the November 16, 2023 faculty meeting listed the “Review, discussion,
and vote on the revised workload policy” as only one of four subjects intended to be
covered within 50 minutes (at least one of which was a significant topic related to budget
shortfalls and a hiring freeze). Because there was inadequate time set aside for
discussion, this also could not be considered a part of meaningful collegial decision-
making.

During the November 16, 2023 faculty meeting, the Chair provided a verbal introduction to
the relevant agenda item in which she shared highlights of the changes between the 2017
policy and the “Revised November 2023” document, but she did not go through the many
changes that she and others had made between the 2021 proposal and the version she
wanted the faculty to vote to approve. As a result, those changes have still not been
disclosed to the faculty in the unit.

In these same introductory remarks to departmental faculty, the Chair stated that the UWC
had agreed (with one objection) to move forward with this document, but she did not
disclose that the process that had been followed had been in violation of the requirements
of the WLPP.

Following the Chair’s introductory remarks, Professor Helwig explained to the department
faculty some of the violations of the WLPP she had withessed, and shared that she had
notified the Chair in advance of the meeting that UTFA intended to file a grievance related
to these and other violations. Professor Helwig then made a motion to postpone a vote
about the Unit Workload Policy until the grievance was resolved. The motion passed, with
abstentions.

Because ACM faculty were expected to discuss and vote on a policy with inadequate time
allotted, and because that policy had undisclosed revisions unilaterally and improperly
made by the members of the Administration and the Chair, and further because the
required process of the UWC working together collegially to consider written reasons for
rejection from the Dean and make necessary revisions had not been followed, faculty
members in the department were prevented from making meaningful, informed, collegial
decisions as contemplated by the WLPP.
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Discriminatory Treatment and Personal Harm

27.

Through the responses to Professor Helwig’s concerns and by providing only a misleading
and prejudicial subset of facts to colleagues in the department, the Chair harmed
Professor Helwig’s reputation and discriminated against her on the grounds of her activity
in the Association contrary to Article 9 of the MoA. This omission of the most relevant facts
about the UWC had the effect of fostering the perception amongst her colleagues in the
department that Professor Helwig was to blame for delaying the approval process of the
revised policy. In reality, it is the Administration that has been and continues to be
responsible for the unreasonable years-long delay and the failure to comply with the
WLPP.

New Concerns Following the December 12, 2023, Step 1 Grievance Meeting

28.

29.

On January 8, 2024, without first conferring with members of the Committee, the Chair
wrote to the UWC to cancel the Committee meeting the following day, saying that it would
be “re-scheduled pending resolution of the grievance.” [TAB 14]

The same day, the Chair caused to be sent another message to the members of the UWC
that stated: “New dates for our first and second meetings this semester will be scheduled
as soon as the grievance is resolved and the committee can continue its important,
ongoing work.” [TAB 15] Given that the UWC had already committed to a full, collegial
review of the policy, there is a significant amount of work that could be done that is entirely
unaffected by this grievance. Unilaterally delaying the start of the timely review of the
policy for an indeterminate amount of time is another example of continuing non-
compliance with the WLPP, and using this grievance as a rationale to cancel the meeting
and postpone additional work on the Unit Workload Policy appears to be further retribution
against Professor Helwig for Association activity in violation of Article 9 of the MoA.

Violations of the WLLP and MoA

30.

The WLLP provides that there must be a “transparent process of workload allocation
within a unit” and that the criteria for workload allocation are to be “developed in
accordance with collegial governance;” (Article 1.2). As well, Unit Workload Policy
Committees are required to create and maintain Unit Workload Policies that are
“consistent with the terms of this WLPP and the...MOA” (Article 2.1, see also Article 2.10).
Notably, Unit Workload Policies are to “be developed and revised collegially at the unit
level” and members of the unit shall have the opportunity to provide input in writing and
orally on the contents of the proposed policy (Article 2.11). Unit Workload Policies shall
also be reviewed at least every three years by the unit (Article 2.16). Written reasons for
rejected workload policies must also be provided (Article 2.18).
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31. The Association and Professor Helwig submit that, in light of the above submissions, the
Administration has violated policy in several ways including, inter alia:

a) Failure to comply with the timelines in Article 2.14 of the WLPP.

b)  Failure to comply with the approval process as outlined in Article 2.14 and 2.18 of
the WLPP.

c) Inappropriately restricting the autonomy of the Unit Workload Committee to make
determinations about workload, contrary to Article 2.1 of the WLPP.

d) Failure in its oversight of the Chair in her work to ensure that the Unit Workload
Policy was created and maintained in a manner that was “consistent with the terms
of this WLPP and the...MOA,” contrary to Article 2.1; see also Article 2.10.

e) Failure in its oversight of the Chair when she undermined the work of the UWC by
inappropriately inserting herself in the approval process and making unilateral
changes to the Policy that was submitted to the Dean for approval by the Unit
Workload Committee.

f) Failure to engage in collegial and transparent discussions about all the
Administration’s improperly unilateral changes and rejections to the draft policy,
contrary to Articles 1.2 and 2.11 of the WLPP.

g) Creating an inappropriate perception that Professor Helwig is responsible for an
unreasonable delay of the approval of the revised policy. Professor Helwig has the
right, as a faculty member in the department and a member of the Unit Workload
Committee, to raise issues regarding the process and the Administration’s failure to
comply with the terms of the WLPP. The Administration’s actions in creating these
misperceptions and its failure to take appropriate action to address them are
tantamount to abuse of process and discrimination against Professor Helwig based
on her Association activities, contrary to Article 9 of the MoA.

h)  Using the fact of this grievance as a rationale to improperly delay the timely review
of a Unit Workload Policy by a Unit Workload Committee, contrary to Article 2.16 of
the WLPP and Article 9 of the MoA.

Remedies

32. UTFA and Professor Helwig hereby seek the following remedies:

i A declaration that the WLPP has been violated.
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That the UTSC Dean reviews anew the proposed Unit Workload Policy initially
submitted by the immediately previous ACM Chair in 2021.

That the Dean responds forthwith (in keeping with the timelines in the WLPP) to the
ACM Unit Workload Committee (UWC) with approval of the 2021 proposed policy,
or to both the UWC and UTFA with a rejection that outlines in writing the reasons for
rejecting the 2021 proposed policy.

Should the 2021 proposed policy be accepted, it should go into effect immediately.
Should the 2021 proposed policy be rejected:

a) That the reasons provided in writing by the Dean point out what specific
wording would need to be changed and for what specific reason(s), providing
enough specificity and detail to inform the work of the UWC meaningfully.

b)  That those reasons do not include the explanation provided previously by the
Vice-Dean (related to sections of the proposed policy not meeting “the agreed
upon language in the PPAA”) as this explanation is explicitly a part of this
grievance and would not be accepted by UTFA as an appropriate reason for
rejection of the Unit Workload Policy.

c) That ACM’s Unit Workload Policy Committee begin to work asynchronously on
the review of the reasons and the resulting revision(s) within one (1) week of
the receipt of the written reasons for rejection of the 2021 policy.

d) Thatthe ACM UWC members be given a reasonable opportunity to review,
discuss, and work together collegially to collectively draft changes in response
to the written reasons provided by the Dean.

e) That the specifics of what constitutes “reasonable opportunity” and “work[ing]
together collegially to collectively draft changes” be negotiated and agreed to,
in writing and in advance, between the parties.

f) That the parties agree in writing that revising the policy in direct response to
the Dean’s written reasons will not be done in place of a full, collegial review of
the policy.

g) That the parties explicitly confirm in writing what the UWC has already agreed:
that a full, collegial review will (also) be done by the UWC during this
academic year, and that the specifics of what constitutes a “full, collegial
review” of the policy be negotiated and agreed to in writing between the
parties in advance.
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h)

j)

k)

That the faculty members in the department be given reasonable opportunity
for a meaningfully informed review of and collegial decision about the revised
policylies that the UWC develops.

That the specifics of what constitutes “reasonable opportunity” and “informed
review of and collegial decision about the revised policy/ies” be negotiated and
agreed to, in writing and in advance, between the parties, and that the review
process will meet or exceed the parameters of the collegial process in 2021:
the provision of a shared document that included clear comments, including
about what had been changed from the previous policy and why, and some of
the significant issues discussed but ultimately decided against) one week in
advance of a public meeting; the opportunity for all UTFA faculty to make
comments, pose questions, raise concerns, or make suggestions directly in
the shared document during a time in the calendar when most faculty are
available (i.e., not busy with teaching or grading, not on holiday, etc.); and one
hour of public discussion following that review and those opportunities to
comment on a shared document.

That the policy proposal(s) be submitted to the Dean’s Office within five (5)
calendar days of ratification by the ACM faculty.

That the Dean responds according to the requirements of the WLPP 2.14, i.e.,
within fifteen (15) calendar days with either approval or written reasons for
rejection.

That the above process (a through k) continues through to approval and
implementation for both the policy for which the approval is significantly
delayed, which will have immediate effect once approved, and the policy that
results from the full review, which will have effect as of July 1, 2023, or as
soon thereafter as is practicable after a full, meaningful, collegial process.
(Note: This presumes that the current two-track process will continue; UTFA
may be open to considering a proposal for the merging of these processes
and policy documents if there is no adverse effect for the department faculty or
Professor Helwig for doing so.)

That the Administration issue a written statement to all ACM faculty, with
wording agreed to in advance by the parties, clarifying the situation, stating
that the Administration is responsible for unreasonable delays in finalizing the
Unit Workload Policy and the improper processes that had been followed, and
that Professor Helwig was correct to insist that the violations be corrected and
resolved.

That Professor Helwig be made whole.
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iv. Any other appropriate remedy.

Reservation of Rights

33. The Association and Professor Helwig reserve their right to add to, or amend, these
submissions.

Without Prejudice

34. UTFA and Professor Helwig's submissions in this grievance are made without prejudice to
UTFA’s positions in the active Association Grievance on Workload, or any other grievance
or proceeding.

Sincerely,

Terezia Zori¢
President, UTFA

cc. Sherri Helwig, Associate Professor, Teaching Stream, ACM

Nellie De Lorenzi, Executive Director, UTFA
Crystal Doyle, Legal Assistant, UTFA
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Workload Policy and Procedures
Department of Arts, Culture and Media
University of Toronto Scarborough
[Revised November 2023

Preamble

This document outlines standards and procedures for the allocation of workload in the
Department of Arts, Culture and Media under the terms of the University of Toronto Workload
Policy and Procedures for Faculty and Librarians (WLPP) Revised 25 February 2021]. A
tenure-stream faculty member’s workload is composed of three main components: teaching,
research (including creative and professional work) and service. Teaching and related
Administrative Responsibilities; Scholarship, and Service, constitute the principal obligations of
faculty members in the Teaching Stream: scholarship refers to any combination of discipline-
based scholarship in relation to or relevant to the field in which the faculty member teaches, the
scholarship of teaching and learning, and creative/professional activities. Workload in the areas
of teaching and departmental service is assigned by the Chair in a consultative process as
described in the final section below.

The WLPP sets out the principles governing the establishment and assignment of workload for
faculty. This Departmental Workload Policy and Procedures outlines the applicable factors in the
areas of teaching and service that will be considered in defining the normal workload duties in
the department. The Chair may assign workload in a manner that varies from the norm, to
recognize the different demands that unit members experience from year to year in balancing the
three components of workload.

The allocation of workload is intended to be fair, reasonable, and equitable, and each faculty
member’s workload is intended to fall within departmental norms, standards, and ranges. Given
the variety in play in a multi-disciplinary Department, consideration should be given to ensuring
fair and equitable assignments of workload, balancing the need for general parity with program-
specific differences. The Chair and the head(s) of the units or faculty to which the member is
cross-appointed will consult to assign teaching and service duties to faculty members holding
budgetary and non-budgetary cross-appointments in a manner consistent with their percentage
appointment in each unit or division.

The assignment of workload to Teaching Stream faculty should take into account that these
faculty are expected to engage in pedagogical/professional development, which may take a
variety of forms e.g. discipline-based scholarship in relation to, or relevant to, the field in which
the faculty members teaches — for example, participation at, and contributions to, academic
conferences; teaching-related activity by the faculty member outside of his or her classroom
functions and responsibilities; or professional work that allows the faculty member to maintain a
mastery of his or her subject area in accordance with appropriate divisional guidelines.

Each member will be provided with a written assignment of their workload duties on an annual
basis (by June 30'™), that includes the member’s percentage appointment and details of teaching
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and service. The remainder of a faculty member’s working time is self-directed and may consist
of research, scholarly, creative, pedagogical, and/or professional work consistent with the type of
appointment each faculty member holds. The WLPP (section 7.2) defines scholarship relative to
the teaching stream as “any combination of discipline-based scholarship in relation to or relevant
to the field in which the faculty member teaches, the scholarship of teaching and learning, and
creative/professional activities.”

Reference documents
UofT Workload Policy and Procedures (WLPP):

https://www.aapm.utoronto.ca/academic-administrative-procedures-manual/workload/
Teaching workload

Tenure-stream faculty members.

The normal annual teaching load for full-time tenure-stream members of the department with a
graduate appointment is 2.0 “full course equivalents” or FCEs. Normally the teaching load for
tenure-stream faculty will be distributed as 1.5 FCEs in undergraduate courses and 0.5 FCE in a
graduate course.

Teaching-stream faculty members:
The normal annual teaching load for full-time teaching-stream members of the department is 3.0
undergraduate FCEs.

Contractually Limited Term Appointment and Part-time Appointments:

The normal annual teaching load for full-time faculty members with a Contractually Limited
Term Appointment (CLTA) is 2.0 FCEs for non-tenure-stream, and 3.0 FCEs for teaching-
stream, at the undergraduate level, in keeping with policy in the WLPP that “the teaching load of
a CLTA faculty member shall be no more than that of a comparably situated member in the same
continuing track” (section 9.0). Part-time faculty members holding the same rank as faculty
members with a CLTA will be assigned teaching duties in a manner consistent with their
percentage appointment.

Teaching reductions.

Newly appointed pre-tenure or pre-continuing status faculty members are normally granted a 0.5
FCE reduction in their first year to alleviate the burden of transitioning to UTSC and the
Department. Following a successful Interim Review, the faculty member in tenure stream is
entitled to request an adjustment to their workload assignment for one academic term to allow
them to focus on preparing for their tenure consideration and to address any advice from the
review of their initial appointment. Normally, this term will not include assigned teaching or
service, but the term may include assigned teaching, with the candidate’s agreement, in order to
address advice from their review. Following a successful Probationary Review, the faculty
member in teaching stream will be offered an academic term to focus on preparing for
Continuing Status Review and to address any advice from the Probationary Review. Normally,
this term will not include assigned teaching above half of the normal teaching assignments or
service but, with the candidate’s agreement, the term may include more than half of the normal
teaching assignments or some assigned service, in order to reflect feedback from the
Probationary Review.



Faculty members receiving a course reduction cannot teach on overload in the same year.

Team-taught courses:

Team-taught courses are those in which there is equal and full participation from more than one
faculty member in the design and execution of the class, with each faculty member seeing
relatively equal classroom time and contact hours with students. Team-taught courses should
normally count as a course for each of the participating faculty members, subject to budgetary
approval.

Teaching assignments and supervision

The Chair will assign teaching in consultation with individual faculty members, relevant
Program Directors, the Departmental Program Manager, Graduate Chairs, with outcomes that are
consistent with the normal expectations of an annual teaching commitment. Course assignments
will take into consideration the preferences of faculty members, while prioritizing the
progression of undergraduate majors in their programs and a timely path to graduation

To balance the mix of courses from year to year, faculty members are expected to teach courses
that vary in range (i.e., introductory through upper-level courses) and formats (i.e., high-
enrolment lectures, practical courses, seminars) within the context of the faculty member’s
academic program.

The Chair may make individual workload adjustments in consideration of unusual teaching
obligations. Service assignments

Service may include departmental, campus, university, University of Toronto Faculty
Association (UTFA), and professional service as evidenced by work on committees, in
administrative positions, and in planning and other initiatives that enhance the research, creative
and professional practice, and teaching mission of the department, our associated graduate units,
and the wider university. The Chair will determine service assignments in consultation with the
Associate Chairs. The Chair will request that faculty members do service in the department, and
the service will be agreed upon in a collegial fashion. Consideration will be given to balancing
service on committees deemed to have light, moderate and heavy time commitments, and in
general, faculty at the Assistant Professor, Tenure-Stream and Teaching-Stream ranks can expect
to have lighter service duties before their tenure or continuing status review. Every effort will be
made for membership on departmental committees to represent the department fairly and
equitably across programs, ranks, and streams.

Because service assignments must be made annually, the department or graduate unit cannot
formally assign duties over longer time frames. To support continuity in service work, however,
faculty will be asked to express their choices over a two-year period. Preferences expressed for
the second year are understood as intentions only and an opportunity to change that preference
will be given the subsequent year. It is also understood that outside of the annual process of
selecting service assignments, additional service duties arise during the year, notably serving on
search committees and promotional reviews. When faculty commit to such extra duties at other
times of the year, their workload letter for that year will be revised to reflect the change.



Each year the Chair of the Department will invite expressions of interest for serving as Associate
Chairs and Program Directors. These roles must formally be agreed upon each year, although in
principle faculty will be encouraged to consider serving for two consecutive years in these
complex roles. The Chair will invite expressions of interest in these roles annually and welcome
discussion about the nature of the role and the nature of the interest in serving. The Department
regards it as collegial and healthy to see the individuals serving in these roles to rotate with some
regularity, enabling a diversity of ideas and fair and equitable sharing of responsibility and
leadership.



TAB 2



From: Thy Phu <thy.phu@utoronto.ca>

Sent: November 7, 2023 4:17 PM

To: MaryElizabeth Luka <maryelizabeth.luka@utoronto.ca>

Cc: Yi Gu <yi.gu@utoronto.ca>; Alexander Irving <alexander.irving@utoronto.ca>; Sherri Helwig
<sherri.helwig@utoronto.ca>

Subject: Workload committee meeting tomorrow - agenda

Dear Colleagues,

I'm writing with a gentle reminder of tomorrow's (Nov. 8) workload committee meeting at
3:10-4pm over Teams. | am pleased to share the latest version of the workload policy.

The agenda is as follows:

o Updates - workload policy -- we are almost ready for the final, signed version
(attached)
o Discussion of the draft as part of a consultative process - and possible further
edits (if needed), to be shared in our upcoming ACM faculty meeting next week
o Confirming scope of the committee's work:
o Discussion of latest iteration of policy towards a final approved
draft, which is close to being signed
o Discussion of how to implement policy.
Other business?

See you tomorrow.
Best, Thy

Thy Phu (she/her)

Distinguished Professor of Race, Diaspora and Visual Justice
Chair

Department of Arts, Culture and Media

Author of Warring Visions: Photography and Vietnam
Co-editor (with Vinh Nguyen) of Refugee States: Critical Refugee Studies in Canada
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Workload Policy and Procedures
Department of Arts, Culture and Media
University of Toronto Scarborough
Revised September 2023

Preamble

This document outlines standards and procedures for the allocation of workload in the
Department of Arts, Culture and Media under the terms of the University of Toronto Workload
Policy and Procedures for Faculty and Librarians (WLPP) Revised 25 February 2021]. A
tenure-stream faculty member’s workload is composed of three main components: teaching,
research (including creative and professional work) and service. Teaching and related
Administrative Responsibilities; Scholarship, and Service, constitute the principal obligations of
faculty members in the Teaching Stream: scholarship refers to any combination of discipline-
based scholarship in relation to or relevant to the field in which the faculty member teaches, the
scholarship of teaching and learning, and creative/professional activities. Workload in the areas
of teaching and departmental service is assigned by the Chair in a consultative process as
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described in the final section below.

The WLPP sets out the principles governing the establishment and assignment of workload for
faculty. This Departmental Workload Policy and Procedures outlines the applicable factors in the
areas of teaching and service that will be considered in defining the normal workload duties in
the department. The Chair may assign workload in a manner that varies from the norm, to
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three components of workload.

The allocation of workload is intended to be fair, reasonable and equitable, and each faculty
member’s workload is intended to fall within departmental norms, standards and ranges. Given
the variety in play in a2 multi-disciplinary Department, consideration should be given to ensuring
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fair and equitable assignments of workload, balancing the need for general parity with program-
specific differences. The Chair and the head(s) of the units_or faculty to which the member is

cross-appointed will consult to assign teaching and service duties to faculty members holding

budgetary and non-budgetary cross-appointments in a manner consistent with their percentage
appointment in each unit or division.

The assignment of workload to Teaching Stream faculty should take into account that these
faculty are expected to engage in pedagogical/professional development, which may take a
variety of forms e.g. discipline-based scholarship in relation to, or relevant to, the field in which
the faculty members teaches — for example, participation at, and contributions to, academic
conferences; teaching-related activity by the faculty member outside of his or her classroom
functions and responsibilities; or professional work that allows the faculty member to maintain a
mastery of his or her subject area in accordance with appropriate divisional guidelines.

Each member will be provided with a written assignment of their workload duties on an annual
basis (by June 30'™), that includes the member’s percentage appointment and details of teaching
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and service. The remainder of a faculty member’s working time is self-directed and may consist
of research, scholarly, creative, pedagogical, and/or professional work consistent with the type of
appointment each faculty member holds. The WLPP (section 7.2) defines scholarship relative to
the teaching stream as “any combination of discipline-based scholarship in relation to or relevant
to the field in which the faculty member teaches, the scholarship of teaching and learning, and
creative/professional activities.”

Reference documents
UofT Workload Policy and Procedures (WLPP):

https://www.aapm.utoronto.ca/academic-administrative-procedures-manual/workload/

Teaching workload

Tenure-stream faculty members.

The normal annual teaching load for full-time tenure-stream members of the department with a
graduate appointment is 2.0 “full course equivalents” or FCEs. Normally the teaching load for
tenure-stream faculty will be distributed as 1.5 FCEs in undergraduate courses and 0.5 FCE in a
graduate course.

Teaching-stream faculty members:
The normal annual teaching load for full-time teaching-stream members of the department is 3.0
undergraduate FCEs.

Contractually Limited Term Appointment and Part-time Appointments:

The normal annual teaching load for full-time faculty members with a Contractually Limited
Term Appointment (CLTA) is 2.0 FCEs for non-tenure-stream, and 3.0 FCEs for teaching-
stream, at the undergraduate level, in keeping with policy in the WLPP that “the teaching load of
a CLTA faculty member shall be no more than that of a comparably situated member in the same
continuing track” (section 9.0). Part-time faculty members holding the same rank as faculty
members with a CLTA will be assigned teaching duties in a manner consistent with their
percentage appointment.

Teaching reductions.
Newly appointed pre-tenure or pre-continuing status faculty members are normally granted a 0.5

FCE reduction in their first year to alleviate the burden of transitioning to UTSC and the
Department. Following a successful Interim Review, the faculty member in tenure stream is
entitled to request an adjustment to their workload assignment for one academic term to allow
them to focus on preparing for their tenure consideration and to address any advice from the
review of their initial appointment. Normally, this term will not include assigned teaching or
service but the term may include assigned teaching, with the candidate’s agreement, in order to
address advice from their review. Following a successful Probationary Review, the faculty
member in teaching stream will be offered an academic term to focus on preparing for
Continuing Status Review and to address any advice from the Probationary Review. Normally,
this term will not include assigned teaching above half of the normal teaching assignments or
service but, with the candidate’s agreement, the term may include more than half of the normal
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teaching assignments or some assigned service, in order to reflect feedback from the
Probationary Review.

Faculty members receiving a course reduction cannot teach on overload in the same year.

Team-taught courses:

Team-taught courses are those in which there is equal and full participation from more than one
faculty member in the design and execution of the class, with each faculty member seeing
relatively equal classroom time and contact hours with students. Team-taught courses should
normally”count as a course for each of the participating faculty members, subject to budgetary
approval,
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The Chair will determine service assignments in consultation with the Associate Chairs. The
Chair will request that faculty members do service in the department, and the service will be
agreed upon in a collegial fashion. Consideration will be given to balancing service on
committees deemed to have light, moderate and heavy time commitments, and in general, faculty
at the Assistant Professor, Tenure- and Teaching-Stream ranks can expect to have lighter service
duties before their tenure or continuing status review. Every effort will be made for membership
on departmental committees to represent the department fairly and equitably across programs,
ranks, and streams.

Because service assignments must be made annually, the department or graduate unit cannot
formally assign duties over longer time frames. To support continuity in service work, however,
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faculty will be asked to express their choices over a two-year period. Preferences expressed for
the second year are understood as intentions only and an opportunity to change that preference
will be given the subsequent year. It is also understood that outside of the annual process of
selecting service assignments, additional service duties arise during the year, notably serving on
search committees and promotional reviews. When faculty commit to such extra duties at other
times of the year, their workload letter for that year will be revised to reflect the change.

Each year the Chair of the Department will invite expressions of interest for serving as Associate
Chairs and Program Directors. These roles must formally be agreed upon each year, although in
principle faculty will be encouraged to consider serving for two consecutive years in these
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complex roles. The Chair will invite expressions of interest in these roles annually and welcome
discussion about the nature of the role and the nature of the interest in serving. The Department
regards it as collegial and healthy to see the individuals serving in these roles to rotate with some
regularity, enabling a diversity of ideas and fair and equitable sharing of responsibility and
leadership.
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From: Sherri Helwig <sherri.helwig@utoronto.ca>

Sent: November 14, 2023 8:22 AM

To: Thy Phu <thy.phu@utoronto.ca>; MaryElizabeth Luka <maryelizabeth.luka@utoronto.ca>
Cc: Yi Gu <yi.gu@utoronto.ca>; Alexander Irving <alexander.irving@utoronto.ca>

Subject: Re: Workload committee meeting tomorrow - agenda

Dear Workload Committee colleagues,

| had the opportunity to more fully review the document with tracked changes that was shared
with us during the meeting last week. While the process outlined in the WLPP was not followed,
| can live with most of what | see in the document. However, there are two changes | would ask
that the committee make:

1. There was one addition made by Thy that | would ask to be stricken: the words "subject
to budgetary approval" in the section on team-taught courses. The Chair already has the
right to consider the budget when assigning courses, and if the budget does not allow for
team-taught courses to be weighed the way the department had decided in its
deliberations to weigh them, then the Chair can choose not to assign those courses. In
order to fulfil the purpose of a Unit Workload Policy (which among other things, is to
ensure transparency), it needs to be clear and predictable what counts as what within
our workload - the weight of items listed in the policy absolutely should not depend on
shifts in the budget. It should not count one way one year and a different way the
following year under the same policy wording.

2. There was one change that the department had agreed to but does not seem to be
reflected in the document (even within the tracked changes). It relates to the equity the
committee created in the section on "Teaching Reductions" between the streams that is
now absent - we had agreed to use the wording from the Tenure Stream section:

Normally, this term will not include assigned teaching or service but the term may include
assigned teaching, with the candidate’s agreement, in order to address advice from their review.

in the Teaching Stream section as well, instead of what is there now:

Normally, this term will not include assigned teaching above half of the
normal teaching assignments or service but, with the candidate’s
agreement, the term may include more than half of the normal teaching
assignments or some assigned service, in order to reflect feedback from
the Probationary Review.

3. Thy, may | ask you to please connect with the Dean's Office to determine what
happened to that proposed wording: if the Dean's Office is unwilling to accept the
change that the prior Unit Workload Committee had proposed, we need to receive
written reasons.

Please let me know as soon as possible if this can be done prior to finalizing and sharing the
document with the rest of the faculty. If not, | will write out my objections, as you suggested,
Thy, to be shared with department colleagues.

Best,
Sherri



Professor Sherri Helwig (she/her)

Associate Professor, Teaching Stream

Arts Management Specialist / Arts and Media Management Major programs
Department of Arts, Culture and Media (ACM)

Vice-President, Grievances
University of Toronto Faculty Association (UTFA)

President, Canadian Association of Arts Administration Educators (CAAAE)

UNIVERSITY OF TORONTO SCARBOROUGH (UTSC)
Office AA 329

1265 Military Trail, Toronto, Ontario M1C 1A4

Tel (416) 287-7160

sherri.helwig@utoronto.ca

UNIVERSITY OF lINSIPngll_TIGSIVE ‘
TORONTO EXCELLENCE

SCARBOROUGH
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From: Thy Phu <thy.phu@utoronto.ca>

Sent: November 14, 2023 9:30 AM

To: Sherri Helwig <sherri.helwig@utoronto.ca>; MaryElizabeth Luka <maryelizabeth.luka@utoronto.ca>
Cc: Yi Gu <yi.gu@utoronto.ca>; Alexander Irving <alexander.irving@utoronto.ca>

Subject: Re: Workload committee meeting tomorrow - agenda

Dear Sherri,
| appreciate the time you took to prepare this careful and detailed feedback.

| included "subject to budgetary approval" to make transparent what goes into a
decision about requests, as colleagues sometimes are not aware that the budget needs
to be taken into consideration and may be under the impression that the Chair's
decision is made arbitrarily.

| can confirm that the feedback from the Dean's office was that the language was to
make the policy consistent with language from the

AAPM: https://www.aapm.utoronto.ca/academic-administrative-procedures-
manual/reviews/probationary-review-teaching-stream/#after

This language indicates: "Following a successful Probationary Review, the faculty member will
be offered an academic term to focus on preparing for Continuing Status Review and to
address any advice from the Probationary Review. Normally, this term will not include
assigned teaching above half of the normal teaching assignments or service but, with the
candidate’s agreement, the term may include more than half of the normal teaching
assignments or some assigned service, in order to reflect feedback from the Probationary
Review."

Sherri, please confirm whether you are ready to move forward or whether you wish to outline your
objections to be shared with the department.

Best,
Thy
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From: Sherri Helwig <sherri.helwig@utoronto.ca>

Sent: November 14, 2023 1:12 PM

To: Thy Phu <thy.phu@utoronto.ca>; MaryElizabeth Luka <maryelizabeth.luka@utoronto.ca>
Cc: Yi Gu <yi.gu@utoronto.ca>; Alexander Irving <alexander.irving@utoronto.ca>

Subject: Re: Workload committee meeting tomorrow - agenda

Dear Thy,
Thank you for your responses.

Regarding the "budgetary approval": | understand your reasoning, however, that is not the effect
of the adding of the wording - instead, the effect is the that weighting could change depending
on the budget, and that would not be appropriate in a Unit Workload Policy. | might suggest that
we could add "budgetary constraints" earlier in the document to capture your stated intent: for
example

Course assignments will take into consideration the preferences of faculty members and
the budget, while prioritizing the progression of undergraduate majors in their programs
and a timely path to graduation.

and/or we might rewrite the team-teaching section specifically to include wording that says that
the Chair reserves the right to decline the assignment of team-taught courses for budgetary
reasons.

Might either or both of those changes work?

As for the teaching release equity situation: I'm afraid this is a problem - the policy (and the
AAPM) can absolutely be seen as "floors" that the Unit Workload Policy can go above. Indeed,
because the AAPM says "normally," it is my understanding that Unit Workload Policies
absolutely can outline unit-level exceptions to that "normally" wording, which is what we
proposed.

It is important for ACM to insist that we receive all of the Dean's decisions and reasons for those
decisions in writing directly from the Dean's Office (as per WLPP 2.14). Please let me know if
you will make that request, Thy, as would be normal practice, or if you would prefer that | do.

If you are still bringing this forward to the faculty on Thursday, | would ask that this item be a
timed item on the agenda, pleasem and | will find a way to break away from bargaining to attend
that section of the meeting only, to listen and discuss this item directly.

Thank you,

Sherri
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From: Thy Phu <thy.phu@utoronto.ca>

Date: Tuesday, November 14, 2023 at 2:27 PM

To: William Gough <william.gough@utoronto.ca>, Jessica Fields <jessica.fields@utoronto.ca>, Fefe
Wong <fefe.wong@utoronto.ca>

Subject: Workload Policy query

Dear Bill, Jessica, hi Fefe,

| am writing on behalf of the ACM workload committee to seek clarity regarding the feedback on our
workload policy. One of our committee members asks why the original wording regarding release for
teaching stream faculty followed probationary review was changed using language from the AAPM.

They also ask why the Chair changed wording to reflect the decision-making process as outlined in
policy.

Can you please clarify this feedback with respect to aligning ACM's workload policy with existing
university-wide policy so | may share it with the committee and the department as a whole?

We intend to discuss the document and vote on whether to approve it this Thursday, November 16.

Many thanks,
Thy

)k %k

1-1:15pm

Betsy
e Intro + Land acknowledgment
e Vote on minutes of the last meeting (pass)
e Updates on research opportunities through RCPP (internal grant, teaching release, cash-
contributions)

1:15-1:20pm

Thy

Updates

Hiring freeze — new announcement from Dean’s office — further details pending
Department Plan progress

TEAM Certificate

Faculty Sharepoint — website update

1:20-1:40pm
e New workload policy
e Context

e Current version (approved 2017) and proposed new version (initiated 2021), updated November
2023 - pending final decanal approval

e Sherry — comments

e Discussion



1:40-1:50pm
Questions and discussion

1:50pm —1:55pm
Next steps

1:55-2pm
Break

2pm-2:30pm
Betsy — introduces iRise team to discuss research institutes

2:30pm
Betsy — close the meeting
Get OQutlook for iOS
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From: Jessica Fields <jessica.fields@utoronto.ca>

Sent: November 15, 2023 4:27 PM

To: Thy Phu <thy.phu@utoronto.ca>; William Gough <william.gough@utoronto.ca>; Fefe Wong
<fefe.wong@utoronto.ca>

Subject: Re: Workload Policy query

Thanks for the question. On both accounts, we are using the agreed upon language in the PPAA,
as negotiated with UTFA.

Thanks again,

Jessica

Jessica Fields (she/her)

Vice-Dean, Faculty Affairs, Equity, and Success
Professor, Health and Society

University of Toronto Scarborough

Professor, Sociology (cross-appointed)
University of Toronto

YEAR OF MENTORSHIP | 2023/24

Learn more about the Year of Mentorship at U of T Scarborough here.

Respectfully acknowledging that the land on which the University of Toronto operates is the
traditional territories of the Huron-Wendat, the Seneca and the Mississaugas of the Credit.
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From: Thy Phu <thy.phu@utoronto.ca>

Sent: November 15, 2023 4:44 PM

To: MaryElizabeth Luka <maryelizabeth.luka@utoronto.ca>

Cc: Yi Gu <yi.gu@utoronto.ca>; Alexander Irving <alexander.irving@utoronto.ca>; Sherri Helwig
<sherri.helwig@utoronto.ca>

Subject: Workload Policy - response from the Dean's office and updated schedule for tomorrow

Hi everyone,

Below, | have forwarded the rationale provided by the Dean's office for the language
used in the department's new workload policy. To clarify, they are referencing the PPAA
and not the AAPM -- however, the AAPM does use the same language.

Sherri, ME will text you about patch in -- at around 1:20pm. | am assuming that you
would like to be there for the full discussion and appreciate you making the time to do
so. If you are only able to come for part of the discussion, let us know so we can adjust
accordingly.

At the very end of the message | have also pasted the detailed schedule of the meeting.
Betsy will do her best to keep us on time. See you soon.

All best,
Thy
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Workload Policy and Procedures
Department of Arts, Culture and Media
University of Toronto Scarborough

Revised June 2021

[Preamble

This document outlines standards and procedures for the allocation of workload in the
Department of Arts, Culture and Media under the terms of the University of Toronto Workload
Policy and Procedures for Faculty and Librarians (WLPP) V?evised 25 February 2021 ]L A
faculty member’s workload is composed of three main components: fteaching, research
(including creative and professional work) and service. Workload in the areas of teaching and

departmental service is assigned by the Chair in consultative fashion as described in the final
section below. .

The WLPP sets out the principles governing the establishment and assignment of workload for
faculty. This Departmental Workload Policy and Procedures outlines the applicable factors in the
areas of teaching and service that will be considered in defining the normal workload duties in
the department. Annual variances from this norm can be agreed upon by the Chair and a faculty
member to recognize the different demands that unit members experience from year to year in
balancing the domains of workload.

The allocation of workload is intended to be fair, reasonable and equitable, and each faculty
member’s workload is intended to fall within departmental norms, standards and ranges. Given
the variety in play in such a multi-disciplinary Department, due consideration should be given to
ensuring fair and equitable assignments of workload, balancing the need for general parity with
program-specific differences. Faculty members holding budgetary and non-budgetary cross-
appointments shall be assigned teaching and service duties in a manner consistent with their
percentage appointment in each unit, following annual consultation between the faculty member,
the Chair and the head(s) of the units to which the member is cross-appointed.

[The assignment of workload to Teaching Stream faculty should take into account that these
faculty are responsible for pedagogical/professional development, which may take a variety of
forms e.g. discipline-based scholarship in relation to, or relevant to, the field in which the faculty
members teaches; participation at, and contributions to, academic conferences; teaching-related
activity by the faculty member outside of his or her classroom functions and responsibilities; or
professional work that allows the faculty member to maintain a mastery of his or her subject area
in accordance with appropriate divisional guidelines. |

Each member will be provided with a written assignment of their workload duties on an annual
basis that includes details of teaching and service. The remainder of a faculty member’s working
time is self-directed and may consist of research, scholarly, creative, pedagogical, and/or
professional work consistent with the type of appointment each faculty member holds. The
WLPP (section 7.2) defines scholarship relative to the teaching stream as “any combination of
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discipline-based scholarship in relation to or relevant to the field in which the faculty member
teaches, the scholarship of teaching and learning, and creative/professional activities.”

Reference documents

UofT Workload Policy and Procedures (WLPP): https://faculty.utoronto.ca/wp-
content/uploads/sites/305/2021/02/workload-policy-and-procedures-2020.pdf

Teaching workload

Tenure-stream faculty members:

The normal annual teaching load for full-time tenure-stream members of the department with a
graduate appointment is 2.0 “full course equivalents” or FCEs. In most years and for most
faculty members in this stream, the teaching load will be distributed as 1.5 FCEs in
undergraduate courses and 0.5 FCE in a graduate course.

Teaching-stream faculty members:
The normal annual teaching load for full-time teaching-stream members of the department is 3.0
FCEs.

Other faculty members:
The normal annual teaching load for full-time faculty members with a Contractually Limited
g y y
Term Appointment (CLTA) is 2.0 FCES for tenure-stream, and 3.0 FCEs for teaching-stream, at

the undergraduate level, in keeping with policy in the WLPP that “the teaching load of a CLTA
faculty member shall be no more than that of a comparably situated member in the same
continuing track” (section 9.0). Part-time faculty members holding the same rank as faculty
members with a CLTA will be assigned teaching duties in a manner consistent with their
percentage appointment.

Teaching reductions:

Pre-tenure or pre-probationary review faculty members in the tenure- and teaching-streams are
entitled to an adjustment to their workload for one academic term, in accordance with the WLPP.
This adjustment allows them time to prepare for their tenure or continuing status reviews and to
address any advice from the review. [Normally this term will not include assigned teaching or
service for faculty in either stream, but, with the agreement of the faculty member, it may

include some teaching and/or service if such is needed to address feedback from the review. [For
Teaching Stream faculty who did not benefit from this adjustment in the past owing to the timing
of their appointment, the Chair will negotiate a one-time-only, one-term workload reduction to
permit time for pedagogical/professional development. \

In certain other circumstances (e.g., because of administrative service, graduate supervision or
the provisions of grants for research, creative or professional practice)) faculty members may be

eligible for a course release. Thus, for example, a reduction of 0.5 FCE has in recent years been
given to Associate Chairs. [As another example, for a number of years, faculty have been given a
0.5 FCE reduction in their first year to alleviate the burden of transitioning to UTSC and the
Department.‘ Note that faculty members receiving a course reduction cannot teach on overload in

the same year.
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Team-taught courses:
\Faculty are welcome to propose a team-taught course to the Chair of the Department. A team-
taught course is one in which there is equal and full participation from more than one faculty
member in the design and execution of the class, with each faculty member seeing relatively
equal and simultaneous classroom time and contact hours with students. Team-taught courses
should count as a course for each of the participating faculty members.

Teaching assignments and supervision

Annual teaching assignments are determined in consultation with individual faculty members,
respective Program Directors, the Departmental Program Manager and ultimately the Chair, with

outcomes that are consistent with the normal expectations of an annual teaching commitment.

Unusual teaching obligations may result in individual workload adjustments as determined by
the Chair. Consideration will be given to the range (i.e., introductory through upper-level
courses) and formats of courses (e.g., high-enrolment lectures, practical courses, seminars)
within the context of the faculty member’s academic program in order to balance the mix of
courses from year to year.

[In addition to teaching courses, faculty members may choose to participate in undergraduate or
graduate supervision. This supervision is a different form of contribution to teaching and, in

consultation with the Chair it may necessitate a workload adjustment to teaching. Consideration
will also be given to teaching support for grading and tutorials.]

Service assignments

Service may include departmental, campus, university, University of Toronto Faculty
Association (UTFA), and professional service as evidenced by work on committees, in
administrative positions, and in planning and other initiatives that enhance the research, creative
and professional practice, and teaching mission of the department, our associated graduate units,
and the wider university. The range of opportunities for service is broad and it is expected that all
faculty members will contribute to and make a priority the ongoing development of their UTSC
academic unit(s) and department.

[The Chair will determine service assignments in consultation with the Associate Chairs.|
Consideration will be given to balancing service on committees deemed to have light, moderate
and heavy time commitments, and in general, faculty at the Assistant rank are expected to have
lighter service duties before their tenure or continuing status review. Every effort will be made
for membership on departmental committees to represent the department fairly and equitably
across programs, ranks, and streams.

[Service assignments must be determined and communicated on an annual basis. After being
supplied by the Chair’s office with reasonable detail about the nature, time commitments and
annual goals related to different roles, individual faculty are asked to share their ranked
preferences for service assignments. Faculty will be invited to meet with the Chair to discuss
workload assignment as desired. The Chair then consults the Associate Chairs on the assignment
of service roles. An effort is made to satisfy all faculty preferences though this may not be
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possible in every case. Faculty dissatisfied with their annual service assignment will be welcome
to appeal it to the Chair’s office. In such cases the Chair will consult with the Associate Chairs
and adjust where possible. \

[Because service assignments must be made annually, the department or graduate unit cannot
formally assign duties over longer time frames. To support continuity in service work, however,
faculty will be asked to express their choices over a two-year period. Preferences expressed for
the second year are understood as intentions only and an opportunity to change that preference
will be given the subsequent year. [t is also understood that outside of the annual process of

selecting service assignments, additional service duties arise during the year, notably serving on
search committees and promotional reviews. When faculty commit to such extra duties at other
times of the year, their workload letter for that year will be revised to reflect the change.

[Each year the Chair of the Department will invite expressions of interest for serving as Associate
Chairs and Program Directors. These roles must formally be agreed upon each year, although in

principle it serves the department well for faculty to consider serving for two consecutive years
in these complex roles. The Chair will invite expressions of interest in these roles annually and
welcome discussion about the nature of the role and the nature of the interest in serving. The
Department regards it as collegial and healthy to see the individuals serving in these roles to
rotate with some regularity, enabling a diversity of ideas and fair and equitable sharing of
responsibility and leadership.

[Commented [BF241]: This is all being newly spelled }
out.

Commented [BF25]: Faculty desired some recourse to
formally express dissatisfaction; the commitment here is
that the Chair takes the assignment back to the ACM
Executive for discussion.

Commented [BF26]: The two-year provision reflects a
desire for greater continuity in service work.

arising throughout the year, but there are always
surprises and external requests.

Commented [BF27]: We try to anticipate service ‘

Commented [BF28]: This is a new commitment, and
happened for the first time this past spring.

recognizing the value of rotating roles to share work and
invite different ideas.

Commented [BF29]: This is also a new statement, ‘




TAB 11



Reminder: Faculty meeting- agenda, RSVP, minutes

Lisa Veronese <lisa.veronese@utoronto.ca>
Fri 2023-11-10 1:35 PM

[l_]J 3 attachments (106 KB)

ACMWorkload--231106ToDepartmentNov2023.docx; Workload Policy for ACM_FINAL 2017 (1).pdf; ACM Faculty
Meeting Minutes.docx;

Dear colleagues,

This is a gentle reminder of the upcoming faculty meeting on Thursday Nov. 16 at 1pm. The
agenda is as follows:

Agenda

Location: IC318 in person
Zoom link is here. Passcode: 583900
Time: 1-3pm

*Lunch will be served for in-person attendees — if you haven't already, please RSVP by 2p on
Monday, Nov. 13 so that we can be sure to order enough for everyone. (If you have any special
dietary needs, please do let me know.)

1-1:50pm

¢ News and update
e Faculty SharePoint - website update
¢ New workload policy. Review, discussion, and vote on the revised workload policy.
e Department Plan
1:50-2pm

e Break
2-2:30pm

* iRise Research presentation. Presentation of the 3 institutes that are part of the
new initiative by the OVPRI. We will have the chance to talk with two of the directors:
Charlie Trick (Institute for Inclusive Health and Wellbeing) and Sergio Montero (Institute for
Inclusive Economies & Sustainable Livelihoods).
2:30-3pm
Questions and coffee.

Attachments:

1. Minutes from Oct. 27 meeting
2. Workload Policy 2017 (current)
3. Workload Policy November 2023 (most recent - pending final decanal approval following
department vote)
Warmly,
Lisa Veronese (she/her)
Assistant to the Chair
Department of Arts, Culture and Media



University of Toronto Scarborough

Office Hours:
Monday, Wednesday, Thursday 9:30-2 (remote)
Tuesday, Friday 9:30-2 (campus, AA334)

UNIVERSITY OF IleerglLTl%lVE ‘
TORONTO ‘ EXCELLENCE
SCARBOROUGH I
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Workload Policy and Procedures
Department of Arts, Culture and Media
University of Toronto Scarborough
[Revised November 2023

Preamble

This document outlines standards and procedures for the allocation of workload in the
Department of Arts, Culture and Media under the terms of the University of Toronto Workload
Policy and Procedures for Faculty and Librarians (WLPP) Revised 25 February 2021]. A
tenure-stream faculty member’s workload is composed of three main components: teaching,
research (including creative and professional work) and service. Teaching and related
Administrative Responsibilities; Scholarship, and Service, constitute the principal obligations of
faculty members in the Teaching Stream: scholarship refers to any combination of discipline-
based scholarship in relation to or relevant to the field in which the faculty member teaches, the
scholarship of teaching and learning, and creative/professional activities. Workload in the areas
of teaching and departmental service is assigned by the Chair in a consultative process as
described in the final section below.

The WLPP sets out the principles governing the establishment and assignment of workload for
faculty. This Departmental Workload Policy and Procedures outlines the applicable factors in the
areas of teaching and service that will be considered in defining the normal workload duties in
the department. The Chair may assign workload in a manner that varies from the norm, to
recognize the different demands that unit members experience from year to year in balancing the
three components of workload.

The allocation of workload is intended to be fair, reasonable, and equitable, and each faculty
member’s workload is intended to fall within departmental norms, standards, and ranges. Given
the variety in play in a multi-disciplinary Department, consideration should be given to ensuring
fair and equitable assignments of workload, balancing the need for general parity with program-
specific differences. The Chair and the head(s) of the units or faculty to which the member is
cross-appointed will consult to assign teaching and service duties to faculty members holding
budgetary and non-budgetary cross-appointments in a manner consistent with their percentage
appointment in each unit or division.

The assignment of workload to Teaching Stream faculty should take into account that these
faculty are expected to engage in pedagogical/professional development, which may take a
variety of forms e.g. discipline-based scholarship in relation to, or relevant to, the field in which
the faculty members teaches — for example, participation at, and contributions to, academic
conferences; teaching-related activity by the faculty member outside of his or her classroom
functions and responsibilities; or professional work that allows the faculty member to maintain a
mastery of his or her subject area in accordance with appropriate divisional guidelines.

Each member will be provided with a written assignment of their workload duties on an annual
basis (by June 30'™), that includes the member’s percentage appointment and details of teaching
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and service. The remainder of a faculty member’s working time is self-directed and may consist
of research, scholarly, creative, pedagogical, and/or professional work consistent with the type of
appointment each faculty member holds. The WLPP (section 7.2) defines scholarship relative to
the teaching stream as “any combination of discipline-based scholarship in relation to or relevant
to the field in which the faculty member teaches, the scholarship of teaching and learning, and
creative/professional activities.”

Reference documents
UofT Workload Policy and Procedures (WLPP):

https://www.aapm.utoronto.ca/academic-administrative-procedures-manual/workload/
Teaching workload

Tenure-stream faculty members.

The normal annual teaching load for full-time tenure-stream members of the department with a
graduate appointment is 2.0 “full course equivalents” or FCEs. Normally the teaching load for
tenure-stream faculty will be distributed as 1.5 FCEs in undergraduate courses and 0.5 FCE in a
graduate course.

Teaching-stream faculty members:
The normal annual teaching load for full-time teaching-stream members of the department is 3.0
undergraduate FCEs.

Contractually Limited Term Appointment and Part-time Appointments:

The normal annual teaching load for full-time faculty members with a Contractually Limited
Term Appointment (CLTA) is 2.0 FCEs for non-tenure-stream, and 3.0 FCEs for teaching-
stream, at the undergraduate level, in keeping with policy in the WLPP that “the teaching load of
a CLTA faculty member shall be no more than that of a comparably situated member in the same
continuing track” (section 9.0). Part-time faculty members holding the same rank as faculty
members with a CLTA will be assigned teaching duties in a manner consistent with their
percentage appointment.

Teaching reductions.

Newly appointed pre-tenure or pre-continuing status faculty members are normally granted a 0.5
FCE reduction in their first year to alleviate the burden of transitioning to UTSC and the
Department. Following a successful Interim Review, the faculty member in tenure stream is
entitled to request an adjustment to their workload assignment for one academic term to allow
them to focus on preparing for their tenure consideration and to address any advice from the
review of their initial appointment. Normally, this term will not include assigned teaching or
service, but the term may include assigned teaching, with the candidate’s agreement, in order to
address advice from their review. Following a successful Probationary Review, the faculty
member in teaching stream will be offered an academic term to focus on preparing for
Continuing Status Review and to address any advice from the Probationary Review. Normally,
this term will not include assigned teaching above half of the normal teaching assignments or
service but, with the candidate’s agreement, the term may include more than half of the normal
teaching assignments or some assigned service, in order to reflect feedback from the
Probationary Review.



Faculty members receiving a course reduction cannot teach on overload in the same year.

Team-taught courses:

Team-taught courses are those in which there is equal and full participation from more than one
faculty member in the design and execution of the class, with each faculty member seeing
relatively equal classroom time and contact hours with students. Team-taught courses should
normally count as a course for each of the participating faculty members, subject to budgetary
approval.

Teaching assignments and supervision

The Chair will assign teaching in consultation with individual faculty members, relevant
Program Directors, the Departmental Program Manager, Graduate Chairs, with outcomes that are
consistent with the normal expectations of an annual teaching commitment. Course assignments
will take into consideration the preferences of faculty members, while prioritizing the
progression of undergraduate majors in their programs and a timely path to graduation.

To balance the mix of courses from year to year, faculty members are expected to teach courses
that vary in range (i.e., introductory through upper-level courses) and formats (i.e., high-
enrolment lectures, practical courses, seminars) within the context of the faculty member’s
academic program.

The Chair may make individual workload adjustments in consideration of unusual teaching
obligations.

Service assignments

Service may include departmental, campus, university, University of Toronto Faculty
Association (UTFA), and professional service as evidenced by work on committees, in
administrative positions, and in planning and other initiatives that enhance the research, creative
and professional practice, and teaching mission of the department, our associated graduate units,
and the wider university. The Chair will determine service assignments in consultation with the
Associate Chairs. The Chair will request that faculty members do service in the department, and
the service will be agreed upon in a collegial fashion. Consideration will be given to balancing
service on committees deemed to have light, moderate and heavy time commitments, and in
general, faculty at the Assistant Professor, Tenure-Stream and Teaching-Stream ranks can expect
to have lighter service duties before their tenure or continuing status review. Every effort will be
made for membership on departmental committees to represent the department fairly and
equitably across programs, ranks, and streams.

Because service assignments must be made annually, the department or graduate unit cannot
formally assign duties over longer time frames. To support continuity in service work, however,
faculty will be asked to express their choices over a two-year period. Preferences expressed for
the second year are understood as intentions only and an opportunity to change that preference
will be given the subsequent year. It is also understood that outside of the annual process of
selecting service assignments, additional service duties arise during the year, notably serving on



search committees and promotional reviews. When faculty commit to such extra duties at other
times of the year, their workload letter for that year will be revised to reflect the change.

Each year the Chair of the Department will invite expressions of interest for serving as Associate
Chairs and Program Directors. These roles must formally be agreed upon each year, although in
principle faculty will be encouraged to consider serving for two consecutive years in these
complex roles. The Chair will invite expressions of interest in these roles annually and welcome
discussion about the nature of the role and the nature of the interest in serving. The Department
regards it as collegial and healthy to see the individuals serving in these roles to rotate with some
regularity, enabling a diversity of ideas and fair and equitable sharing of responsibility and
leadership.
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Workload Policy and Procedures
Department of Arts, Culture and Media
University of Toronto Scarborough
Version 2.0, February 3, 2017

Preamble

This document outlines standards and procedures for the allocation of workload in the
Department of Arts, Culture and Media under the terms of the University of Toronto Workload
Policy and Procedures for Faculty and Librarians (WLPP)[Revisions Oct. 3, 2015]. A faculty
member’s workload is composed of three main components: teaching, research (including
creative professional work) and service. Workload in the areas of teaching and departmental
service is assigned by the Chair, as described below.

The WLPP sets out the principles governing the establishment and assignment of workload for
faculty, and the Department’s Workload Policy outlines the applicable factors in the areas of
teaching and service that will be considered in defining the normal workload duties in the
department. Annual variances from this norm can be agreed upon by the Chair and a faculty
member to recognize the different demands that unit members experience from year to year in
balancing the domains of workload. The allocation of workload is intended to be fair, reasonable
and equitable, and each faculty member’s workload is intended to fall within departmental
norms, standards and ranges. Faculty members holding budgetary cross-appointments shall be
assigned teaching and service duties in a manner consistent with their percentage appointment in
each unit, following annual consultation between the faculty member, the Chair and the head(s)
of the units to which the member is cross-appointed. Faculty members with graduate
appointments shall be assigned teaching and service duties in consultation between the faculty
member, the Chair and the head of the appropriate graduate unit.

Each member will be provided with a written assignment of his/her workload duties on an annual
basis, which includes details of teaching and service. The remainder of a faculty member’s
working time is self-directed and may consist of research, scholarly, creative, pedagogical, or
professional work consistent with the type of appointment each faculty member holds. The
WLPP (section 7.2) defines scholarship relative to the teaching stream as “any combination of
discipline-based scholarship in relation to or relevant to the field in which the faculty member
teaches, the scholarship of teaching and learning, and creative/professional activities.”

Reference documents
UofT Workload Policy and Procedures (WLPP)
http://www.provost.utoronto.ca/Assets/Provost+Digital+Assets/Uof TWLPP_OCT2015.pdf

Teaching workload

Tenure-stream faculty members:

The normal annual teaching load for full-time tenure-stream members of the department with a
graduate appointment is 2.0 FCEs. In most years and for most faculty members in this stream,
the teaching load will be distributed as 1.5 FCEs in undergraduate courses and 0.5 FCE in a
graduate course. This distribution may change in order to accommodate the practices and needs



of specific graduate units. Graduate supervisions and participation in the activities of their
graduate department may qualify for a reduced teaching load if these duties are particularly
heavy.

Teaching-stream faculty members:

The normal annual teaching load for teaching-stream members of the department is 3.0 FCEs.
Graduate supervisions and participation in the activities of their graduate department may qualify
for a reduced teaching load if these duties are particularly heavy.

Other faculty members:

The normal annual teaching load for full-time faculty members with a Contractually Limited
Term Appointment (CLTA) is 2.5 FCEs at the undergraduate level, reflecting the fact that
they do not normally teach graduate courses nor engage in graduate student supervision or
graduate examinations. Part-time faculty members holding the same rank as faculty members
with a CLTA will be assigned teaching duties in a manner consistent with their percentage
appointment.

The normal annual teaching load for full-time CLTA, Teaching Stream faculty members is 3.5
FCEs at the undergraduate level. This teaching load will be reduced if the appointment includes
significant engagement in a graduate department. The normal annual teaching load for part-time
faculty members holding the rank of Lecturer or Senior Lecturer is pro-rated against the
standards for CLTA Teaching Stream faculty.

Teaching reductions:

In order to allow them to focus on preparing for their tenure consideration and to address any
advice from the review of their initial appointment, following a successful interim review and
renewal of the initial contract, pre-tenure faculty members are entitled to an adjustment to their
workload for one academic term, in accordance with the WLPP and the MOA. Normally this
term will not include assigned teaching or service; but the term may include assigned teaching,
with the candidate’s agreement, in order to address advice from their review. The precise timing
of the workload adjustment is agreed in consultation with the Chair and the appropriate Program
Director.

Similarly, upon successful completion of the probationary review and receipt of an additional
two-year contract, faculty in the teaching stream at the rank of Assistant Professor, Teaching
Stream, will be offered an academic term to focus on preparing for continuing status review and
to address any advice from the interim review. Normally this term will not include assigned
teaching above half of the normal teaching assignments, or service, but with the candidate’s
agreement the term may include more than half of the normal teaching assignment or some
assigned service, in order to address advice from the interim review. The workload adjustment
will be in accordance with the WLLP and MOA.

In certain other circumstances (e.g., because of administrative service, graduate supervision or
the provisions of research grants) faculty members may be eligible for course release. Thus, for
example, a reduction of 0.5 FCE has been recently assigned to Associate Chairs and to those
Program Directors who are given unique or additional duties.



Faculty members receiving a course reduction cannot teach on overload in the same year.

Team-taught courses:
Substantial participation in team-taught undergraduate courses is pro-rated according to the
number of faculty members teaching the course.

Teaching assignment

The Chair, in consultation with the Associate Chair responsible for undergraduate curriculum
and teaching and the appropriate Program Director, will make assignments consistent with the
normal expectations of an annual teaching commitment. Teaching Stream faculty will be given
reasonable time for pedagogical/professional development, which may take a variety of forms
e.g. discipline-based scholarship in relation to, or relevant to, the field in which the faculty
members teaches; participation at, and contributions to, academic conferences where sessions
on pedagogical research and technique are prominent; teaching-related activity by the faculty
member outside of his or her classroom functions and responsibilities; professional work that
allows the faculty member to maintain a mastery of his or her subject area in accordance with
appropriate divisional guidelines. This will be taken into consideration in determining their
workload as set out in paragraph 30, x, b of the PPAA. Consideration will be given to the range
(i.e., introductory through upper-level courses) and formats of courses (e.g., high-enrolment
lectures, practical courses, seminars) within the context of the faculty member’s academic
program in order to balance the mix of courses from year to year. Consideration will also be
given to teaching support for grading and tutorials.

In addition to annual classroom teaching (as outlined above), faculty members are expected to
participate in supervisory activities (e.g., directed reading courses and independent studies at the
undergraduate level, and graduate supervision) related to their undergraduate and graduate
programs (where applicable). Such activities are a valuable component of a faculty member's
teaching duties.

Service

Service may include departmental, campus, university, UTFA and professional service as
evidenced by work on committees, in administrative positions, and in planning and other
initiatives that enhance the scholarly, creative professional or teaching mission of the
department, the graduate department and university. While the range of opportunities for service
is broad and inclusive, it is expected that all faculty members will contribute to and make a
priority the ongoing development of their UTSC academic program(s) and department, broadly
understood to include everything from matters of curriculum to student life and recruitment. In
some years the department may designate certain matters for particular emphasis, for example,
recruitment.

The Chair, after consultation with the Associate Chairs, will request faculty members to do
service work in the department and this will be agreed upon in a collegial fashion. Consideration
will be given to balancing service on committees deemed to have light, moderate and heavy time
commitments. Every effort will be made for membership on departmental committees to
represent the programs fairly. Faculty members will not normally be assigned to committees with
heavy service loads until they are tenured or are promoted to Associate Professor, Teaching
Stream.
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From: Thy Phu thy.phu@utoronto.ca &
Subject: Canceled: Workload committee meeting
Date: January 8, 2024 at 2:11 PM

To: Sherri Helwig sherri.helwig@utoronto.ca, MaryElizabeth Luka maryelizabeth.luka@utoronto.ca, Alexander Irving
alexander.irving@utoronto.ca
Cc: Sherri Helwig helwig@utfa.org

This meeting will be re-scheduled pending resolution of the grievance. In the meantime, please note that upper administration is
responsible for the delay in ratifying the new workload policy. New meeting dates will be scheduled in due course.

INSPIRING
UNIVERSITY OF INCLUSIVE ‘
TORONTO EXCELLENCE

SCARBOROUGH

Mail
Attachment.ics
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From:
Subject:
Date:
To:

Cc:

Rosanne King rosanne.king@utoronto.ca

Re-scheduling workload committee meeting

January 8, 2024 at 2:25 PM

MaryElizabeth Luka maryelizabeth.luka@utoronto.ca, Alexander Irving alexander.irving@utoronto.ca, Sherri Helwig

sherri.helwig@utoronto.ca
Thy Phu thy.phu@utoronto.ca

Dear Workload Committee members,

| am writing to cancel the hold on the virtual workload committee meeting that was

scheduled for January 9" at 11:10am-noon.New dates for our first and second
meetings this semester will be scheduled as soon as the grievance is resolved and
the committee can continue its important, ongoing work.

All best,
Rosanne, on behalf of Thy

Rosanne King
Assistant to the Chair
Department of Arts, Culture and Media

UNIVERSITY OF TORONTO SCARBOROUGH
Arts and Administration Building, Room AA 324
1265 Military Trail, Toronto, Ontario M1C 1A4
Tel 416-208-5118

www.utsc.utoronto.ca
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UT/A

UNIVERSITY OF TORONTO
77 Bloor Street West, Suite 1800 T 416 978-3351 F 416 978-7061
fa cu lty ASSOCIATION Toronto, ON M5S IM2 E faculty@utfa.org/ www.utfa.org

July 26, 2024

WITHOUT PREJUDICE

Professor Trevor Young
Vice-President and Provost, University of Toronto

Professor Heather Boon
Vice-Provost, Faculty and Academic Life, University of Toronto

Dear Professors Young and Boon,

Re: Association Grievance — Failure to Provide Unit Workload Documents with Complete
and Sufficient Data

Article(s) / Policies / Procedure(s) Violated

1.

Given that the matter of the insufficiency of data provided in relation to the September 6,
2023 arbitration award by Eli Gedalof was not resolved at the last Joint Committee
meeting held July 10, 2024, the University of Toronto Faculty Association (“UTFA” or
“the Association”) hereby formalizes the Association Grievance that was deemed to have
been filed pursuant to the Association Grievance section of Article 7 of the Memorandum

of Agreement (“MoA”).

Specifically, UTFA grieves that the University of Toronto Administration (“the
Administration”) has violated Articles 1 and 8 of the MoA, section 3.3 of the Workload
Policy and Procedures for Faculty and Librarians (“WLPP”), and any other Article of the
MOoA, section of the WLPP, other relevant policies, and statutes deemed applicable by the
Grievance Review Panel (“GRP”) or other Arbitrator. These violations include, inter alia,
that the Administration failed to provide UTFA, by June 30, 2024, and thereafter, with
Unit Workload Documents for every Unit that set out:

a.  The assigned teaching and assigned service workload for each member in the Unit;

b.  For each course that a member teaches, the assigned teaching credit, the mode of
delivery, the class size, and the level and/or hours of TA support, and any other
factor which the Unit Workload Committee determines is a reasonable factor for
comparison; and

c.  For each member any teaching release and the reason for it.
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Remedies Sought

4. On behalf of its members, UTFA seeks the following remedies:

a. A declaration that the Administration has violated Articles 1 and 8 of the MoA,
section 3.3 of the WLPP, and any other Article of the MoA, section of the WLPP, or
any other policy or statute deemed applicable by the GRP or other Arbitrator;

b.  Anorder that the Administration provide UTFA, within 30 days of its award, and
thereafter, with Unit Workload Documents for each Unit that fully comply with the
requirements and criteria of section 3.3 of the WLPP;

c.  Anorder of damages payable to UFTA for multiple breaches of the MoA and WLPP
by multiple Units; and

d.  Any other remedy that the GRP or other Arbitrator seized of this matter may deem
appropriate and award.

Reservation of Rights

5.  UTFA reserves the right to amend the Grievance, including the remedy or remedies
requested, and to add further particulars.

Timelines

6.  UTFA requests a written response to this Grievance by August 7, 2024 (i.e. within seven
(7) working days), in keeping with the Association Grievance timelines in Article 7 of the
MoA.

7. If no written response to this Association Grievance is provided by this date, UTFA
intends to refer the matter to the GRP no later than August 28, 2024 (within fifteen (15)
working days of non-receipt), in accordance with the Step No. 4 provisions in Article 7 of
the MoA.

Sincerely,

Sherri Helwig
Vice-President, Grievances

cc. Kate Enros, Executive Director, Academic Life & Faculty Relations
Melanie Wright, Associate Director, Academic HR Services
Terezia Zori¢, President, UTFA
Nellie De Lorenzi, Executive Director, UTFA
Crystal Doyle, Legal Assistant, UTFA
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UT/A

UNIVERSITY OF TORONTO
77 Bloor Street West, Suite 1800 T 416 978-3351 F 416 978-7061
fa cu lty ASSOCIATION Toronto, ON M5S IM2 E faculty@utfa.org/ www.utfa.org

November 7, 2024

WITHOUT PREJUDICE

Professor Trevor Young
Vice-President and Provost, University of Toronto

Professor Heather Boon
Vice-Provost, Faculty and Academic Life, University of Toronto

Dear Professors Young and Boon,

Re: Association Grievance — Failure to Provide Written Reasons for the Rejection of Unit
Workload Policies

Article(s) / Policies / Procedure(s) Violated

1.

The University of Toronto Faculty Association (“UTFA” or “the Association”) hereby
grieves that the University of Toronto Administration (“the Administration”) has violated
Article 8 (Workloads and Working Conditions) of the Memorandum of Agreement
(“MoA”), section 2.18 of the Workload Policy and Procedures for Faculty and Librarians
(“WLPP”), and any other Article of the MoA, section of the WLPP, other relevant policies,
and statutes deemed applicable by the Grievance Review Panel (“GRP”) or other
Arbitrator.

Specifically, UTFA grieves that the Administration has repeatedly breached section 2.18
of the WLPP by failing to provide to the Association copies of rejected Unit Workload
Policies, and the written reasons for rejecting those policies, for units on all three
campuses of the University of Toronto. To the best of the Association’s current
knowledge, as of November 7, 2024, the Administration has failed to provide this
information for the following academic units:

a.  Department of Arts, Culture and Media (ACM), University of Toronto Scarborough
(UTSC)

b.  Department of Curriculum, Teaching, and Learning (CTL), OISE

c.  Department of Historical Studies, University of Toronto Mississauga (UTM)

d.  Department of Language Studies, University of Toronto Mississauga (UTM)

e. Institute of Communication, Culture, Information and Technology (ICCIT),
University of Toronto Mississauga (UTM)

f. Institute for the Study of University Pedagogy (ISUP), University of Toronto

Mississauga (UTM)
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Remedies Sought

4.  UTFA seeks the following remedies:

a. A declaration that the Administration has repeatedly violated Article 8 of the MoA,
section 2.18 of the WLPP, and any other Article of the MoA or any other policy or
statute deemed applicable by the GRP or other Arbitrator;

b.  An order that, within 14 days of its award, the Administration provide UTFA with a
copy of any and all rejected Unit Workload Policies, and the written reasons for the

rejections, that the Administration has failed to share in accordance with WLPP 2.18;

c.  An order that the Administration comply with section 2.18 of the WLPP going forward;
and

d.  Any other remedy that the GRP or other Arbitrator seized of this matter may deem
appropriate and award.

Reservation of Rights

5. UTFA reserves the right to amend the Association grievance, including the remedy or
remedies requested, and to add further particulars.

Process

6.  In light of the fact that the Administration’s failure to provide written reasons for the
rejection of several Unit Workload Policies was already discussed at the Joint Committee
meeting on October 17, 2024, the Association is willing to waive the requirement that a
Joint Committee meeting be held within 12 working days of this notice, and will accept the
Administration’s response to the Association grievance on or before December 6, 2024
(i.e. within 21 working days, aligned with the Step 3 response timeline in the MoA).

7. If the Administration is not agreeable to this revised process, a meeting of the Joint
Committee to discuss the grievance must be held within 12 working days (on or before
November 25, 2024), per the requirements under the MoA, and the written response will be
due within seven (7) working days from the date of that meeting, in keeping with the
Association Grievance section in Article 7 of the MoA.

Sincerely,
Sherri Helwig
Vice-President, Grievances

cc. Kate Enros, Executive Director, Academic Life & Faculty Relations
Melanie Wright, Associate Director, Academic HR Services
Terezia Zori¢, President, UTFA
Nellie De Lorenzi, Executive Director, UTFA
Crystal Doyle, Legal Assistant, UTFA
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375 University Ave Suite 801

Toronto ON M5G 235
RAVENLAW & 416.673.5680
& 613.567.2921

OTTAWA ¢ KINGSTON ¢ WINNIPEG ¢« TORONTO info@ravenlaw.com

JULIA WILLIAMS

Tel | 613.567.2930

Fax | 613.567.2921
jwilliams@ravenlaw.com

November 7, 2024

WITHOUT PREJUDICE

Professor Antionette Handley
Acting Dean, Faculty of Arts and Science
University of Toronto

Dear Professor Handley,

Re: STEP 2 - INDIVIDUAL GRIEVANCE (PROFESSOR SARAH MAYES-TANG)
Violations of MoA Articles 8 & 9, WLPP, and Unit-Level Workload Policy

I am writing on behalf of the University of Toronto Faculty Association ("UTFA” or “the
Association”) and its member, Sarah Mayes-Tang (“the Member”).

Individual Grievance

UTFA and the Member grieve the University Administration’s (“the Administration’s”)
violation of Article 8 (Workload and Working Conditions) and 9 (No Discrimination) of the
Memorandum of Agreement (*MoA”), section 3 of the WLPP, the Member’s Unit-Level
Workload Policy, and any other Article of the MoA, relevant policies, and statutes deemed
applicable by the Grievance Review Panel (*GRP”) or a sole arbitrator, by failing to assign
workload to Professor Mayes-Tang in accordance with the provisions of the WLPP, the
Unit-Level Workload Policy, and other factors relevant to Professor Mayes-Tang.
Specifically, but not limited to the following:

e assigning a course load to the Member in an absence of adequate course
administrative staff support for the course load, leading to an unfair, unreasonable,
and inequitable distribution of workload;

¢ allocating course administration work that is outside the scope of activities and
expectations of a member of the unit (i.e. teaching, research, and service);

¢ allocating course administration work that has exacerbated the Member’s chronic
health issue; and
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e allocating course administration work to the Member that is associated with
gendered stereotypes.

Remedies Sought

UTFA and the member seek the following remedies:

1. a declaration that the Administration has violated Articles 8 (Workload and
Working Conditions) and 9 (No Discrimination) of the MoA, section 3 of the
WLPP, and any other Article of the MoA, policy, or statute deemed applicable by
the GRP or a sole arbitrator;

2. an order that the Member receive an overload stipend or additional course
release as compensation for inappropriate and excessive workload;

3. an order that the Member receive damages for injury to dignity;
4. that the Member be made whole; and

5. any other remedy that a GRP or sole arbitrator seized of this grievance may
award.

UTFA reserves the right to amend the Grievance, including the remedy or remedies
requested, and to add further particulars.

PROCESS

In accordance with section 7 of the MoA, a written response to this grievance must be
provided by the Administration on or before November 28, 2024.

Although not required by the MoA, if you wish to discuss this grievance prior to issuing a
written response, we will make ourselves available prior to November 28, 2024, with the
expectation that the Administration will adhere to the November 28, 2024 deadline for
providing a written decision.

Sincerely,

%Wéﬂm

Julia Williams
Counsel for UTFA

On behalf of:

Sarah Mayes-Tang, PhD

RAVENLAW.COM p



CC

Sherri Helwig, Vice-President Grievances, UTFA
Sarah Mayes-Tang, UTFA Member
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UT/A

UNIVERSITY OF TORONTO
77 Bloor Street West, Suite 1800 T 416 978-3351 F 416 978-7061
fa cu lty ASSOCIATION Toronto, ON M5S IM2 E faculty@utfa.org/ www.utfa.org

January 9, 2025

WITHOUT PREJUDICE

Professor Trevor Young
Vice-President and Provost, University of Toronto

Professor Heather Boon
Vice-Provost, Faculty and Academic Life, University of Toronto

Dear Professors Young and Boon,

Re: Association Grievance — Failure to Provide Written Reasons for the Rejection of a Unit
Workload Policy (Department of Sociology, UTM)

Article(s) / Policies / Procedure(s) Violated

1.

The University of Toronto Faculty Association (“UTFA” or “the Association”) hereby
grieves that the University of Toronto Administration (“the Administration”) has violated
Article 8 (Workloads and Working Conditions) of the Memorandum of Agreement
(“MoA”), section 2.18 of the Workload Policy and Procedures for Faculty and Librarians
(“WLPP”), and any other Article of the MoA, section of the WLPP, other relevant policies,
and statutes deemed applicable by the Grievance Review Panel (“GRP”) or other
Arbitrator.

Specifically, UTFA grieves that the Administration breached section 2.18 of the WLPP by
failing to provide the Association with a copy of the rejected Unit Workload Policy for the
Department of Sociology at the University of Toronto Mississauga (“UTM”) and the
written reasons for rejecting it. UTFA is aware that a revised Unit Workload Policy was
approved subsequently, but the rejected policy and the written reasons that led to revisions
were not provided to the Association as required, preventing a review by the Association
and improperly constraining the Association’s ability to advise its members at the time of
rejection.

Remedies Sought

3.

UTFA seeks the following remedies:
a. A declaration that the Administration has violated Article 8 of the MoA, section 2.18

of the WLPP, and any other Article of the MoA or any other policy or statute
deemed applicable by the GRP or other Arbitrator;
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b.  An order that, within 14 days of its award, the Administration provide UTFA with a
copy of the rejected Unit Workload Policy and the written reasons for the rejection
that the Administration failed to share in accordance with WLPP 2.18;

c.  An order that the Administration comply with section 2.18 of the WLPP going forward;
and

d.  Any other remedy that the GRP or other Arbitrator seized of this matter may deem
appropriate and award.

Reservation of Rights

4. UTFA reserves the right to amend the Association grievance, including the remedy or
remedies requested, and to add further particulars.

Process

5. This grievance has been added to the agenda for the January 14, 2025 Joint Committee
meeting. If the grievance is not resolved at that time, the Administration’s written response
will be due January 23, 2025 (i.e., within seven (7) working days of that meeting), in keeping
with the Association Grievance section in Article 7 of the MoA.

Sincerely,
Sherri Helwig
Vice-President, Grievances

cc. Kate Enros, Executive Director, Academic Life & Faculty Relations
Melanie Wright, Associate Director, Academic HR Services
Terezia Zori¢, President, UTFA
Nellie De Lorenzi, Executive Director, UTFA
Crystal Doyle, Legal Assistant, UTFA
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UT /A

UNIVERSITY OF TORONTO 720 Spadina Avenue, Suite 419 T 416 978-3351 F 416 978-7061
fﬂt‘l!lty ASSOCIATION Toronto, ON M55 279 E faculty@utfa.org / www.utfa.org

December 08, 2023

WITHOUT PREJUDICE

Professor Cheryl Regehr
Vice-President and Provost

Professor Randy Boyagoda
Acting Vice-Provost, Faculty and Academic Life

Dear Professors Regehr and Boyagoda,

Re: Association Grievance Regarding Violations of the Workload Policy and Procedures
for Faculty and Librarians

1.

Further to our letter dated September 20, 2023, and pursuant to Article 7 of the
Memorandum of Agreement (“MoA”), the University of Toronto Faculty Association
(“UTFA” or “the Association”) hereby files notice of an Association grievance regarding
the Administration’s failure to abide by the Workload Policy and Procedures For Faculty
and Librarians (“WLPP”).

Specifically, UTFA grieves that the Administration has violated the WLPP, the Workload
section of the Academic Administrative Procedures Manual (“AAPM”), and Article 8 of
the MoA. These violations are of both a procedural and substantive nature.

With respect to procedural violations these include, inter alia, missing Unit Workload
Policies (Articles 2.1, 2.14, 2.16 and 2.18 WLPP), missed or unclear deadlines for Unit
Workload Policies (Articles 2.14, 2.16, 2.18 WLPP), failure to provide policies and written
assignments of workload (Article 2.14, 2.16, 2.18 WLPP), failure to create a Tri-Campus
Joint Committee (Article 11 WLPP), failure to abide by collegial governance requirements
(Article 1.2 and 2.11 WLPP), and failure to respect the composition requirements of the
Unit Workload Policy Committees (Article 2.2 WLPP).

In addition to these procedural violations, there are also substantive violations of the
WLPP. These include the inequitable distribution of teaching and service workloads within
units, contrary to Articles 1.9, 3.1, 4.2, and 5.2, inter alia, of the WLPP.

As well, Unit Workload Policies fail to foster, embody, or protect the core principles of the

WLPP as reflected in Article 1.0 and are inconsistent with or fail to take into consideration
Articles 4.2 and 5.3 regarding the factors to be considered when determining normal
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teaching and service workloads, resulting in excessive, unreasonable and/or inequitable
workloads. There is also a failure to articulate a clear distribution of effort between the
three principal components of workload in Unit Workload Policies, inconsistent with
Avrticle 4.0 of the WLPP. These problems are particularly pernicious for Teaching Stream
faculty given the lack of an implicit industry norm, but also affect Tenure Stream faculty
when the implicit norm of 40/40/20 (40% teaching, 40% research, and 20% service) — or
an alternative balance between the three components of workload — is not made explicit in
the Unit Workload Policy. (There is existing distribution of effort language in the Librarian
Workload Policy.)

These violations of the WLPP, AAPM, and MoA, and others, are discussed in further
detail below.

Background

Workload at the University of Toronto is governed by the WLPP. Article 8 of the MoA
also addresses “Workload and Working Conditions.” In addition, the Workload section of
the AAPM reiterates what is set out in the WLPP. All three documents confirm the central
principle governing workload at the University of Toronto, namely that workload
distributions should be fair, reasonable, and equitable (see, for example, Article 1 of the
WLPP, s. 2.4 related to Workload in the AAPM, and Article 8 of the MoA).

When the WLPP was implemented in 2011, introducing at the same time the requirement
for local Unit Workload Policies, UTFA’s goal was to protect members from excessive,
unreasonable, and/or inequitable workloads. The WLPP was further amended pursuant to
the 2020 Kaplan interest arbitration award, which ordered that where an individual’s
workload assignment materially differs from the unit’s workload norms, the variation and
reasons for it should be identified and communicated to the member. More recently,
pursuant to the 2023 Gedalof interest arbitration award, a new annual workload Article
(3.3) was added. This new provision requires each unit to provide to all members of the
unit annually a document setting out the assigned teaching and service workload, the
assigned teaching credit, mode of delivery, class size, TA support, and other relevant
factors for each course taught, and any teaching release and the reason for it.

The WLPP provides important procedural and substantive protections to members
regarding their workload assignment. These include, but are not limited to, the following:

a.  Governing principles, such as:

i a “fair, reasonable, and equitable distribution of workload;”

Ii.  a‘“transparent process of workload allocation within a unit;”

lii.  criteria for workload allocation “developed in accordance with collegial
governance;” and

iv. assignment of individual workload that will be “based on the principle that
comparable work will be weighed in the same manner” (1.2).
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Establishment of Unit Workload Policy Committees to create and maintain Unit
Workload Policies that are “consistent with the terms of this WLPP and the... MOA”
(2.1 emphasis added);

Requirement that Unit Workload Policies “be accessible and communicated annually
to all members in the unit” and that they be “consistent with Article 8 and the
WLPP” (2.10);

Unit Workload Policies are to “be developed and revised collegially at the unit level”
and the members of the unit shall have the opportunity to provide input in writing or
orally on the contents of the proposed policy (2.11);

Unit Workload Policies shall be reviewed at least every three years by the unit and
that all updated policies be provided to the Association by March 15 and to cognate
units upon request (2.16), and that Unit Workload Policies will be provided to the
Association upon approval (2.14) and that rejected workload policies will be
provided to the Association, with reasons for the rejections (2.18);

Each member will be provided with a written assignment of their workload duties on
an annual basis (2.17);

Individual workload should be assigned in consultation with the member and in
“accordance with the provisions of the WLPP, the Unit Workload Policy, and other
factors relevant to the individual” (3.1);

The teaching component of normal workload will be determined by considering
applicable individual factors (4.2), including:

I. Class size;

ii.  The expected total number of students in all of a member’s courses;

iii.  Course coordination and program direction;

iv.  The mix of course levels (introductory, upper year, graduate, etc.);

v.  The nature of the course (e.g., team-taught, inclusion of writing intensive or
critical skills components, first-year seminars, foundation courses, etc.);

vi.  Mode of delivery;

vii.  Contact hours, including in-class and outside of formal scheduled class time;

viii. Advising duties or equivalent;

ix.  Tutorial, lab, or studio direction or equivalent;

X.  Supervision of teaching assistants or equivalent;

xi.  Level and/or hours of teaching assistant support;

xii.  Level and/or hours of technical and/or pedagogical support for online teaching;

xiii. Marking/grading responsibilities or their equivalent;

xiv. Course preparation, including but not limited to extraordinary course
preparation such as new courses, “short notice”, preparation of courses
delivered by alternate modes, and for courses which are cancelled,

Xv.  Supervision of senior essays or their equivalent;

xvi. Directed reading courses and independent studies courses or their equivalent;

xvii. Graduate supervision, including but not limited to supervision of dissertations,
theses or equivalent, and including membership on graduate supervision
committees in capacities other than primary supervision.
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10.

11.

12.

13.

I. The service component of normal workload will be determined by considering
applicable individual factors (5.3), including:

I. Participation on University governance committees, task-forces, advisory
groups, or other related activities including participation on committees created
by the Office of the President, the Office of the Provost, and/or by Governing
Council;

ii.  Participation on Faculty, School, College, Library, or Departmental Councils
and their subcommittees;

iii.  Participation in UTFA and its committees;

iv.  Participation in joint UTFA/Administration committees and activities;

v.  Holding of academic administrative positions;

vi.  Holding of librarian administrative positions;

vii.  Participation in unit level academic and administrative committees;

viii. Service to organizations outside the University which is of an administrative
nature, relevant to the University mission and not part of a member’s research
and scholarly contributions, including serving on review committees for
awards, grants, and scholarships;

iIX.  University-related development activities; and

X.  Participation in activities designed to support teaching and learning.

J. Additional provisions governing Teaching Stream faculty (7.0), Librarians (8.0) and

Contractually Limited Term Appointed (CLTA) faculty (9.1).

k.  Establishment of a Tri-Campus Joint Committee to ensure there are no workload
discrepancies between the same departmental/disciplinary areas across the three
campuses (11).

Despite the protections found in the WLPP, MoA, and AAPM, UTFA faculty and
librarians have reported both procedural and substantive violations of the WLPP. UTFA
has, in turn, repeatedly shared these concerns with the Administration in an attempt to
resolve these concerns prior to filing this grievance.

At a high level, the violations of the WLPP include that some UTFA members have been
required to take on increasingly heavy teaching, administrative, and service workloads that
are inequitably distributed within units and disproportionately borne by equity-seeking
groups, contrary to Articles 1.0, 3.1, 4.2, and 5.3, inter alia, of the WLPP.

Troublingly, there are also repeated procedural violations of the WLPP, including missing
Unit Workload Policies, missed deadlines, lack of clarity regarding review-by dates, lack
of access to policies and written assignments of workload, failure to establish a Tri-
Campus Joint Committee to discuss workload and workload discrepancies at UTM and
UTSC, and repeated failures to respect collegial governance.

These violations of the WLPP, and others, are discussed in further detail below.
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14.

15.

16.

17.

18.

19.

Discussion of Violations of the WLPP
i) Procedural Violations
a.  Missing Unit Workload Policies (Article 2.1, 2.14, 2.16 and 2.18 WLPP)

As set out above, Article 2.0 of the WLPP governs Unit Workload Policies. Article 2.1
specifically requires units to “create and maintain” Unit Workload Policies that are
“consistent with the terms of this WLPP and the...MOA” (emphasis added). Furthermore,
the WLPP includes proactive obligations on the Administration to provide copies of
approved policies, updated policies, and rejected policies along with the written reasons for
their rejection to the Association (2.14, 2.16, and 2.18). This requirement is reiterated in ss.
3.1 of the Workload section of the AAPM, which also provides that “[a]ll academic units
must have a policy.”

UTFA is aware of a number of units that are missing workload policies and they appear to
never have been created, contrary to Article 2.1. These include, inter alia, policies for the:

a.  Centre for Indigenous Studies
b.  Department of Health & Society
c.  Canadian Institute for Theoretical Astrophysics

While the Administration has provided updates regarding some of these policies (i.e., the
policies for the Centre for Indigenous Studies and the Department of Health & Society are
apparently in progress, although no timeline has been given), the failure of units to create
and maintain policies and to provide copies of the same to the Association is a direct
violation of Article 2.0 of the WLPP.

As well, in a document entitled “Notes on Workload Policies” provided to UTFA on May
30, 2023, the Administration included “graduate units” in a list of units that “do not have
workload policies.” However, the WLPP does not exempt graduate units from creating
Unit Workload Policies, and while some graduate units have not developed policies, others
have (including the Ontario Institute for Studies in Education [“OISE”], for example).

Furthermore, UTFA submits that any unit (or constituent part of a unit) holding one or
more primary budgetary appointment(s) should have a Unit Workload Policy. However,
there are units (or parts of units) that hold primary budgetary appointments but do not
appear to have a policy (e.g., the Transitional Year Program [“TYP”]). These are also in
violation of Article 2.0 of the WLPP.

b.  Missed or Unclear Deadlines for Unit Workload Policies (Article 2.14,
2.16, 2.18 WLPP)

As set out above, Article 2.16 of the WLPP provides that Unit Workload Policies shall be

reviewed at least every three years by the unit and that all updated policies be provided to
the Association by March 15 and to cognate units upon request. As well, Unit Workload
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Policies must be provided to the Association upon approval and rejected workload policies
must also be provided to the Association, along with written reasons for the rejections,
upon rejection (2.18).

These timelines are regularly and repeatedly being violated by the Administration. Of the
119 policies that UTFA received and reviewed prior to its September 20, 2023 letter, more
than 2/3 appeared to be overdue for review as required by article 2.16, and almost 2/3 of
those were significantly overdue (by more than three years). These procedural violations in
turn have serious, direct, and substantive effects on UTFA members’ workloads, and
hamper UTFA’s ability to enforce the WLPP and support its members who come to the
Association with workload-related concerns.

As well, many of the policies have inaccurate or unclear “review-by” dates on them,
thereby frustrating UTFA’s ability to ensure that the timelines in the WLPP are being
respected. The following are but a few examples:

a. Many of the Unit Workload Policies that were revised (or created) in 2015, such as
the Department of Psychology, have been assigned a review-by date of July 1, 2019,
which does not correspond to the date of the policy.

b.  Some of the Unit Workload Policies include dates indicating when they were
reviewed or revised (e.g., the Faculty of Music, the Factor-Inwentash Faculty of
Social Work, the Robert Gillespie Academic Skills Centre), and yet the review-by
date does not align with the last revision date.

c.  Some of the Unit Workload Policies do not include any date (e.g., Department of
Political Science, the University of Toronto Libraries), and thus there is no way to
verify the review-by dates for them.

UTFA submits that these policies are also in violation of the requirement in Article 2.16 to
ensure that Unit Workload Policies are reviewed at least every three years.

c.  Failure to Provide Policies and Written Assignments of Workload (Article
2.14,2.16, 2.18 WLPP)

Article 2.16 of the WLPP also requires that updated Unit Workload Policies are to be
provided to the Association by March 15 every year. Article 2.14 further provides that Unit
Workload Policies must be provided to the Association upon approval and Article 2.18
provides that any rejected workload policies are also be provided to the Association, along
with reasons for the rejections, upon rejection. In addition, Article 2.17 also requires that
each member be provided with a written assignment of their workload duties on an annual
basis and that all written assignments for each unit will be made readily available for
review by all members of the unit and UTFA.

These procedural requirements in Articles 2.14 to 2.18 for the provision of Unit Workload
Policies to the association and individual assignments of duties, are however, not being
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respected by the Administration. UTFA and its members are being denied ready access to
the policies and workload assignments of colleagues in their units, thereby frustrating
efforts to ensure compliance with the WLPP.

For example, contrary to the WLPP, some Unit Workload Policies are still not readily
available to our members. Often, policies are not shared proactively, and members do not
know how to access them via their unit. In other cases, members are unreasonably
restricted from accessing them except through direct request to their Division Head, Chair,
Director, or supervisor.

With respect to Written Assignments of Workload, contrary to Article 2.17, these are not
being made readily accessible to UTFA and its members in the applicable unit. Even
though the Administration created guidelines in 2022 for units to enable the sharing of
these documents with eligible members (PDAD&C memo #37), most units have not done
so (or if they have, they have failed to communicate that access to UTFA’s members).
Problematically, not a single unit at the University has shared these documents with UTFA
as required by the WLPP.

Likewise, in violation of Article 2.18 of the WLPP, the Administration is not forwarding to
UTFA copies of Unit Workload Policies that are rejected or the related written reasons for
the rejection. Examples of this include the 2021 rejection of the Department of Arts,
Culture and Media (“ACM”) policy and the 2022 rejection of the Institute of
Communication, Culture, Information and Technology (“ICCIT”) policy.

Similarly, because UTFA is not informed when a Unit Workload Policy Committee has
completed its collegial process, UTFA cannot ensure that the Dean, Provost, or designate
has responded with approval or rejection within the requisite 15 calendar days; as a result,
some approvals are delayed for unreasonably extended periods.

Thus, the strict timelines for review and approval or rejection built into the WLPP are
being flouted, but there is no way for UTFA to know when approvals or rejections have
been granted as the policies and/or rejected policies are not being provided in a timely
fashion, or at all, as required by the WLPP.

d. Failure to create a Tri-Campus Joint Committee (Article 11 WLPP)

Pursuant to Article 11 of the WLPP, a Tri-Campus Joint Committee is to be established “to
carry out an examination of workload matters for faculty and librarians at UTSC and
UTM,” including discussions to address “workload discrepancies in the same
departmental/disciplinary areas across the three campuses™ and “a provision preventing
faculty from being required to teach on more than one campus of the University on the
same day.”

Despite UTFA’s requests that the Administration agree to a timeline for meetings and

provide a list of Administration representatives for the Tri-Campus Joint Committee, the
Administration has failed to take any meaningful actions to ensure that the Tri-Campus
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33.

34.

35.

36.

Joint Committee is established to discuss workload and workload discrepancies between
St. George, UTM, and UTSC.

e.  Failure to Abide by Collegial Governance Requirements of the WLPP
(Article 1.2 and 2.11 WLPP)

A key governing principle of the WLPP is that the criteria for workload allocation are to be
“developed in accordance with collegial governance” (Article 1.2). As well, pursuant to
Article 2.11, Unit Workload Policies are to “be developed and revised collegially at the
unit level” and members of the unit are to have the opportunity to provide input in writing
or orally on the contents of the proposed policy.

UTFA submits that these requirements in the WLPP are being regularly violated. UTFA is
aware of many reported instances where Unit Workload Policies are not being developed
in accordance with collegial governance.

Examples of this include:

a.  committees that were rushed and restricted to a single one-hour meeting;

b.  committees that were told that the only purpose of the meeting was to extend the
existing policy;

c.  committees that were restricted from discussing some aspects of the policy;

d. committees that were told by the Chair that the Dean would not approve a particular
proposed change and thus the committee was not permitted to include it in the revised
policy (even though the change was fully within the committee’s rights to determine);

e.  committees that were told that they must wait a full three years before beginning the
revision of their policy (despite the wording in the WLPP that states, “Unit Workload
Policies shall be reviewed at least every three years by the unit” (emphasis added);
and

f. committees that were expected or required to submit the revised policy for approval
without providing “the opportunity for members of the unit to contribute reasonably
to their development and review” (WLPP 1.2).

f. Failure to Respect the Composition Requirements of the Unit
Workload Policy Committees (Article 2.2 WLPP)

Article 2.2 of the WLPP also requires that the composition of the Unit Workload Policy
Committees be established through a collegial process that provides a reasonable
opportunity for all members of the unit to have input regarding which members shall serve
on the Committee. This Article goes on to say that an email or other written
communication to unit members should be sent inviting them to put their names forward
for consideration, and that committee membership should be reasonably reflective of the
membership of the Unit.

Contrary to this requirement in the WLPP, the composition of some Unit Workload Policy
Committees is not reflective of the unit’s membership (e.g., with no Teaching Stream
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faculty or no part-time members on it). As well, many were not “established through a
collegial process that provides a reasonable opportunity for all members of the unit to have
input regarding which members shall serve on the Committee” (i.e., many are composed of
members who were directly chosen by the Unit Head without adequate, or any, input from
the rest of the unit about those members).

i)  Substantive Violations: Unit Workload Policies and Inequitable Distribution of
Workload

Along with these procedural violations of the WLPP, UTFA also grieves the failure of the
Administration to ensure that the core principles of the WLPP, as stated in Article 1.0, are
being respected in Unit Workload Policies. This violation of the core principles of the
WLPP has resulted in excessive, unreasonable, and/or inequitable workloads being borne
by some UTFA members, who have been required to take on increasingly heavy teaching,
administrative, and service loads. This inequitable workload distribution is also
disproportionately borne by equity-seeking groups.

Article 1.2 of the WLPP requires that the distribution of workload be fair, reasonable, and
equitable, and that its allocation in a unit be transparent. As well, comparable work is to be
weighed in the same manner.

Article 2.1 provides that Unit Workload Policies must be “consistent with the terms of this
WLPP and the...MOA” (2.1 emphasis added) and Article 3.1 provides that individual
workload assignments must also be in accordance with the provisions of the WLPP. As
well, pursuant to Articles 4.2 and 5.3, several enumerated factors are to be considered
when teaching and service components of workloads are determined.

UTFA submits that, taken together, these provisions require that Unit Workload Policies
must include sufficient detail to ensure fairness, reasonableness, transparency, and an
equitable distribution of workload, and that they reflect in a meaningful way the central
premises of the WLPP.

UTFA submits that many of the Unit Workload Policies are in violation of the WLPP. The
vast majority of Unit Workload Policies currently define workload norms in very general,

broad terms without addressing any of the factors that most significantly impact the weight
of assigned teaching (4.2) and service (5.3) responsibilities. Many Unit Workload Policies
are so vague as to provide no meaningful way of ensuring equitable workload distribution.

For teaching workload, these factors, as set out in Article 4.2, include things like class size,
mode of delivery, contact hours, amount of TA support, and graduate supervision, amongst
other factors. However, many Unit Workload Policies fail to explain how these factors are
to be considered in the unit, resulting in opaque, variable, and inconsistent practices. For
example, while some Unit Workload Policies count each graduate supervision as a portion
of a course, others simply mention graduate supervision as a potential consideration during
the determination of workload without providing any particulars, and other policies are
silent. Similarly, most Unit Workload Policies fail to explain how class size and the
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amount of TA support should be factored into workload determinations: while it may be
self-evident that teaching a course with 300 students would have different workload
implications than teaching a course with 30 students, or that preparing a new course and
having no TA support would have different workload implications than offering the same
course for the fifth year in a row with the assistance of two TAs, most Unit Workload
Policies do not transparently explain how these workload implications should be factored
into the determination of workload assignments.

While these factors in Article 4.2 are required to be considered when they are applicable in
a unit, they are in practice not applied consistently or even considered at all in some Unit
Workload Policies. In units where Unit Workload Policies are silent with respect to these
factors, inequitable workload distribution results and there is no transparency as to how
workload is being distributed. This in turn disproportionately disadvantages members who
hold precarious positions at the University or are otherwise vulnerable and who, because of
their vulnerability, have fewer options when pressure is applied on them to accept
additional administrative work or more demanding teaching duties, for example.

These violations have been further confirmed by survey data of UTFA members from
2006, 2010, 2014, 2020, and 2023, which show a clear pattern of inequitable and high
workloads that affect faculty and librarians across the University, and particularly affect
women and racialized members. The surveys reveal that women consistently express
particular concern about the burden of unreasonable administrative and teaching
responsibilities, and significant dissatisfaction with their ability to balance the teaching,
research, and service activities expected of them. Similar concerns are also
disproportionately expressed by racialized faculty and librarians.

While section 4.0 of the WLPP states that “individual units shall determine the balance
amongst the three principal components of a faculty member’s activities: teaching,
research, and service,” a majority of Unit Workload Policies fail to articulate that balance.
Indeed, the Administration has problematically encouraged units to remove, or to refrain
from adding, quantitative distribution of effort (“DOE”) language from their Unit
Workload Policies. One such example of this encouragement was in a 2015 presentation to
administrators by Jane Harrison and Julian Weinrib entitled, “Revising Your Unit
Workload Policy” in which administrators were told that it is “Best Practice” to “[a]void
quantitative breakdowns of teaching, research, service (e.g. 40/40/20 or 80/20).” UTFA
notes that one of the examples in this presentation, 80/20 (which indicates a balance of
80% teaching and 20% service, presumably for Teaching Stream faculty), does not in any
case properly include the three principal components of faculty workload.

Without the inclusion of a well-defined balance of responsibilities between the three
principal components of workload in Unit Workload Policies, the WLPP’s commitment to
the equitable distribution of workload and to giving comparable weight to comparable
work cannot be enforced.

These violations of the WLPP are particularly problematic for Teaching Stream faculty. In
some units, Teaching Stream faculty are assigned 200-300% or more of the teaching load
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of Tenure Stream faculty in the same unit, often including the largest courses and the
greatest number of new teaching preparations. As a result, and because there is no clear
DOE language in most Unit Workload Policies, Teaching Stream faculty do not have and
have no way to ensure the “reasonable time” for scholarship promised to them in Article
7.2 of the WLPP.

Absent a clear understanding of the expected distribution of effort within a unit,
expectations about teaching, research, and service vary widely. This variation and lack of
clear understanding make it difficult for faculty to gauge when they have met their
obligations in each area or when one area is inappropriately weighted in their workload. As
a matter of fairness and in order to ensure equitable allocation of workload, the distribution
of effort should be communicated to faculty via Unit Workload Policies. (As stated earlier,
librarians already have distribution of effort language in their workload policy.) Given the
financial consequences resulting from PTR assessments and decisions about tenure,
continuing status, continuing appointment, and permanent status, a lack of both clarity and
transparency in UTFA members’ workloads has material and long-lasting consequences.

Remedies
On behalf of its members, UTFA seeks the following remedies:

a. A declaration that the Administration has systematically and repeatedly violated the
WLPP;

b. A declaration that the WLPP and its implementation by the Administration have
failed to foster, embody, or protect each and all of the commitments in WLPP 1.2:

I. A fair, reasonable, and equitable distribution of workload:;

ii.  Atransparent process of workload allocation within a unit, based on decisions
made in accordance with criteria that are known to members within that unit;

iii.  Flexibility in workload allocation that reflects the missions of units and is
consistent with the type of appointment members hold and the diversity of their
research and scholarship and assigned teaching and service responsibilities and
activities;

iv.  Criteria for workload allocation that have been developed in accordance with
collegial governance, including the opportunity for members of the unit to
contribute reasonably to their development and review. In this regard,
workload allocation should respect academic freedom and a reasonable degree
of professional autonomy;

v.  Workload allocation that will comprehensively take into account the full scope
of activities and expectations of a member of a unit, commensurate with the 3
principal components of a faculty and librarian member’s appointment;
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vi.  Workload allocation that reflects approved participation in programs outside
the unit; and

vii.  Assignment of individual workload based on the principle that comparable
work will be weighed in the same manner.

An order that all Unit Workload Policies be reviewed and, if necessary, amended to
bring them in accordance with the WLPP, including articulating distribution of effort
and addressing how factors in Articles 4.2 and 5.3 of WLPP apply in sufficient detail
to meaningfully and transparently ensure equitable workload distribution;

An order for a comprehensive audit of workload at the University of Toronto, paid
for by the Administration, to determine the impact of inequitable workload
distribution and violations of the WLPP on UTFA members, by a neutral person or
firm and with a methodology approved by UTFA;

An order that UTFA members who have experienced inequitable workload
distributions as a result of violations of the WLPP be made whole, including but not
limited to through overload payments;

An order that a Joint Workload Working Group be formed to work with the
assistance of an outside facilitator who is paid for by the Administration but
accountable to both the Administration and the Association equally, to oversee the
review of Unit Workload Policies;

An order that all missing Unit Workload Policies be created and provided to UTFA;

An order that all Unit Workload Policies be brought into compliance with the WLPP,
including but not limited to with respect to their “review-by” dates;

An order that UTFA be provided forthwith with all Unit Workload Policies, as per
the WLPP;

An order that UTFA be provided forthwith with all rejected Unit Workload Policies
and the written reasons for the rejections of the Unit Workload Policies, as per the
WLPP;

An order that all written workload assignments in each unit be provided forthwith or
otherwise made readily available for review by any member of the unit;

An order that all written workload assignments be provided forthwith to the
Association;

An order requiring the Administration to bring all workload practices and procedures
into compliance with the requirements of the WLPP; and

Any other appropriate remedy.
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50. UTFA reserves its right to add to, or amend, these submissions.

51. UTFA’s submissions in this grievance are made without prejudice to its positions in any
other grievance or proceeding.

Sincerely,
-] S . -—
e . _
SN o
[
Sherri Helwig Terezia Zori¢
Vice-President, Grievances President

cc. Kelly Hannah-Moffat, Vice President People Strategy, Equity & Culture
Kate Enros, Executive Director, Academic Life & Faculty Relations
Nellie De Lorenzi, Executive Director, UTFA
Gavin Leeb, General Counsel, UTFA
Ariel Katz, Vice-President, Salary, Benefits, Pensions, and Workload, UTFA
Crystal Doyle, Legal Assistant, UTFA

Page 13 of 13



TAB 12



1600 - 220 Laurier Ave W

Ottawa ON K1P 529
RAVENLAW & 613.567.2901
& 613.567.2921

OTTAWA ¢ KINGSTON ¢ WINNIPEG « TORONTO info@ravenlaw.com

JULIA WILLIAMS
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October 2, 2024

WITHOUT PREJUDICE
BY EMAIL

Professor Trevor Young
Vice-President and Provost, University of Toronto

Professor Heather Boon
Vice-Provost, Faculty and Academic Life, University of Toronto

Dear Professors Young and Boon,
Re: ASSOCIATION GRIEVANCE - ICCIT

Violations of MoA Article 8 and Workload Policy and Procedures for Faculty
and Librarians (WLPP) in the Institute of Communication, Culture,
Information and Technology (ICCIT)

I am writing on behalf of the University of Toronto Faculty Association ("UTFA” or “the
Association”) and hereby grieve at Step 3 that the University Administration (“the
Administration”) has violated Article 8 of the Memorandum of Agreement ("MoA”), sections
1.2, 2.14, and 2.18 of the Workload Policy and Procedures for Faculty and Librarians
(“WLPP"), and any other Article of the MoA, section of the WLPP, relevant policies, and
statutes deemed applicable by the Grievance Review Panel ("GRP”) or a sole arbitrator, by:

e Failing to provide a fair, reasonable, and equitable distribution of workload to
teaching stream professors at ICCIT;

o Failing to allocate teaching workload to teaching stream faculty in ICCIT based on
the principle that comparable work will be weighed in the same manner;

e Failing to provide reasons for rejecting the proposed Unit Workload Policy that was
provided to the Dean’s Office by the Director, Sarah Sharma;
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o Failing to provide the Association with a copy of the reasons for rejecting the
proposed Unit Workload Policy provided to the Dean’s Office by the Director, Sarah
Sharma;

e Rejecting the proposed Unit Workload Policy in bad faith. Bad faith includes, but is
not limited to: (i) delaying meaningful engagement with the Unit Workload proposal
over the course of several years, (ii) raising questions about the financial
sustainability of the proposal almost two years after proposal was first provided to
the Dean’s Office and after responding to numerous requests by the Dean’s Office
for more information related to the proposal, and (iii) failing to substantively
address the equitable claim for a lower workload for teaching stream based on
teaching stream workloads in cognate units.

Remedies Sought

UTFA seeks the following remedies:

1. A declaration that the Administration has violated Article 8 of the MoA, sections
1.2, 2.14 and 2.18 of the WLPP, and any other Article of the MoA, section of the
WLPP, or any other policy or statute deemed applicable by the GRP.

2. An order that the Unit Workload Policy in ICCIT be revised to account for the
equitable claim that teaching stream faculty in ICCIT carry a higher workload
than teaching stream faculty in cognate units.

3. An order that the Administration provide the Unit Workload Committee ("UWC")
and UTFA, within 14 days of its award, its reasons for rejecting the proposed
Unit Workload Policy and allow the UWC to establish a revised Unit Workload
Policy per section 2.14 of the WLPP;

4. Any other remedy that a Grievance Review Panel seized of this matter may
award.

UTFA reserves the right to amend the Grievance, including the remedy or remedies
requested, and to add further particulars.

Process

The Association proposes that the Association grievance be filed immediately at Step No. 3
under Article 7 of the MoA. Otherwise, a meeting of the Joint Committee to discuss the
grievance must beheld on or before October 21, 2024 (per the requirements under the
MoA).

If the Administration is agreeable to this revised process, the Association will accept the

Administration’s response to the grievance on or before Friday, November 1, 2024 (i.e.
after 21 working days).
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Sincerely,

%& Wilszina

Julia Williams
Counsel for UTFA

ccC
Sherri Helwig, Vice-President Grievances, UTFA

Terezia Zoric, President, UTFA
Nellie De Lorenzi, Executive Director, UTFA
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JULIA WILLIAMS
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October 2, 2024
WITHOUT PREJUDICE
BY EMAIL

Professor Trevor Young
Vice-President and Provost, University of Toronto

Professor Heather Boon
Vice-Provost, Faculty and Academic Life, University of Toronto

Dear Professors Young and Boon,

Re: GROUP GRIEVANCE (Referral to STEP 3) & *NEW* ASSOCIATION
GRIEVANCE Re Violations of MoA Article 8 and Workload Policy and
Procedures for Faculty and Librarians (WLPP) in the Institute of
Communication, Culture, Information and Technology (ICCIT)

Referral of Group Grievance to Step 3 and filing of Association Grievance

I am writing on behalf of Michael Nixon, Kate Maddalena, and Steve Szigeti (“the
Grievors”) and the University of Toronto Faculty Association ("UTFA” or “the Association”)
and the hereby refer the above noted Group Grievance to Step 3, having received no
written response to the Group Grievance at Step 2 in accordance Article 7 of the
Memorandum of Agreement (*MoA"). A copy of the original Group Grievance, filed on
September 6, 2024, is enclosed.

At the same time, UTFA the hereby files a parallel Association Grievance concerning the
same violations of the WLPP in ICCIT (also enclosed).

Process

In accordance with Article 7 of the MoA, the deadline for the Administration to provide a
written decision on the Group Grievance at Step 3 is Friday, November 1, 2024.
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If the Administration would like to schedule a meeting to discuss the grievance prior to
providing a written decision, that meeting must be scheduled prior to Friday, November
1, 2024, with the expectation that the Administration will adhere to the Friday,
November 1, 2024, deadline for providing its written decision.

For the sake of expediency, and because of the factual overlap between the grievances,
UTFA recommends that Group Grievance and Association Grievance be combined and
heard together.

RAVENLAW LLP

%Wm

JULIA WILLIAMS

c.c. Sherri Helwig, UTFA Vice-President, Grievances
Terezia Zori¢, UTFA President
Nellie De Lorenzi, UTFA Executive Director
Michael Nixon, UTFA Member, Grievor
Kate Maddalena, UTFA Member, Grievor
Steve Szigeti, UTFA Member, Grievor
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THIS COLLECTIVE AGREEMENT WAS RATIFIED ON
THE 26th DAY OF MARCH 2019

BETWEEN

TORONTO POLICE SERVICES BOARD

hereinafter called “the Board”

OF THE FIRST PART,

-and-

TORONTO POLICE ASSOCIATION

hereinafter called “the Association”

OF THE SECOND PART.

Whereas the parties have mutually agreed to enter into and execute this Collective
Agreement defining, determining and providing for remuneration, benefits, pensions and
working conditions of the members of the Toronto Police Service coming within the Uniform
Branch as set out in Schedule A hereto;

Now, therefore, this Collective Agreement witnesseth that in consideration of the premises
the Board and the Association hereby mutually agree and covenant as follows:



1.01

1.02

1.03

1.04

1.05

1.06

2.01

ARTICLE 1 — SCOPE, RECOGNITION AND DUES

This Collective Agreement shall apply only to those members of the Toronto Police
Service as set out in Schedule A hereto.

Provided at least 50 per cent of the members of the Service belong to the
Association, the Board shall recognize the Association as the sole and exclusive
bargaining agent for all members of the Service save and except the Chief, the
Deputy Chiefs, and senior officers (as defined in s.114 of the Police Services Act)
represented by the Toronto Police Senior Officers’ Organization.

A member shall be obliged to pay the prescribed dues to the Association as a
condition of employment but shall not be obliged to pay any assessments levied by
the Association on any of its members which may be in excess of the prescribed
dues unless he/she becomes a member of the Association.

The Board will deduct from the regular pay of each member of the Association such
dues and assessments as the Association may, from time to time, levy in
accordance with the By-laws of the Association and continue to make such
deductions until this Collective Agreement is terminated or the member ceases to
be a member of the Association, whichever occurs first.

Within a reasonable time after the making of each such deduction, the Board will
pay to the Association the sum so deducted.

The actual costs to the Board, from time to time, during the currency of this Collective

Agreement of carrying out such arrangements shall be paid by the Association to
the said Board upon receipt of accounts therefor from the Board.

ARTICLE 2 - DEFINITIONS

Except where a contrary intention appears,
(a) “Association” means the Toronto Police Association.
(b)  “Board” means the Toronto Police Services Board.

(c) "Chief of Police" means the Chief of Police, from time to time, of the Toronto
Police Service.

(d)  "Member" means a person holding a rank or classification as set out in
Schedule "1" to this Collective Agreement.

(e)  "Service" means the Toronto Police Service.
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(f) "Service with" or "length of service" shall include service with the Toronto
Police Service as well as with the former Municipality of Metropolitan Toronto
Police Force.

Wherever applicable in this Collective Agreement, the singular number shall include
the plural and the masculine gender shall include the feminine.

ARTICLE 3 - MANAGEMENT RIGHTS

(@)  The Association and its members recognize and acknowledge that, subject
to the provisions of the Police Services Act and the Regulations thereto, it is
the exclusive function of the Board to:

(i) maintain order, discipline and efficiency;

(ii) discharge, direct, classify, transfer, promote, demote or suspend, or
otherwise discipline any member;

(iii)  hire.

(b)  Ifa member claims that the Board has exercised any of the functions outlined
in paragraph (a) (ii) in a discriminatory manner or without reasonable cause,
then such a claim may be the subject of a grievance under the provisions of
the grievance procedure outlined in this Collective Agreement or dealt with
under procedures within the exclusive jurisdiction of the Ontario Civilian
Police Commission, as prescribed by the Police Services Act.

(c) The Board agrees that it will not exercise any of the functions set out in this
Article in a manner inconsistent with the provisions of this Collective
Agreement or the Police Services Act and the Regulations thereto.

Nothing in this Collective Agreement shall be construed as imposing any personal

liability upon an individual who, from time to time, is a member of the Board.

ARTICLE 4 — PROBATIONARY PERIOD — SERGEANTS

A member promoted to the rank of sergeant shall serve a probationary period of one
year from the date of such appointment.

ARTICLE 5 - DISCIPLINE

Except for charges, complaints or other actions taken in respect of a member under
the Police Services Act or any other legislation or regulation, a member shall be
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notified of any disciplinary action taken against the member by way of
documentation (currently TPS 930) and has the right to respond thereto in writing
within 10 working days.

If the issuance of a derogatory TPS 930 is being considered and the member is
requested to respond to a Unit Commander or his/her designate, the member shall
have the opportunity to have the Divisional steward or Association representative
present at such a meeting and, where practicable, without cost or loss of service to
the Board. Representatives of the Board and the Association shall arrange for such
meetings with the minimum disruption of police duties by the utilization of available
personnel within the Unit or a full-time Association representative.

A copy of the Personnel Documentation Form TPS 930 will be given to the member
when the documentation is made and in accordance with the provision on the Form,
derogatory reports will be purged after two years, unless further derogatory reports
are received, in which case the report will stay on file until two full years have passed
without further derogatory reports.

ARTICLE 6 - GRIEVANCE PROCEDURE

Any difference concerning the interpretation, application, administration or alleged
violation of the provisions of this Collective Agreement, including any question as to
whether a matter is arbitrable, will be dealt with in the following manner:

STEP 1

An aggrieved member, accompanied and represented by an Association Steward
or Director, may present his/her grievance, in writing, to his/her Unit Commander or
designate and the grievance shall be discussed with a view to reaching a settlement.
The Unit Commander shall render a written decision within five working days of the
discussion. Any settlement of the grievance reached at this Step will be considered
applicable to the case in question only and will not establish a precedent for future
cases.

STEP 2

Failing satisfactory settlement at Step 1, the Association may, within 20 working
days, submit the grievance to the Chief of Police or his/her designate for further
discussion with a view to reaching a settlement. To facilitate settlement, a meeting
shall be held at which the Board may be represented by such persons as the Board
deems necessary and at which the Association may be represented by such
persons as the Association deems necessary. The Chief of Police or his/her
designate shall render a written decision within seven working days of the Step 2
meeting.
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Either party to this Collective Agreement may lodge a grievance in writing with the
other party on any difference between the parties concerning an interpretation,
application or administration of the Collective Agreement, including any question as
to whether a matter is arbitrable and such grievance shall commence at Step 2.

A grievance is to be commenced within 25 working days of the incident which gave
rise to the grievance, unless the grievor, Association or Board is unaware that
grounds exist for a grievance, in which case, the grievance is to be commenced
within 25 working days of the time at which the grievor, Association or Board became
aware that grounds for a grievance existed.

(a) Failing satisfactory settlement at Step 2 of the Grievance Procedure either
party, within 10 working days, may refer the grievance to conciliation pursuant
to the provisions of s. 123 of the Police Services Act.

(b)  Failing satisfactory settlement at conciliation, either party, within 90 calendar
days following the date of the letter from the Solicitor General under s. 123(4)
of the Police Services Act, may refer the grievance to arbitration under s. 124
of the Police Services Act.

For the purposes of this Article, "working days" shall mean Monday to Friday,
exclusive of statutory holidays falling on or designated to be taken on any one of the
days from Monday to Friday, inclusive.

An arbitrator may extend the time for the taking of any step in the grievance
procedure under a Collective Agreement, notwithstanding the expiration of such
time, where the arbitrator is satisfied that there are reasonable grounds for the
extension and that the opposite party will not be substantially prejudiced by the
extension.

ARTICLE 7 - HOURS OF WORK

A regular tour of duty shall consist of eight consecutive hours of work. Where a
member on such regular tour of duty is required by his/her supervisory officer to
terminate his/her tour of duty before the completion of eight hours he/she shall
receive no less than eight hours of pay for such tour.

Each member shall report for duty at least 15 minutes prior to the commencement
of his/her tour of duty, which time shall not be included in computing the duration of
such period.

Each member's normal week shall consist of five tours of duty and two days off which
shall, subject to the requirements of the Service, (which said requirements shall be
subject to question in any grievance procedure) be consecutive.
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Each member shall be assigned a lunch period to commence after the completion
of two and one-half hours of duty and be completed before the completion of six
hours of duty. When the requirements of the Service do not permit the taking of an
assigned lunch period, the member and his/her supervisory officer may agree upon
some other period during the said tour or the member shall be credited with one hour
at straight time.

Where the requirements of the Service only permit a member to take one-half hour
or less for lunch, the member shall be credited with one-half hour at straight time.

A member who is granted permission to be excused from duty in accordance with
the lieu time provisions of the Collective Agreement after having completed four
hours of duty shall have lieu time debited for four hours and shall be credited with
one hour at straight time for the lunch hour not taken.

Subject to the requirements of the Service, in the discretion of the Chief of Police:

(@)  The normal tours of duty will be as follows:

First Tour 12.01 am. - 8:00 a.m.
Second Tour 8:00a.m. - 4:00 p.m.
Third Tour 4:00 p.m. - 12:00 midnight,

provided that the Chief of Police shall continue to have the right to change
the starting time of a tour of duty.

(b) A member assigned to rotating shifts shall regularly rotate from one shift to
another so that an equal amount of time will be spent by a member on each
shift, providing, however, that by mutual agreement between a member and
the Officer in Charge of his/her Unit of command, a member may spend more
time on one shift than any other.

All uniform patrol cars, except those assigned to traffic duties, shall be manned by
two fully trained and armed police officers while on patrol between the hours of 4:00
p.m. one day and 4:00 a.m. the following day or during such other continuous period
of twelve hours per day as shall be designated by the Board to coincide with the
period of peak patrol activity.

Notwithstanding Article 7.08, where an emergent situation occurs during or extends
into the period of peak patrol activity and all other means of manning patrol cars by
on-duty personnel have been exhausted, the Chief of Police or his/her designee in
his/her discretion, may authorize the deployment of the required number of one-
officer patrol cars.
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An "emergent situation" includes disasters (such as hurricane, flood, fire, explosion)
or other major disruptive events (such as utility malfunctions, police tactical
occurrences, multiple fatalities).

Other circumstances may occur which will be foreseen and planned, which may
justify the suspension of Article 7.08. No such suspension will occur, except on the
basis acceptable to representatives of the Association and the Board after a meeting
to review the circumstances of any proposed suspension.

Where the parties agree that public and officer safety will not be compromised, they
may mutually agree to modify or waive the application of the two officer patrol car
requirement in order to improve the capacity of the Service to more flexibly meet
operational demands, including through scheduling changes.

ARTICLE 8 — SALARY, ALLOWANCES AND PAID DUTY

Subject to the exceptions set out below, the salary to be paid to each member shall
be in accordance with the rate of pay for each rank as set forth in Schedule A
annexed hereto and forming part of this Collective Agreement, such salaries being
in accordance with the differentials set out in the said schedule.

(@)  Electronic Pay Advices shall be made available through Employee Self-
Service to all members on pay day.

(b) Compensation shall be paid by means of electronic bank deposits to the
financial institution(s) of the member’s choice provided the institution(s) is a
member of the Canadian Payment Association.

Specialty Pay

(@) A constable who:

(i) has been designated as a criminal investigator as defined by the
Adequacy Regulation to the Police Services Act as of the date hereof,
or a specialist criminal investigator as defined in the Criminal
Investigation Management Plan as of the date hereof and who is
assigned by the Chief of Police to perform duties as a criminal or
specialist investigator on a full-time basis; or

(i) is a Training Constable, or a constable assigned to classroom
instruction duties at the Toronto Police College, a Crime Analyst or a
Field Intelligence Officer, if assigned to those duties on a full-time
basis; or
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(d)

(iii)  is assigned to a position that may be designated from time to time by
the Chief of Police as eligible for specialist pay, providing it is an
investigative function, performed on a full-time basis and requires
accredited training or a special skill set

shall receive a salary of his/her rank plus 6.75 per cent of the salary of a First
Class Constable as set out in Schedule A for the period of time during which
he/she is so assigned and such salary shall be used for computing premium
pay such as overtime and callback.

A member in receipt of salary as provided in (a) above shall receive such
salary when on annual vacation, sick pay, paid holidays or on paid lieu time.
In calculating net pay under Article 17 or for Central Sick Bank under Article
16 and for entitlements under Article 19, such 6.75 per cent payment will be
taken into account. Assignments will not be varied for the purpose of avoiding
obligations under this sub clause.

The Parties realize that on occasion a member who is unable to perform all
of his/her regular police duties because of injury or illness may be assigned
to plainclothes duty and will not be entitled to clothing and plainclothes
expense reimbursement payments.

When a member is assigned to plainclothes duty because of injury or illness,
a Consent Form will be prepared which the member will sign acknowledging
that he/she will not be entitled to plainclothes allowance and clothing expense
reimbursement. The Consent Form will describe the injury or illness and the
estimated time before the member is expected to return to his/her regular
duty.

The Consent Form shall be renewed at least once every 60 work days, unless
the Parties and the member concerned agree on a longer period. Copies of
Consent Forms will be sent to the Association.

The aforementioned procedure will apply to any member assigned to
plainclothes duty for reasons of injury or illness.

Each member to whom a dog is assigned and who has continuous off duty
responsibilities for the care and maintenance of the dog in his/her custody in
accordance with the requirements of the Board shall receive an allowance of $75.00
per month. A member assigned such responsibilities for less than a month shall
receive a pro rata amount in respect of such lesser period.

A constable who is assigned to coach a recruit during the first 10 weeks of the
recruit’s initial field assignment shall receive, in addition to his/her regular salary, 4
per cent of the constable’s salary during the time when the constable is coaching
the recruit.
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The rate to be paid to each member for special services requested of the Service
for control of crowds or for any other reason, shall be determined by the Association
and the Board shall be advised by the Association of the said rate when determined
or of any change therein.

PRU Patrol Allowance

In recognition of the nature of the Priority Response Units’ duties in urban policing
within the City of Toronto, any member (constable, sergeant or staff sergeant) with
more than five years of service with the Board and who is assigned to the PRU
(District/Divisional Priority Response Units, Priority Response Group and Traffic
Services Uniform platoons, excluding Training Constables) shall receive
commencing on September 1, 2019 an allowance of 3% of their basic salary paid
on all hours worked in active service in the PRU.

For clarity, the PRU allowance applies to annual vacation, sick pay, paid holidays
and paid lieu time. However, the allowance is not provided to members assigned to
the CISU or where a member has not been performing PRU duties continuously for
more than 30 calendar days. No member shall be simultaneously eligible for the
PRU Patrol Allowance and Specialty Pay as defined in Articles 8.03 and 8.04.

ARTICLE 9 — PREMIUM PAY PROVISIONS

When a member is required to be on duty one-quarter hour or more in excess of
such member's daily tour of duty, such member shall receive lieu time as provided
in Article 9.03, or pay calculated at the rate of one and one-half times the member's
rate of pay for time worked in excess of such daily tour.

(a) For the purpose of this article, "callback” is defined as the callback of a
member after he/she has reported off duty and before his/her next following
tour of duty, and shall include the attendance of a member:

(1 (@) at courts during his/her off duty hours including lieu time hours,
or

(ii) on an overtime assignment separated by time off from his/her
regular tour.

Such member shall be granted lieu time, as provided in Article 9.03,
or pay calculated at the rate of one and one-half times the member's
rate of pay for all hours of duty in such callback with a minimum of 3
hours’ pay or time off in lieu thereof at the time and one-half rate for
each such callback.

2 () at courts during his/her regularly scheduled days off, or
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(i) performing duty on regularly scheduled days off.

Such member shall be granted lieu time, as provided in Article 9.03,
or pay calculated at the rate of one and one-half times the member's
rate of pay for all hours of duty in such callback with a minimum of 4
hours’ pay or time off in lieu thereof at the time and one-half rate for
each such callback.

An appearance under subpoena at a Workplace Safety and Insurance
Board (WSIB) hearing, Criminal Injury Compensation Board hearing,
Public Inquiries Act hearing and Coroner's Inquest, or at an
administrative tribunal hearing where the testimony he/she is required
to give relates to the performance by the member of his/her duties as
a police officer shall be deemed to be an appearance in court.

For purposes of this article, an administrative tribunal hearing does not
include arbitration under this collective agreement, the Police Services
Act, or any hearing under Part V of the Police Services Act.

There is no intent in this article to alter the compensation practices of
officers attending disciplinary hearings or public complaint hearings.

With the consent of the Chief of Police and by the mutual consent of the
member and his/her Unit Commander, a member may be excused from duty
on the first tour of duty when he/she has been required to make two or more
appearances in Court immediately preceding the first tour of duty.

A member who is required to attend court during his/her vacation shall
be granted two days off for each day or part thereof spent in Court.
This Article shall apply only if the member’'s Unit Commander has
approved, in advance, the member’s attendance at court.

If such appearance is outside of the City of Toronto, this article will
only apply if the member has notified his/her Unit Commander as soon
as possible after being made aware of such required court attendance.

In addition, when the member must travel to court from a place other
than his/her normal place of residence on a day other than the day of
court attendance, he/she shall be granted equivalent time off to a
maximum of eight hours for each day spent travelling. The member
shall be reimbursed for any reasonable travelling expenses, except
where the trip is made to or from the normal place of residence.

The provision of this article shall not apply where a member schedules
his/her vacation or by agreement with his/her Unit Commander
amends his/her vacation period after the member is aware that he/she
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will or may be required to attend court during such period. Such court
appearance will be deemed to be an appearance at court during
his/her regular days off. However, if in scheduling the initial vacation
a member cannot select a one week period during which he/she has
no court appearance during the months of June, July or August,
provided the member has enough seniority to so select, the provisions
of this article will still apply.

(i) In the event that a scheduled court appearance is cancelled after 2300
hours of the day preceding the scheduled court appearance, the officer
shall be entitled to one-half of the callback allowance that would
otherwise be payable.

(i) A member who is not notified of the cancellation of his/her scheduled
court appearance and who attends at his/her unit immediately prior to
the court appearance or at court shall be entitled to the appropriate
court attendance allowance under this Article 9.02.

A court appearance by a member on Pregnancy Leave or Parental Leave is
to be treated as a court appearance on a regularly scheduled day off and the
member can elect cash or lieu time in respect thereof except where the court
appearance is made during a period in respect of which a supplemental
unemployment insurance benefit applies. In such cases, members shall be
credited with lieu time for use following their return to work. |If a member does
not return to work, the lieu time credit shall be paid out in cash.

A member may elect lieu time instead of payment for overtime, including callbacks,
in accordance with the following procedure:

(a)

Upon completion of such overtime worked by a member, such member shall
indicate to his/her Officer in Charge whetherthe member elects to be paid for
such overtime or to take time off in lieu thereof. The Officer in Charge shall
enter the member's election in the records provided therefor.

Periods of overtime for which a member elects to be paid shall be
accumulated for one calendar month and the total so accumulated shall be
paid for during the next following calendar month.

Periods of overtime which the member has elected to take as lieu time off
shall be allowed to accumulate, and for every one hour of lieu time so
accumulated, the member shall be entitled to take one and one-half hours
off, provided that such time must be taken at a time agreed upon between
the member and the Unit Commander. Lieu time may be taken as part of a
day or a whole day.
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(@)  Alllieu time shall be recorded in the member's lieu time register. The Parties
agree that lieu time should be used as soon as practicable after the time is
accumulated. Lieu time to the credit of any member which exceeds 80 hours
of accumulation on the last day of the month of February, May, August and
November shall be paid on the pay day nearest the end of the following
month. Forthe purpose of this article, lieu time includes all time accumulated
under Article 17.04 for lunch hours worked, Article 9.03 for overtime and
callbacks, and Article 14.04 for Statutory Holidays worked.

(b)  Members may elect to reduce their lieu time balance to 20 hours or to zero
hours on the last day of November of each year.

All witness fees, exclusive of transportation allowance, received by any member
attending, either on or off duty, any court shall be forfeited to the Treasurer of the
City of Toronto where such member is entitled to payment from the Board for such
court appearance.

A member who is assigned to perform all the regular duties of a higher rank for a
temporary period of not less than one full tour of duty in each assignment, shall
receive salary at the lowest rate of such higher rank for the entire period he/she is
so assigned. A member who is authorized to work through the lunch hour and to
leave an hour before the normal end of duty is nevertheless entitled to the higher
rate.

A member shall receive:

(@)  An additional allowance of $0.35 per hour for all hours worked during a shift
which commences after 10:00 a.m. and at or before 6:00 p.m.

(b)  An additional allowance of $0.60 per hour for all hours worked during a shift
which commences after 6:00 p.m. on one day and at or before 4:30 a.m. on
the following day.

(c) The payment of any shift premium shall be in addition to any overtime
payment entitiement, but it shall not be included for the purpose of calculating
overtime pay.

For the purpose of calculating overtime and callback payments or lieu time, such
calculations shall be taken to the nearest half hour, that is:

Time Worked Time Credited
0 -14 Nil
15 - 44 30 minutes
45 - 1 hour 14 min 1 hour etc.
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No deduction will be made from pay and no overtime payment will be made for the
short tour worked or the additional hour worked as a result of the changeover to
Daylight Savings from Standard Time, and vice versa.

ARTICLE 10 - CLOTHING REIMBURSEMENT AND CLEANING ALLOWANCE

10.01

10.02

10.03

10.04

11.01

(@) On the submission of appropriate receipts for clothing required for the
performance of his/her duty, each member who is required to perform police
duties in plainclothes shall be reimbursed for such expenditure not to exceed
$1,225.00 per annum if he/she performs such duties for a full calendar year.
If he/she performs such duties for less than a calendar year but for 30 days
(or 240 hours if that occurs first) or more in that year, he/she shall receive a
proportionate part of the aforesaid reimbursement in the same ratio that
his/her time so spent bears to the calendar year.

(b) A member who purchases plainclothes for an amount greater than that which
he/she can claim in a calendar year, may carry over the balance and claim it
in either of the next two succeeding calendar years provided the total amount
in the succeeding calendar year does not exceed the annual maximum
allowed for that year.

The clothing expense reimbursement to be paid to a member as provided in Article
10.01 above shall be paid in two installments. The first such installment, covering
the period January to June, shall be paid by July 31% of that year. The second
installment, covering the period July to December, shall be paid by February 28" of
the following year.

Each member who is not in receipt of a clothing expense reimbursement shall be
issued two pairs of either boots or shoes which shall be replaced by the Board when
necessary. The issuance of either boots or shoes shall be in accordance with the
determination of the member's superior officer as to what is adequate or required by
the particular duty of the member.

Each member required to perform police duties shall be provided with one payment
every six (6) months of one hundred and fifty dollars ($150.00). These payments
shall be made on the pay period including January 31 and July 31 of each year and
will be prorated for employees who were not actively at work for in excess of one (1)
month in any six month period.

ARTICLE 11 - TRANSPORTATION ALLOWANCES

A member who is requested to use his/her car in the performance of police duty and
who agrees to do so, shall be paid an allowance of $0.45 per kilometre for all mileage
travelled in the performance of such duties.
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11.02 Any damage to a member's car resulting from its use in the performance of duty as
provided in Article 11.01 shall be repaired in the garage of the Service at no cost to
the member.

11.03 No member shall be allowed to use his/her car pursuant to Article 11.01 unless and
until he/she provides satisfactory evidence of public liability and property damage
insurance.

11.04 Each member who attends a course at the Ontario Police College in Aylmer shall be
granted a transportation allowance in the amount of $40.00 for each week of
attendance at such College.

11.05 (a)

(b)

(c)

12.01 (a)

(c)

Members travelling to and/or from the Ontario Police College in Aylmer during
off-duty hours will receive a four hour lieu time credit for each course.

Members travelling to and/or from the Canadian Police College in Ottawa
during off-duty hours will receive an eight hour lieu credit for each course.

This credit will not apply to attendance in respect of the Probationary

Constables Course or its equivalent, nor to a member seconded to the
College.

ARTICLE 12 - LEGAL INDEMNIFICATION

Subject to the other provisions of this Article, a member charged with but not
found guilty of a criminal or statutory offence, because of acts done in the
attempted performance in good faith of his/her duties as a police officer, shall
be indemnified for the necessary and reasonable legal costs incurred by the
member during the investigation of the incident that resulted in those charges
being laid and for the necessary and reasonable legal costs incurred by the
member in the defence of such charges.

Subiject to the other provisions of this article, a member who is not charged
with a criminal or statutory offence but who has been the subject of a criminal
investigation because of acts done in the attempted performance in good faith
of his/her duties as a police officer shall be indemnified for the necessary and
reasonable legal costs incurred by the member during that investigation
unless, arising from or as a result of such investigation, the member becomes
the subject of a hearing under the Police Services Act and his or her conduct
is found to constitute misconduct or unsatisfactory work performance, in
which event the member shall not be eligible for indemnification hereunder.

Paragraph (b) hereof also applies to officers who, although not the subject of
a criminal investigation, have incurred legal costs for any interview during the
course of an investigation by SIU. It is understood that the legal costs of one
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counsel for each officer identified as a subject officer will be indemnified. For
witness officers, the legal costs of one counsel shall be indemnified.
Furthermore, if there are:

(i) more than eight witness officers, or

(ii) interviews are being conducted concurrently at multiple
locations

the legal costs of up to two additional counsel shall be indemnified.

Notwithstanding paragraphs 12.01 (a), (b) and (c), the Board may refuse payment
otherwise authorized under paragraphs 12.01 (a), (b) or (c) where the actions of the
member from which the charges or investigation arose amounted to a gross
dereliction of duty or deliberate abuse of his/her powers as a police officer.

Where a member is a defendant in a civil action for damages or a respondent in a
complaint made to the HRTO, because of acts done in the attempted performance
in good faith of his/her duties as a police officer, he/she shall be indemnified for the
necessary and reasonable legal costs incurred in the defence of such an action in
the following circumstances only:

(@)  Where neither the Chief of Police nor the Board is joined in the action as a
party pursuant to s. 50(1) of the Police Services Act, and neither the Chief of
Police or the Board defends the action on behalf of himself/herself and of the
member as joint tortfeasors at the Board's sole expense.

(b)  Where the Chief of Police and/or the Board are joined as a party or elect(s)
to defend the action, but the solicitor retained on behalf of the Chief of Police
and/or the Board and the member is of the view that it would be improper for
him/her to act for both the Chief of Police and/or the Board and the member
in that action.

(c)  Where the Board'’s or the City of Toronto’s insurer denies legal representation
based upon any exclusion(s) in the applicable insurance contracts.

A member whose conduct is called into question in the course of an inquiry under
the Coroners Act or as an alleged offender in a hearing before the Criminal Injuries
Compensation Board because of acts done in the attempted performance in good
faith of his/her duties as a police officer shall be indemnified for the necessary and
reasonable legal costs incurred in representing his/her interests in any such inquest
or hearing in the following circumstances only:

(@)  Where the Chief of Police and/or the Board does not provide counsel to
represent the member at the inquest or hearing at the Board's expense; or
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Where the counsel provided by the Chief of Police or the Board to represent
either or both of them along with the member is of the opinion that it would
be improper for him/her to act for both the Chief of Police or the Board and
the member in that action.

Where a complaint made by a member of the public againsta member results
because of the member's conduct as a police officer in the member’s
exoneration, but has then been referred to the Ontario Civilian Commission
on Police Services (“OCCPS”), or the Ontario Civilian Police Commission
(“OCPC”) or to the Independent Police Review Director (“IPRD”) under the
Police Services Act for review, the member shall be indemnified for his/her
necessary and reasonable legal costs incurred in respect of the review by
OCCPS/OCPC/IPRD (and/or such other service other than the Toronto
Police Service to which OCCPS/OCPC/IPRD may assign the review or
investigation of the complaint) (the “review”) and, if the matter does proceed
to a hearing, incurred in respect of the review and the hearing (whether the
hearing is conducted by the Toronto Police Service or any other police
service) provided the complaint is in respect of acts done in the attempted
performance in good faith of the member’s duties as a police officer and, in
the case of a review and hearing, provided the officer is not found guilty of
misconduct or unsatisfactory work performance.

Where a complaint is made against a member by the public and the office of
the Independent Police Review Director (“IPRD”) retains the complaint for
investigation or refers the complaint to a service other than the TPS for
investigation, the member shall be indemnified for his/her necessary and
reasonable legal costs incurred in respect of any hearing provided the
complaint is in respect of acts done in the attempted performance in good
faith of the member’s duties as a police officer and provided the officer is not
found guilty of misconduct or unsatisfactory work performance.

A member who is the subject of a review, or of a review and a hearing under
Article 12.05 (a) or (b), in relation to acts done in his/her capacity as a private
citizen shall be entitled to indemnification, in the case of a review, where the
matter does not proceed to a hearing and, in the case of a review and a
hearing, where he/she is not found guilty of misconduct or unsatisfactory work
performance.

A member’s necessary and reasonable legal costs incurred in respect of a
hearing under Article 12.05 (a), (b), or (c) above, include legal costs incurred
in respect of all related appeals provided the member is ultimately not found
guilty of misconduct or unsatisfactory work performance.

Where a memberintends to apply to the Board for indemnification hereunder,
the member shall, within 30 days of being charged or receiving notice of other
legal proceedings covered herein, or receiving notice that he/she will not be
represented by counsel retained by the Chief of Police and/or the Board,
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apply in writing to the Chief of Police or to the officer designated by the Chief
of Police to deal with such applications for approval to retain counsel and
approval of the counsel to be so retained. In the event of any dispute
concerning the counsel to be retained, the matter shall be resolved by an
officer designated by the Chief and a member of the Association Executive
designated for that purpose.

(b) When a member advises his/her Unit Commander, in accordance with the
Regulations of the Service, that he/she has been charged, or has received
notice of other proceedings, the Unit Commander will advise the member in
writing of the requirement to apply for indemnification within 30 days.

Where the Chief of Police, pursuant to Board policy, elects to provide legal counsel
to defend a member in any legal proceeding covered by this provision, the cost of
such counsel is the Board's responsibility irrespective of the outcome of the
proceedings and neither the member nor the Board may rely upon the other
provisions of this policy.

The Board shall provide legal counsel to represent the member in respect of any
attempt during a legal proceeding, where the member is a witness because of
actions of the member in the attempted performance in good faith of the member’s
duties with the Toronto Police Service, to obtain access to the personnel or other
records of the member maintained on a confidential and restricted basis by the
Toronto Police Service provided that adequate notice of the attempted access is
given by the member in accordance with Service procedures and provided that the
person designated by the Chief to appoint or designate such legal counsel is
satisfied that, unless legal representation is provided, access to such personnel
record may be ordered by the Court or other tribunal.

For greater certainty, members shall not be indemnified for legal costs arising from:

(@) grievances or complaints under the Collective Agreement between the Board
and the Association or under the Police Services Act;

(b)  the actions or omissions of members acting in their capacity as private
citizens;

(c) subject to Article 12.05, discipline charges under the Police Services Act and
regulations thereunder.

For the purpose of Article 12.01 (a), a member:
(@) shall be deemed to have been "not found guilty” where he/she is finally

acquitted, where the charges are withdrawn or where he/she is discharged
following a preliminary inquiry; and
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shall be deemed to have been "found guilty" where the member is given an
absolute or conditional discharge or where, if as a result of charges laid
he/she is subsequently found guilty of, or pleads guilty to, other charges
arising out of the same incident or incidents.

12.11 For the purpose of this provision, "necessary and reasonable legal costs" shall be
based on the account rendered by the solicitor performing the work, subject initially
to the approval of the City of Toronto Solicitor and, if there is a dispute between the
solicitor doing the work and the City of Toronto Solicitor, the matter will be resolved
by the referral of the issues to an independent lawyer agreed upon by the parties
(“the “Assessor”). If the parties are unable to agree on an Assessor, they will request
Mr. William Kaplan to appoint one.

12.12 For the purposes of this article, a reference to any Act shall be deemed to include
any Act that in the future is enacted in place of the Act referred to in this Article.

12.13 For the purposes of this article:

(a)

(b)

1301 (a)

the necessary and reasonable legal costs incurred by a member for which
provision of legal indemnification is made shall be deemed to have been
incurred by the member himself/herself notwithstanding that the member may
have received financial assistance in respect thereof from the Association;
and

a member shall include a former member where the charges arose out of a

situation that occurred while the former member was still an active member
of the Service.

ARTICLE 13 - VACATIONS

A member shall be eligible for vacation on the following basis:

(i) following the completion of 1 year of service - 2 weeks'’ vacation;
(i) following the completion of 3 years of service - 3 weeks’ vacation;
(i)  following the completion of 9 years of service - 4 weeks’ vacation;
(iv)  following the completion of 15 years of service - 5 weeks’ vacation;
(v)  following the completion of 21 years of service - 6 weeks’ vacation;

(vi)  following the completion of 27 years of service - 7 weeks'’ vacation.
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A member who is eligible for two weeks’ vacation entitlement under Article
13.01 (a)(i) shall thereafter as of January 1t of each year be entitled to
receive vacation for which he/she will be eligible during the year provided that
in any year such member ceases employment with the Service prior to his/her
anniversary date (other than by retirement on pension for those hired on or
before December 31%!, 2015) his/her vacation pay will be readjusted on the
basis of the amount of time employed in the twelve months prior to such
anniversary date in accordance with Article 13.04.

For the purpose of determining entitlement in Article 13.01, absence without pay in
excess of 40 work days in a calendar year shall reduce the vacation entitlement.
The entitiement will be the result of a fraction of the days paid over the normal work
days in a calendar year times the vacation entitlement provided in Article 13.01
rounded to the nearest full day.

The vacation pay provisions of this article shall be no less than the vacation pay
provisions of the Ontario Employment Standards Act, 2000. For the purpose of this
article, the vacation payment provisions of the Ontario Employment Standards Act,
2000 shall be calculated on a calendar year basis.

(@)

Where a member leaves the Service after his/her anniversary date in that
calendar year and prior to receiving his/her vacation entitlement, such
member shall be given vacation pay on account of such service in
accordance with Article 13.01.

Where a member leaves the Service prior to his/her anniversary date, such
member shall be entitled to receive vacation pay for the period of service
between his/her previous anniversary date and the date employment ceases
on the following basis:

(i) If less than one year's service on date of leaving, one day's pay for
each completed 36 calendar day period of service.

(ii) If entitled to two weeks’ vacation on the previous anniversary date, one
day's pay for each completed 36 calendar day period of service.

(iii)  If entitled to three weeks’ vacation on the previous anniversary date,
one day's pay for each completed 24 calendar day period of service.

(iv)  If entitled to four weeks’ vacation on the previous anniversary date,
one day's pay for each completed 18 calendar day period of service.

(v) If entitled to five weeks’ vacation on the previous anniversary date, one
day's pay for each completed 14 calendar day period of service.
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(vi)  If entitled to six weeks’ vacation on the previous anniversary date, one
day's pay for each completed 12 calendar day period of service.

(vii)  If entitled to seven weeks’ vacation on the previous anniversary date,
one day's pay for each completed 10 calendar day period of service.

If a member dies prior to his/her anniversary date, such member shall have
paid to his/her estate an amount equivalent to the appropriate pro rata
entitlement under (i), (ii), (iii), (iv), (v), (vi) or (vii).

Any amount of vacation overpayment shall be deducted from any monies
owing to the member or his/her estate.

Note: Article 13.04 (e) and (f) do not apply to members hired on or after
January 1%, 2016.

(e)

A member who retires on pension shall, in the calendar year in which he/she
retires, be entitled to the vacation benefits set out below in lieu of the
provisions of Articles 13.04 (a) and (b) above:

(i) the vacation benefit to which his/her years of service entitle him/her
according to the schedule set out in Article 13.01 (a), and for that
purpose his/her years of service shall be calculated to his/her
anniversary date in the year of his/her retirement regardless of
whether he/she retires before or after the anniversary date;

(i) in addition to the vacation benefit specified in Article (i) above, a
vacation accrual based on the pro rata formula set out in Article 13.04
(b), provided, however, that such accrual shall be calculated from
January 1%t of his/her retirement year to the date of his/her retirement.

The benefits provided in (i) and (ii) above shall be granted as pay or time off
at the discretion of the Chief of Police.

A member who leaves the Service and who commenced employment with
the Service as a Uniform member during the period June 7%, 1976 to
December 31st, 1978 inclusive shall be entitled to the greater of the vacation
termination benefits set out above or:

(i) the vacation benefit to which his/her years of service entitle him/her
according to the schedule set out in Article 13.01 (a), and for that
purpose his/her years of service shall be calculated to his/her
anniversary date in the year of his/her retirement regardless of
whether he/she leaves before or after the anniversary date. However,
when a member terminates before his/her anniversary date, such



13.05 (a)

(b)

21

calculation shall not apply for the purpose of entitling the member to
an additional week of vacation for the year of his/her retirement;

(ii) in addition to the vacation benefits specified in Article (i) above, a
vacation accrual based on the pro rata formula set out in Article 13.04
(b), provided, however, that such accrual shall be calculated from
January 1%t of the year in which he/she is terminating to the date of
his/her termination.

A member shall be permitted to divide his/her vacation entitlement into one
week periods provided each such period shall be considered a vacation draw.

A member who at the time of his/her vacation draw is assigned to a function
where the opportunity to accumulate lieu time is restricted and who is eligible
for three or more weeks of vacation may elect to assign two weeks of vacation
eligibility to lieu time, which time shall be utilized in accordance with the lieu
time articles of the Collective Agreement.

13.06 Vacations shall be taken by members in each rank in order of seniority based on the
total length of service.

13.07 (a)

14.01 (a)

A member who is hospitalized or confined to his/her residence as a result of
an illness or injury (other than one occasioned by or as a result of his/her
duty, as provided under Article 17 hereof), at the time of commencement of
his/her scheduled vacation shall have his/her vacation re-scheduled,
provided the vacation as re-scheduled is taken before March 315t of the next
calendar year.

If a member does not return from his/her sick leave prior to the said period,

the sick leave will be interrupted in order that the vacation may be completed
before the aforesaid March 31,

ARTICLE 14 - STATUTORY HOLIDAYS

Every member shall be entitled to the following statutory holidays:

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

In addition to the holidays provided in (a) above, every member who has
completed six months’ service on June 15t of any year shall, on that date,
have credited to his/her lieu time bank one day's credit at straight time (i.e.
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eight hours) and every member who has completed six months’ service on
October 15t of any year shall, on that date, have credited to his/her lieu bank
one day's credit at straight time similarly calculated, such time in each case
to be used in accordance with the lieu time provisions of the Collective
Agreement.

(c) A member, to qualify for payment of a holiday in (a) and (b) above, must be
in receipt of some salary including sick pay under Article 15.06 in respect to
the two clear calendar months immediately preceding such holiday.

When any of the above holidays fall on a Saturday or Sunday, the Friday preceding
or the Monday succeeding such holiday shall be designated by the Board as the day
of observance of such holiday, and itis agreed that any premium payable for working
on such designated holiday shall not apply to such Saturday or Sunday.

Each member who is not required to work on a day so designated as a holiday shall
be entitled to and shall be paid by the Board his/her regular rate of pay for each
designated holiday not so worked.

When a member is required to be on duty on a Statutory Holiday or on a day
designated for the observance of a Statutory Holiday, he/she shall be entitled to
receive a day's pay in lieu of the Statutory Holiday and in addition he/she shall be
granted lieu time as provided in Article 9.03 or pay calculated at the rate of one and
one-half times the member's rate of pay for all hours worked on such day.

A member who is entitled to overtime pay or time off in lieu thereof, as a result of
working overtime in the same week he/she has been assigned to work on a Statutory
Holiday, shall be entitled to receive both the payments or time off in lieu as provided
in Article 14.04, and the payments or time off in lieu for overtime as provided in
Article 9 of the Collective Agreement, whether the overtime has been caused by
working on the Statutory Holiday or otherwise.

Subject to the requirements of the Service, when scheduling members for duty on a

Statutory Holiday, preference shall be given to those members required to be on
duty both the day before and the day after such holiday.

ARTICLE 15 - SICK LEAVE

Each member shall receive a gross credit of one and one-half days for each
unbroken month of service with the Service, such credit to be cumulative. For the
purpose of this Article, service shall not be broken by a member's absence from duty
caused by illness, except as provided in Article 15.02, hereof or by injury or accident
occurring while on duty or by holidays, vacations or days off or by leave of absence
while on military service as provided in Article 18.07 or by disciplinary suspension
provided the member has worked some portion of said month.
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Where a member is absent on account of illness and his/her cumulative sick pay
credit has been exhausted, he/she shall not receive sick pay credits for the month
in which he/she was so absent.

Sick pay credits shall be cumulative as from the beginning of the first complete
calendar month after the commencement of duties.

A member shall not be entitled to receive sick pay in advance of any credit he/she
may earn in the current month; such credit becomes available only on or after the
first day of the following month.

Every member, on the first of the month following completion of six months of service
shall be eligible to receive sick pay, at full salary, for any time lost by reason of iliness
or injury to the full extent of sick pay credits available to him/her at the time of each
absence, except where an award is made under the WSIB.

(@)  The number of days for which a member receives sick pay shall be deducted
from his/her cumulative sick pay credit, but no deduction shall be made on
account of any day on which a member would normally be entitled to be off
work. Absence on account of iliness for less than a full day shall be deducted
on a straight hourly basis to the nearest 15 minutes.

(b)  For any time lost by reason of having to care, because of an urgent situation
where no reasonable alternative is available, for an ill or injured dependent a
member may use a maximum of 30 hours per calendar year of sick pay
credits (part days to be calculated as under Article 15.06 (a)) provided sick
pay credits are available to him/her at the time. A member who makes use
of this provision has an obligation to make other arrangements for the care
of the dependent at the earliest reasonable opportunity. "Dependent” means
a member of the member's immediate family who, by reason of age or
infirmity, is dependent upon the member for daily care and supervision.

If any member resigns from the Service or is discharged for cause and later returns
to the Service, he/she shall be considered a new member for the purposes of the
cumulative sick pay credit plan.

Every member who is unable to report for duty by reason of sickness shall
immediately cause his/her Station or Division office to be so notified.

(@)  The Medical Advisor shall have medical charge of every member who, on
account of illness, injury or other physical or mental disability, is unable to do
his/her police duties, provided that any member who wishes to be attended
by his/her family physician may do so at his/her own expense. The Medical
Advisor or a physician or nurse appointed to assist him/her, shall have the
right to visit the sick member at least once a day and the Medical Advisor or
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a physician appointed to assist him/her shall have the sole right to determine
when the member shall resume duty.

If, after examining medical reports and/or reports of a registered psychologist,
and making such investigations including consultation with the member's
physician and/or registered psychologist as the Medical Advisor deems
appropriate, the Medical Advisor disagrees with the member's physician or
registered psychologist on the medical or psychological diagnosis or
prognosis of the member, the member shall be referred to an independent
medical consultant (as may be agreed by the parties from time to time) whose
opinion on the diagnosis or prognosis of the member's condition shall govern
unless there is a material change in the member's condition following such
examination. Should the opinion of the consultant as to the diagnosis or
prognosis of the member be materially different from that of the Medical
Advisor, the Board shall pay the consultant's fee. Otherwise, the consultant's
fee shall be paid by the member.

Apart from issues concerning diagnosis or prognosis to be resolved pursuant
to Article 15.09 (b), the Medical Advisor shall determine a member's fitness
to perform his/her duties provided such determination is not made in bad faith
or in an arbitrary manner.

A referral to an independent medical consultant shall be made in the following
manner:

(i) When the Medical Advisor disagrees with a member's physician or
registered psychologist under Article 15.09 (b), he/she shall
immediately notify the other members of the Medical Committee and
a meeting of the Committee shall be convened as soon as is
practicable.

(ii) At the meeting referred to in paragraph (i) above, the Committee shall
discuss the member's situation, agree upon the independent medical
consultant to whom the member is to be referred and draft a letter of
referral to the independent medical consultant which shall be sent to
him/her over the signatures of the Medical Advisor and a
representative of the Association.

(i)  The letter of referral shall, inter alia, direct the independent medical
consultant to send to both signatories of the letter of referral any report
or correspondence concerning the member or concerning any matter
arising out of the referral.

(iv)  The Medical Committee shall consist of two representatives of the
Association and two representatives of the Board.
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(e)  The procedure under Article 15.09 (b) shall not apply to determination(s)
under the Police Services Act or Regulations pursuant thereto.

(f) Whenever the Board requires a member to furnish a medical report on its
prescribed form, the Board will reimburse the member for up to $40.00 of the
medical practitioner's charge, if any, for providing such form.

Where a member, who is not absent from work for sickness or otherwise, is ordered
to attend Medical Advisory outside his/her scheduled duty hours, the member,

(a) if his/her attendance immediately precedes or immediately follows his/her
scheduled duty hours, shall be paid at time and one-half for the time of his/her
attendance (including any necessary travel time outside his/her scheduled
duty hours to and from his/her regular place of work); or

(b)  otherwise, shall be paid three hours at time and one-half his/her straight time
hourly rate or time off in lieu thereof.

For the purpose of this article, a member scheduled to work the day of attendance
at the Medical Advisory is not absent from work for sickness or otherwise during
such day.

A member absent from duty because of disability resulting from other employment
not associated with duties as a member of the Service shall not receive benefits
under Article 15 for such absence to the extent these are received from the WSIB
or other insurance plans at such place of employment.

This clause shall not apply to a disability suffered by members of the Association's
Board of Directors when the "other employment" is with the Association.

ARTICLE 16 — CENTRAL SICK LEAVE BANK

Eliqibility
A member is eligible for benefits under the plan where:

(@) the memberis absent due to disability which would entitle the member to sick
leave but his/her sick leave credits are exhausted. The member may submit,
and the Board may rely on, the opinion of a registered psychologist provided
that the Board may require medical evidence of disability. For the purpose of
this Bank, "disability” is in addition more particularly defined to mean:

(i) for the first 30 months of disability as the inability to perform the regular
duties of a police officer and the inability to perform the essential duties
of any available position with the Service with compensation equal to
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or greater than 66 2/3 per cent of the current salary payable to the rank
he/she held at the commencement of his/her disability; and

(ii) after the first 30 months as the inability to perform any gainful
occupation or employment for which the member is reasonably suited
by education, training or experience;

(b)  the member has been absent because of such disability for six continuous
months or an aggregate of 1,044 working hours within a 9-month period (on
the recommendation of the Board/Association Committee, the Board may
waive part of the aforesaid waiting period where the member no longer has
sick leave credits available because the member has attempted to return to
duty during earlier periods of such disability); and

(c)  atthe commencement of the absence because of iliness or injury the member
had at least one year's service with the Service.

Benefits

The benefits to be provided under the Bank are as follows:

(a) Payment to an eligible member under the Bank shall be made on a bi-weekly
basis and shall be the greater of a 75 per cent benefit based on the officer's
salary at the time of disability or a 60 per cent benefit based on the salary for
the rank held by the officer at the time of disability as it is increased from time
to time.

(b)  During a period of benefit payment from the Bank, the required premiums
under Articles 19.02, 19.03, 19.04 and 19.06 shall be paid by the Board.

Reduction of Benefits

Payments will be reduced by benefits, if any, to which the member is entitled under
any government plans or other plans to which the Board has contributed, in whole
or in part, on his/her behalf except the Toronto Police Benefit Fund and OMERS
(unless the member is in receipt of pension from the Fund or OMERS in which event
the benefits hereunder would be reduced by the amount of such pension), provided,
however, that in the case of WSIB there will be no reduction in respect of:

(a) permanent partial awards relating to a prior disability or accident, or
(b)  allowances for expenses other than for lost time,
subject to the overriding condition that the payment under the Bank together with

any other payment payable on account of disability of the member under any Board
plan, any group insurance contract or any plan of any government shall not exceed
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85 per cent of the current rate for the position. The member, in order to receive
benefits hereunder, must make timely and proper application for any disability or
other benefits for which he/she may be eligible under any government or private
plan, including the WSIB and the Canada Pension Plan benefits but excluding the
Toronto Police Benefit Fund or OMERS, and until the amount of such disability
benefits has been established, the Board reserves the right to make the reductions
above described on the basis of an estimate of such disability benefits. The member
shall be obliged to disclose to the Board all such payments, application for payment
of any other benefit, changes in his/her status in respect of any other benefits and
any other information reasonably required to determine his/her entitlement under
this Bank.

Benefit Duration

Such payments shall continue to be made by the Board during such disability so
long as the member remains eligible for benefits provided that:

(a) No member shall be entitled to draw benefits under this Bank after he/she
has attained the tenure or age that would entitle him/her to an OMERS
pension without actuarial reduction or to an unreduced pension under the
Metropolitan Toronto Police Benefit Fund.

(b)  Rehabilitative Employment:

If a member engages in Rehabilitative Employment directly following any
period of disability for which benefits have been paid from the Bank, the Board
in respect of each pay period will pay the member at the then current hourly
rate for the job performed for all hours worked on rehabilitative employment
and shall continue to pay the member from the Bank at his/her CSB rate
calculated under Article 16.02 (a) in respect of those hours the member does
not work during the pay period. "Rehabilitative Employment” means any
occupation, employment or undertaking for wages or profit, approved by the
Board and undertaken by the member while unable because of sickness or
injury to engage in any occupation or work on a full time basis or unable to
fully perform the essential duties of any available position on the Service.

(c)  Should the member recover and retun to work, the monthly benefits will
cease and regular salary will resume.

(d)  Should there be a recurrence of the same or causally related disability within
six months of the member's return to work, his salary will cease and benefits
will resume immediately.

The Association on behalf of its members agrees that the members’ portion of the
El Rebate may be retained by the Board to offset the cost of providing disability
benefits hereunder.
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ARTICLE 17 - WORKPLACE SAFETY AND INSURANCE

When a member is absent by reason of an iliness or injury occasioned by or as a
result of his/her duty and where an award is made by the Workplace Safety and
Insurance Board he/she shall, in addition to the WSIB Award(s), receive such further
amount so as to provide that the total payment to the member shall approximate but
not exceed the net pay such member might otherwise have received had he/she not
been absent.

Note: Other WSIB Award(s) for disabilities not related to the current disability or
absence will not be considered.

(@) A member absent on WSIB is deemed to be at work and so shall accrue
vacation credits during his/her absence.

(b) If the WSIB absence causes the member to miss vacation time scheduled
during the balance of the year in which the injury/iliness occurs, such vacation
time may be retained for use no later than June 30" of the year following the
year in which the member returns to work.

(c) A member absent for a full calendar year will be deemed to have taken that
year's vacation during that year.

(d) In the year that the member returns to work, in addition to any vacation
entitlement retained under Article 17.02 (b) above, the member shall be
entitled to all vacation time accrued during the year preceding the year in
which he/she returns to work. Such vacation time must be used no later than
June 30™ of the year following the year in which the member returns to work.

He/she shall, if hospitalized or confined to his/her residence prior to the actual date
of a statutory holiday, accumulate such statutory holidays in equal lieu time as
he/she might otherwise receive. For the purpose of this article, a member shall be
considered "confined to residence" notwithstanding that the member is required to
attend an appointment with his/her physician or to attend an appointment for the
purpose of rehabilitative therapy.

For the purpose of this article, net pay shall be the pay for the rank of the member
as shown in Schedule A, less those deductions required under Government
Statutes, pension contributions, and other deductions under this Collective
Agreement.

A member when on WSIB absence shall be deemed to be on the Day Shift tour of
duty and on a Monday to Friday work week.

No member shall be entitled to draw benefits under Article 17.02 or 17.03 while such
member is entitled to receive a Disability Pension from the Canada Pension Plan.
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17.07 A member who, as a result of an injury on duty, is required to remain on duty beyond
the end of his/her regular tour of duty for hospital treatment shall receive lieu time
as provided in Article 9.03 of the Collective Agreement or pay calculated at the rate
of 1 1/2 times the member's rate of pay while in hospital, but in no event shall such
payment exceed three hours’ pay or time off in lieu thereof at the time and one-half
rate, nor shall such period of extra pay extend beyond midnight of the day on which
the member is injured.

17.08 A member who is injured on duty in circumstances where no action for such injuries
would lie against a third person and who is unable to work as a result of such injury,
shall, while he/she is off work as aforesaid, be paid his/her regular day work rate to
the extent of his/her available sick pay credits until such time as a ruling has been
made by the WSIB upon his/her claim and the member has exhausted all internal
WSIB appeals (but not WSIAT appeals), provided that if and when the WSIB rules
in favour of his/her claim, the sick pay credits so used shall be restored.

17.09 Where a member who is injured in circumstances in which he/she might be entitled
to compensation under WSIB (assuming timely and proper application is made)
elects instead to claim against a third party he/she shall, as a condition of receiving
sick pay benefits, undertake in writing to reimburse the City of Toronto out of the
proceeds of any settlement or judgment upon such claim, the amount of money
equivalent to the value of such sick pay benefits and upon his/her return having
made such reimbursement his/her accumulated sick pay credits shall be restored
accordingly.

ARTICLE 18 - LEAVE OF ABSENCE

18.01 (@) A member, on application to his/her Unit Commander, shall be granted up to
three days’ leave of absence with full pay for the purpose of getting married.
The three days’ leave of absence will represent the day before, the day of
and the day after the marriage ceremony. If such leave of absence includes
his/her regular days off (which days off shall not be altered), these days will
form part of the leave of absence.

(b) A member whose annual leave coincides with his/her marriage shall not be
entitled to more than one day's paid leave under this provision.

18.02 (a)  On request to the Unit Commander, leave of absence shall be granted to a
member because of the death of his/her:

(i) father, mother, son, daughter, brother, sister, spouse, grandparent,
grandchild.

Time so lost from the member's regular schedule, during the four
calendar days immediately following such death, shall be
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compensated at the member's regular rate of pay up to a maximum of
four days (32 hours).

(ii) father-in-law, mother-in-law, son-in-law, daughter-in-law, brother-in-
law, sister-in-law of the member.

Time so lost from the member's regular schedule, during the three
calendar days immediately following such death, shall be
compensated at the member's regular rate of pay up to a maximum of
three days (24 hours).

Days off are not to be altered to form part of the four or three days mentioned
above.

For the purpose of this article, a member who is a step-parent, step-child or
step-sibling of a deceased will be considered for such leave where it is
established that there is a continuing close personal relationship.

Where a member was not brought up by his/her natural or adoptive parents
or step-parents but was brought up by one or two other adults, a member will
be considered for leave under this article in the event of death of such adult
where it is established there is a continuing close relationship.

In this Article, the word “spouse” shall mean the person designated by the
member, in accordance with the contract with the insurer, as his/her spouse
for purposes of health care benefits. Similarly, for the purposes of this article,
in-law relationships are to be founded upon spousal relationships as defined
in this paragraph.

Where the member is attending the funeral but does not wish to commence
his or her bereavement leave on the calendar day immediately following the
death due to the exigencies of the Service, at the request of the member (with
Unit Commander approval), the member may remain on duty and commence
bereavement leave at a later date, provided that the bereavement leave is
completed not more than 10 calendar days after the date of the death, and
the member receives no greater bereavement leave entitlement than he/she
would have been entitled to, had the leave commenced on the calendar day
immediately following the day of death.

(i) Pregnancy Leave without pay shall be in accordance with Part XIV of
the Ontario Employment Standards Act, 2000, except that a member
commencing such leave who is in receipt of El pregnancy benefits
pursuant to s. 22 of the Employment Insurance Act, shall be paid a
supplemental unemployment insurance benefit in an amount which
with her El pregnancy benefit brings her compensation to 80 per cent
of her regular weekly earnings. Such payment shall commence
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following completion of the employment insurance waiting period and
shall continue while the member is absent on Pregnancy Leave and is
in receipt of such El benefit for a maximum period of 15 weeks. In
respect of the remaining two weeks of Pregnancy Leave without pay
for which EI benefits are not payable, the member shall be paid 80 per
cent of her regular weekly earnings at the beginning of the Pregnancy
Leave for those two weeks.

Pregnancy Leave for any member who does not qualify under Part XIV
of the said Act shall be at the discretion of the Chief of Police, as shall
any requested extension thereof.

Seniority shall continue to accrue during the 17 weeks of Pregnancy
Leave.

Except as specifically provided, Pregnancy Leave shall be at no cost
to the Board.

A member's anniversary date, for an increment or for vacation
entitlement, shall not be affected as a result of any Pregnancy Leave.

A member may buy credited service in the OMERS Pension Plan for
the period of a Pregnancy or Parental Leave if he or she makes the
normal employee contribution in respect of the period by the end of
the year following the year in which the leave ended. Where a member
makes the election and purchase in a timely fashion, the employer will
make its normal share of contributions in respect of the period
purchased as credited service.

Pregnancy Leave granted under Article 18.03 (a)(i) above shall not result in
any reduction in annual leave entitlement.

(i)

(ii)

Parental Leave without pay shall be in accordance with Part XIV of the
Ontario Employment Standards Act, 2000, except that, effective
January 1%, 2007, a member commencing such leave who is in receipt
of El parental benefits pursuant to the Employment Insurance Act shall
be paid a supplemental unemployment insurance benefitin an amount
which with his/her El parental benefit brings her compensation to 75
per cent of her regular weekly earnings. Such payment shall
commence following completion of the employment insurance waiting
period, if any, and shall continue for a maximum period of 15 weeks
while the member is absent on Parental Leave and is in receipt of El
benefits.

A member's anniversary date, for an increment or for vacation
entitlement, shall not be affected as a result of any Parental Leave
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granted pursuant to this paragraph, nor shall such a Parental Leave
result in any reduction in annual leave entitlement.

(iii)  Seniority shall continue to accrue during a Parental Leave granted
pursuant to this paragraph. However, the period of Parental Leave
does not count towards reclassification.

(iv)  Except as specifically provided, Parental Leave shall be at no cost to
the Board.

For purposes of this article, "regular weekly earnings" shall be determined by
multiplying a member’s regular hourly rate on the last day worked prior to the
commencement of the leave times her/his normal weekly hours. For the
purposes of the Pregnancy and Parental Leave top-ups, regular weekly
earnings shall be based on the member’s permanent rank or position but will
be based on acting rank or position provided the member has been in the
acting rank or position for a period of one year or more.

Elected members of the Board of Directors of the Association shall, on at
least two weeks' written notice, be granted leave of absence from their duties
for their term of office. During the tenure of their leaves of absence, such
members shall be paid by the Association and shall not be paid by the Board.
The Association shall be responsible for all source deductions and
remittances in respect of such members except as set out herein. The Board
shall continue to provide welfare and group insurance benefits in respect of
such members as though they had not been granted the leave of absence.
The Association shall remit required pension contributions (member and
employer) on a monthly basis to the Board which shall promptly remit same
to the applicable pension plans, provided, however, that the Board shall be
fully indemnified by the Association in respect of any loss or expense incurred
by the Board as a result of the Association’s calculation of the required
pension contributions or the Association’s failure to remit the correct amounts
in a timely fashion to the Board. The Association will reimburse the Board
the full cost of non-pension benefits provided by the Board during such leave
of absence for such members. No more than nine members of the service
may be on leave of absence at any one time.

The Association agrees to release the Board and the Chief of Police from any
and all liability with respect to any acts performed by, or omissions of, a
member in the performance of his/her duties on behalf of the Association
during such leave of absence.

18.05 Subject to the requirements of the Service which cannot be foreseen or planned in
advance, the Board shall allow the Directors and/or Stewards of the Association
sufficient time off duty without pay to attend local, Provincial, National and
International Police Association meetings or other authorized Association business.
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Such time off shall only be granted with the permission of the Chief of Police upon
written request by the President of the Association.

18.06 (a)

18.07 (a)

Subject to the requirements of the Service, a member shall be allowed a leave
of absence without pay for a period not to exceed 30 working days for
compassionate reasons acceptable to the Director of Human Resources. If,
while on such leave of absence, the member engages in or applies for other
employment without the consent of the Chief of Police, or if a member on
such leave fails to report for work without lawful reason at the beginning of
his/her regular tour of duty after the termination of such leave, such member
shall be considered as having quit without notice and shall be terminated from
employment.

Subject to the provisions for Family Medical Leave under s. 49.1 of the
Ontario Employment Standards Act, 2000, members shall be entitled to up to
eight weeks’ leave.

Subject to the requirements of the Service, a member shall be allowed a leave
of absence for a period not to exceed two calendar weeks for military training
with the Canadian Armed Forces Reserve. The leave of absence shall be
without pay but the member may elect to use accumulated lieu time for all or
a part of the duration of the leave of absence.

When, at the time of making his/her vacation selection, a member is aware
of the dates of his/her military training, he/she shall submit a written request
for such leave to his/her Unit Commander when making his/her vacation
selection. In all other cases, a member shall submit a written request for such
leave to his/her Unit Commander no later than four months prior to the
commencement of the military training.

All written requests for military leave shall indicate whether or not the member
wishes to use accumulated lieu time for all or a part of the leave of absence
and shall be accompanied by written substantiation of the military training
exercise from the appropriate Armed Forces personnel.

18.08 Subject to the requirements of the Service, a Unit Commander shall permit a
member holding the position of Steward in the Association lieu time off on a tour of
duty to attend an Association meeting.

ARTICLE 19 - BENEFITS AND LIFE INSURANCE

19.01 A member shall be entitled to the benefits of this Article:

(@)

from the first month following the month in which six months of employment
have been completed;



(b)
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until the end of the month in which employment terminates in the case of
OHIP and Supplementary Hospital coverage, and until midnight on the day
on which a member's employment terminates in all other cases.

19.02 The Board shall pay 100 per cent of the Single Premium or the Family Premium, as
the case may be, for any such member who is eligible for and entitled to receive
insured services under the Ontario Health Insurance Plan, established pursuant to
the Health Services Insurance Act and with respect to whom the Board is required
to remit a premium pursuant to the provisions of such Act.

19.03

19.04

19.05

19.06

(a)

(b)

The Board shall continue to contract with an insurance carrier for the purpose
of supplementing the insured services referred to in Article 19.02 by providing
accommodation at the semi-private ward level for any member including a
member on WSIB benefits to whom such article is applicable and the Board
shall pay 100 per cent of the Single Premium or the Family Premium, as the
case may be, for such plan.

A member, at his/her option, may be covered by the provisions of this article
during his/her first six months of employment, provided such member pays
the required premiums.

The Board shall continue to contract with an insurance carrier to provide a
comprehensive medical insurance plan with a $10.00/$20.00 deductible provision
and the Board shall pay 100 per cent of the Single Premium or the Family Premium,
as the case may be, for such plan.

(a)

The Board shall provide every member, by contract with an insurer licensed
under the Ontario Insurance Act and selected by the Board, with group life
insurance in an amount equal to two times the annual salary of each member,
for the member's rank in effect at the time of death, such amount of insurance
to be rounded to the nearest $1,000.00.

The Board shall provide every member with the normal provisions relating to
coverage for accidental death and dismemberment.

The Board shall pay 100 per cent of the premium for such group life insurance
and accidental death and dismemberment coverage.

The Board shall continue to contract with an insurance carrier to provide a
dental plan providing for the payment of benefits and procedures as
negotiated by the parties. The plan shall provide for the dental procedures
to be paid in accordance with the Ontario Fee Guide for Dental Practitioners
in effect at the time the service is rendered.

The Board shall pay 100 per cent of the Single Premium or the Family
Premium, as the case may be, for such plan.















workplace will receive the Captain's rate of pay for any period of retraining. The candidate's
promotional date will be backdated to the date they would have been promoted had the
employee been in the workplace for future promotional opportunities only. This does not
apply to Leave of Absences due to a recognized disability or in accordance with
Pregnancy/Parental Leave provided for in Article 23.

For employees that have been designated as actors for a minimum of three (3) years prior to
being absent from the workplace:

Where the employee has been absent from the workplace for one (1) year or greater
continuously immediately prior to promotion, the following will apply:

a) They will be retrained and must successfully demonstrate competency to the Acting
District Chief Performance Assessment,

b) They must have had a satisfactory assessment in the last eighteen (18) months
immediately prior to their promotion while in the workplace (this does not need to be
continuous), and

¢) Once the employee has achieved a), they will be promoted and receive the District
Chief's rate of pay and promotional date backdated to the day they would have normally
been promoted.

For Employees that have been designated as actors for less than three (3) years prior to
being absent from the workplace:

Where the employee has been absent from the workplace for one (1) year or greater
continuously immediately prior to promotion, the following will apply:

a) They will be retrained and must successfully demonstrate competency to the Acting
District Chief Performance Assessment,

b) They must successfully complete a post promotional assessment of eighteen (18)
months, and for any deficiencies that have been identified they will have an additional
eighteen (18) months of support to rectify. At any time that circumstances warrant, any
can bring the matter to the attention of Labour Management.

c) Once the employee has achieved a), they will be promoted and receive the District
Chief's rate of pay and promotional date backdated to the day they would have normally
been.

5.8) Promotion to full District Chief

When a vacancy occurs in the rank of District Chief that vacancy shall be filled by the list
that was established above.

6 Captain, Fire Investigations Division

6.1) Frequency

A competition will be initiated when a vacancy occurs, or is likely to occur, and: no list is in
effect; the list is likely to be exhausted; or the list has expired. All candidates who receive a
passing grade will be placed on a promotional list which will be in effect for two (2) years
from its implementation, which will be either the day following the date the previous list
expires or completion of the competition.
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6.2) Eligibility

Eligibility to participate in the promotional process for Captain within the Fire Investigations
Division shall be in accordance with the following criteria:

All employees employed within Toronto Fire Services, who are members of Local
3888, are eligible to apply for Captain, Fire Investigations.

6.3) Notification

The call to participate in the promotional process shall be posted in the work locations six
(6) months prior to the written examination date where practicable. An applicant must
personally submit the application to compete at least two (2) months prior to the written
examination date at which time they shall receive support materials as necessary and the
required terms of reference, citing study materials. The Oral and Practical exams, if
required, will be scheduled after the written exam is completed.

The Oral and Practical components of the competition, if required, will be completed within
one hundred and twenty (120) calendar days after the written examination is completed.

Subject to operational requirements, applicants scheduled to be on duty at the time of the
written examination, oral, or practical components, will receive time off. If a substitute is
required, the individual will have to arrange for one for the day of the exam. The substitute
shall be paid their regular rate for the shift by the City, or shall receive an alternate day off.
The alternate day off shall be selected first from the open time within their group, then from
open time within their division.

6.4) Examination and Passing Grade

The written examination will normally be held for all eligible applicants on the same day,
subject to operational requirements. Applicants must achieve at least 75% in the written
examination to qualify to participate in the Oral and Practical components of the
competition, if applicable, and achieve 75% overall.

To qualify for placement on the Promotional List, applicants must achieve 70% in each of
the Oral and Practical components, if applicable. Applicants who fail any one of the
minimum percentages specified above will not be placed on the Promotional List. For those
who qualify for hire to a Captain, Fire Investigations position, all the marks shall be
calculated into a final mark based on the weightings below.

In a three component process the weightings will be as follows:

€) Written Examination 50%
(b) Oral 30%
(c) Practical 20%

In each of the components the final component marks will be rounded to the nearest whole
number (up or down) for purposes of determining pass/fail. The actual, not rounded, final
component marks will be totaled to reach an aggregate mark. The aggregate mark will be
rounded to the nearest whole number (up or down) to determine pass/fail.

An Association representative may be present as an observer during the written
examinations and Oral and Practical components. The representative shall have no role in
the process and their absence shall not delay any examination or component.

6.5) Placement on the Promotional List — List Type “B”

The Promotional List will be in place for two (2) years from its implementation. Placement

on the promotional list shall be determined by length of service, with the longest service
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receiving the highest placement on the list. Where two (2) or more have the same length of
service, the overall mark shall determine placement. If the mark is the same, a draw will be
held to determine the order of placement.

Fire fighters who had been deemed qualified and placed on the promational list will not be
required to re-qualify and will be placed on subsequent lists in accordance with their length
of service.

6.6) Promotion to Captain

Promotion to the next permanent vacancy of Captain in the Division will be based on the
Promotional List.

6.7) Probation following Promotion to Captain
All employees joining the Investigation Unit shall be on probation for the equivalent of six
(6) working months during which their performance shall be evaluated. If an employee's
performance is unsatisfactory, they shall be placed back to the position they held prior to
joining the Unit. During this six-month period if the employee or employer is not satisfied then
they will be returned to their previous division with no impact on service and seniority within
that division.

After the six (6) month period members wishing to transfer will do so utilizing Division transfer
language.

6.8) Certification following Promotion to Captain
During their first two (2) years within the Investigations Division, a Captain, Fire Investigations
must successfully complete the following courses/programs and become certified in all of the
following areas:
a) NFPA 1033: Standard for Professional Qualifications for Fire Investigator
b) NFPA 1031 Level 1: Standard for Professional Qualifications for Fire Inspector
c) NFPA 1035 Level 1: Standard on Fire and Life Safety Educator, Public Information
Officer, Youth Firesetter Intervention Specialist and Youth Firesetter Program Manager
Professional Qualifications
d) Certified for Ontario Building Code Identification Number:
* General Legal
 Fire Protection
e) Ontario Fire College -Ontario Fire Code Certification:
e Part2&6
* Part9
» Court Room Procedures
+ Part3& 5
* Part4
f) NFPA Standard 1041 for Fire Service Instructor Professional Qualifications.

7 District Chief, Fire Investigations Division

7.1) Initiation of Promotional Process

A promotional process for District Chief will be initiated once the number of non-designated
gualified actors on the promotional list reaches one (1) or lower. Notwithstanding the above,
the Employer may initiate the promotional process sooner upon consultation with the
Association.

7.2) Eligibility Requirements

To be eligible to participate in the District Chief promotional process e mployees must
meet all of the following eligibility criteria:
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(@) Minimum of two (2) years of service as Captain within the Investigations
Division.

The last two (2) years of service immediately prior to the initiation of the
District Chief promotional process must have been completed in the
Investigations Division performing as a Captain, Fire Investigations.

(b) Successful completion and certification of all the following courses/programs
and following areas, which must be completed within two (2) years of becoming a
Captain:

a) NFPA 1033
b) NFPA 1031 Level 1
c¢) NFPA 1035 Level 1
d) Certified for Ontario Building Code Identification Number:
e General Legal
e Fire Protection
e) Ontario Fire College — Ontario Fire Code Certification:
o Part2&6
e Part9
e Court Room Procedures
e Part3&5
e Part4
f) NFPA Standard 1041 Level 1

7.3) Components of the DC Promotional Process

The promotional process for District Chief is comprised of three (3) main components:

a) TFS Written Exam
b) Oral and/or Practical as determined by TFS
c¢) Successful completion of pre-promotional assessments

The oral and/or practical components will measure skill sets appropriate to the position of
District Chief, which may include but are not limited to:

e Job Related Scenarios
e Administrative skills
¢ Human Resources and interpersonal skills

All scenarios will be drawn from the material which has been deemed relevant to the District
Chiefs position.

7.4) Successfully Completing the Promotional Process

The written examination will normally be held for all eligible applicants on the same day,
subject to operational requirements. Applicants must achieve at least 75% in the written
examination to qualify to participate in the Oral and/or Practical components of the
competition, if applicable, and achieve 75% overall.

To qualify for placement on the Promotional List, applicants must achieve 70% in each of
the Oral and Practical components, where applicable. Applicants who fail any one of the
minimum percentages specified above will not be placed on the Promotional List.

For those who qualify for placement on the Promotional List, all the marks shall be
calculated into a final mark based on the weightings below.
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In a three component process the weightings will be as follows:

(a) Written Examination 50%
(b) Oral 30%
(c) Practical 20%

In a two component process the weightings will be as follows:

€) Written Examination 70%
(b) Oral or Practical 30%

In each of the components the final component marks will be rounded to the nearest whole
number (up or down) for purposes of determining pass/fail. The actual, not rounded, final
component marks will be totaled to reach an aggregate mark. The aggregate mark will be
rounded to the nearest whole number (up or down) to determine pass/fail.

An Association representative may be present as an observer during the written
examinations and Oral and Practical components. The representative shall have no role in
the process and their absence shall not delay any examination or component.

7.5) Placements on the District Chief's Promotional List A

For those candidates who successfully complete components (a), (b) and (c) in a three
component process OR (a) and (b) in a two component process of the promotional
process, the marks from each component (a), (b) and (c) OR from each component (a) and
(b) shall be calculated into a final overall mark as follows:

Step 1: The actual (not rounded) final mark for each of the two (2) or three (3) components
is determined.

Step 2: The following weightings are applied for each of the two (2) or three (3) components
(not rounded) final marks, as applicable.

In a three component process the weightings will be as follows:

(a) Written Examination 50%
(b) Oral 30%
(c) Practical 20%

In a two component process the weightings will be as follows:

(@) Written Examination 70%
(b) Oral or Practical 30%

Step 3:  After the above weightings (as applicable) have been applied, the sum of the three
marks in a three component process or the sum of the two marks in a two
component process is calculated.

Step 4: The results of step 3 is rounded to the nearest whole number (up or down) to arrive
at the overall mark.

Step 5:  Only the top two (2) candidates will be placed on the promotional list.
For the purpose of placement position on the promotional list only, two (2)
additional marks will be added to their overall mark as in Step 4 for each completed
year of service as of the date of the TFS written exam. Partial years will be prorated
(1/12th of two (2) marks for each completed month) to arrive at the final overall
mark. These individuals will be placed on the list in order of their final overall mark,
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with the individual achieving the highest final overall mark being placed at the top of
the list.

In addition, candidates who did not stand in the top two (2) but have achieved an
overall mark of 90% or higher will be placed on the promotional list by adding two
(2) additional marks to their overall mark as in Step 4 for each completed year of
service as of the date of the TFS written exam. Partial years will be prorated (1/12th
of two (2) marks for each completed month) to arrive at the final overall mark.
These individuals will be placed on the list in order of their final overall mark, with
the individual achieving the highest final overall mark being placed at the top of this

group.
In case of tie:

In the event that two or more individuals have an identical final overall mark using
the method outlined above, then the order of the ranking will be determined as
follows;

(a) The most senior individual will be given the higher placement on the list.

(b) In the event that they have the same seniority, the person with the highest mark
in the skills evaluation component will be given the higher placement on the list.

(c) Inthe event that they have the same mark in the skills evaluation component,
then placement on the list will be determined by a draw conducted by
Management and witnessed by a representative of Local 3888.

7.6) Acting

The District Chief in the Fire Investigations Division shall have a Captain qualified to act in the
capacity of a District Chief assigned to them. The Captain shall cover the “regular acting role”
when the permanent District Chief is absent. An Acting District Chief shall be assigned to
each shift.

Other acting roles will be filled by using the Promotional List to identify the highest standing
actor who is at work and available.

Captains must successfully complete the District Chief promotional process to be eligible to
act as a District Chief. Captains who are not qualified to act as District Chiefs shall not act as
District Chiefs.

Captains qualified to act in the capacity of District Chief will be assigned to a specific District
Chief according to their standing on the Promotional List. Only when an acting role cannot be
filled by the Captain's identified above will other acting roles be assigned. Selection shall be
made using the promotional list to identify the actor with the highest standing who is at work
and available within the division.

Employees on unpaid leave of absence including Firefighter Exchange Program of greater
than thirty days at the time the regular acting role becomes available will not be placed until
the next vacancy, following their return to regular operations duties. In the interim they shall
maintain their position on the Acting List.

This does not apply to employees on leaves of absence due to a recognized disability or in
accordance with Pregnancy/Parental Leave provided for in Article 23.

This does not apply to employees on approved Leaves of Absence as of June 26, 2013.
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7.7) Pre-Promotional Assessments

The Employer shall make available appropriate training to allow the individual to obtain the
necessary skills to succeed.

Promotion to the next permanent vacancy of District Chief in Operations will be based on the
Promotional List, provided the employee has performed satisfactorily in a regular acting role
for a period of at least eighteen (18) months immediately prior to promotion. All employees
acting as District Chief shall have their performance formally evaluated annually.

Employees on unpaid leave of absence including Firefighter Exchange Program of greater
than thirty (30) days at the time of the Promotion opportunity will not be promoted until the
next vacancy, following their return to regular operations duties. In the interim, they shall
maintain their position at the top of the Promotional List and upon their return to the workplace
will receive the Captain's rate of pay for any period of retraining. The candidate's promotional
date will be backdated to the date they would have been promoted had the employee been in
the workplace for future promotional opportunities only. This does not apply to Leave of
Absences due to a recognized disability or in accordance with Pregnancy/Parental Leave
provided for in Article 23.

For employees that have been designated as actors for a minimum of three (3) years prior to
being absent from the workplace:

Where the employee has been absent from the workplace for one (1) year or greater
continuously immediately prior to promotion, the following will apply:

a) They will be retrained and must successfully demonstrate competency to the Acting
District Chief Performance Assessment,

b) They must have had a satisfactory assessment in the last eighteen (18) months
immediately prior to their promotion while in the workplace (this does not need to be
continuous), and

¢) Once the employee has achieved a), they will be promoted and receive the District Chief's
rate of pay and promotional date backdated to the day they would have normally been
promoted.

For Employees that have been designated as actors for less than three (3) years prior to
being absent from the workplace:

Where the employee has been absent from the workplace for one (1) year or greater
continuously immediately prior to promotion, the following will apply:

a) They will be retrained and must successfully demonstrate competency to the Acting
District Chief Performance Assessment,

b) They must successfully complete a post promotional assessment of eighteen (18)
months, and for any deficiencies that have been identified they will have an additional
eighteen (18) months of support to rectify. At any time that circumstances warrant, any
party can bring the matter to the attention of Labour Management.

¢) Once the employee has achieved a), they will be promoted and receive the District Chief's

rate of pay and promotional date backdated to the day they would have normally been
promoted.
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7.8) Promotion to full District Chief

Promotion to the next permanent vacancy of District Chief in the Division will be based on
the Promotional List provided there has been satisfactory performance in an acting role. All
employees acting as District Chief shall have their performance formally evaluated annually.

18.04 TRAINING AND TECHNICAL OPERATIONS

1 Captain

1.1) Frequency

A competition will be initiated when a vacancy occurs, or is likely to occur, and: no list is in
effect; the list is likely to be exhausted; or the list has expired. All candidates who receive a
passing grade will be placed on a promotional list which will be in effect for two (2) years
from its implementation, which will be either the day following the date the previous list
expires or completion of the competition.

1.2) Eliqibility

Eligibility to participate in the promotional process in the Training and Technical Operations
Division shall be in accordance with the following criteria:

a) atleast five (5) years as a First Class Fire Fighter; and

b) successful completion of, or enrolment in, relevant Ontario Fire College Courses, or
equivalent, and relevant supplementary courses as may be determined by the Fire
Chief acting reasonably, upon consultation with the Association. It is understood and
agreed that "enrolment” for the purposes of this clause must result in successful
completion of the Program(s).

1.3) Notification

The call to participate in the promotional process shall be posted in the work locations six
(6) months prior to the written examination date where practicable. An applicant must
personally submit the application to compete at least two (2) months prior to the written
examination date at which time they shall receive support materials as necessary and the
required terms of reference, citing study materials. The Oral and Practical exams, if
required, will be scheduled after the written exam is completed.

The Oral and Practical components of the competition, if required, will be completed within
one hundred and twenty (120) calendar days after the written examination is completed.

Subject to operational requirements, applicants scheduled to be on duty at the time of the
written examination, oral, or practical components, will receive time off. If a substitute is
required, the individual will have to arrange for one for the day of the exam. The substitute
shall be paid their regular rate for the shift by the City, or shall receive an alternate day off.
The alternate day off shall be selected first from the open time within their group, then from
open time within their division.

1.4) Examination and Passing Grade

The written examination will normally be held for all eligible applicants on the same day,
subject to operational requirements. Applicants must achieve at least 75% in the written
examination to qualify to participate in the Oral and Practical components of the
competition, if applicable, and achieve 75% overall.
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To qualify for placement on the Promotional List, applicants must achieve 70% in each of
the Oral and Practical components, if applicable. Applicants who fail any one of the
minimum percentages specified above will not be placed on the Promotional List.

For those who qualify for placement on the Promotional List, all the marks shall be
calculated into a final mark based on the weightings below.

In a three component process the weightings will be as follows:

0] Written Examination 50%
(i) Oral 30%
(iii) Practical 20%

In each of the components the final component marks will be rounded to the nearest whole
number (up or down) for purposes of determining pass/fail. The actual, not rounded, final
component marks will be totalled to reach an aggregate mark. The aggregate mark will be
rounded to the nearest whole number (up or down) to determine pass/fail.

An Association representative may be present as an observer during the written
examinations and Oral and Practical components. The representative shall have no role in
the process and their absence shall not delay any examination or component.

1.5) Placement on the Promotional List — List Type “B”

The Promotional List will be in place for two (2) years from its implementation. Placement
on the promotional list shall be determined by length of service, with the longest service
receiving the highest placement on the list. Where two (2) or more have the same length of
service, the overall mark shall determine placement. If the mark is the same, a draw will be
held to determine the order of placement.

Fire fighters who had been deemed qualified and placed on the promotional list will not be
required to re-qualify and will be placed on subsequent lists in accordance with the
employee's length of service.

1.6) Promotion to Captain
Promotion to the next permanent vacancy of Captain in the Division will be based on the
Promotional List.

2 District Chief

2.1) Frequency
A competition for the rank of District Chief will commence when it is likely that a promotional

list will be exhausted. The Chief may initiate a competition pursuant to the provisions set
out below.

2.2) Eligibility for District Chief

Eligibility to participate in the promotional process for District Chief shall be in accordance
with the following criteria:

a) a minimum three (3) years of service as a permanent Captain within the Division; and

b) successful completion of, or enrolment in, relevant Ontario Fire College Courses, or
equivalent, and relevant supplementary courses as may be determined by the Fire
Chief acting reasonably, upon consultation with the Association. It is understood and
agreed that "enrolment" for the purposes of this clause must result in successful
completion of the Program(s).
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2.3) Notification

The call to participate in the promotional process shall be posted in the work locations six
(6) months prior to the written examination date where practicable. An applicant must
personally submit the application to compete at least two (2) months prior to the written
examination date at which time they shall receive support materials as necessary and the
required terms of reference, citing study materials. The Oral and Practical exams, if
required, will be scheduled after the written exam is completed.

The Oral and Practical components of the competition, if required, will be completed within
one hundred and twenty (120) calendar days after the written examination is completed.

Subject to operational requirements, applicants scheduled to be on duty at the time of the
written examination, oral, or practical components, will receive time off. If a substitute is
required, the individual will have to arrange for one for the day of the exam. The substitute
shall be paid their regular rate for the shift by the City, or shall receive an alternate day off.
The alternate day off shall be selected first from the open time within their group, then from
open time within their division.

2.4) Examination and Passing Grade

The written examination will normally be held for all eligible applicants on the same day,
subject to operational requirements. Applicants must achieve at least 75% in the written
examination to qualify to participate in the Oral and Practical components of the
competition, if applicable, and achieve 75% overall.

To qualify for placement on the Promotional List, applicants must achieve 70% in each of
the Oral and Practical components, where applicable. Applicants who fail any one of the
minimum percentages specified above will not be placed on the Promotional List.

For those who qualify for placement on the Promotional List, all the marks shall be
calculated into a final mark based on the weightings below.

In a three component process the weightings will be as follows:

0) Written Examination 50%
(i) Oral 30%
(iii) Practical 20%

In a two component process the weightings will be as follows:

0] Written Examination 70%
(i) Oral or Practical 30%

In each of the components the final component marks will be rounded to the nearest whole
number (up or down) for purposes of determining pass/fail. The actual, not rounded, final
component marks will be totalled to reach an aggregate mark. The aggregate mark will be
rounded to the nearest whole number (up or down) to determine pass/fail.

An Association representative may be present as an observer during the written
examinations and Oral and Practical components. The representative shall have no role in
the process and their absence shall not delay any examination or component.

2.5) Placement on the Promotional List — List Type “A”

Placement on the promotional list shall be determined by length of service, with the longest
service receiving the highest placement in the group. Where two (2) or more have the
same length of service the overall mark shall determine placement. If the mark is the same,

a draw will be held to determine the order of placement.
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2.6) Acting
All District Chiefs in the Training and Technical Operations Division shall have a Captain
gualified to act in the capacity of a District Chief assigned to them. These Captains shall
cover “regular acting roles” when the permanent District Chief is absent.

Other acting roles will be filled by using the Promotional List to identify the highest standing
actor who is at work and available.

2.7) Re-qualification

An employee on the Promotional List who is not assigned a “regular acting role” as defined
under “Acting”, shall be required to re-qualify every three (3) years to maintain their
placement on the promotional list by successful completion of a refresher package.

2.8) Promotion to District Chief

Promotion to the next permanent vacancy of District Chief in the Division will be based on
the Promotional List provided there has been satisfactory performance in an acting role. All
employees acting as District Chief shall have their performance formally evaluated annually.

18.05 STAFF SERVICES DIVISION

RECRUITMENT/OUTREACH SECTION AND PUBLIC INFORMATION SECTION

1 Captain
1.1) Frequency

A competition will be initiated when a vacancy occurs, or is likely to occur, and: no list is in
effect; the list is likely to be exhausted; or the list has expired. All candidates who receive a
passing grade will be placed on a promotional list which will be in effect for two years from
its implementation, which will be either the day following the date the previous list expires or
completion of the competition.

1.2) Eligibility

Eligibility to participate in the promotional process in the Recruitment/Outreach and Public
Information sections shall be in accordance with the following criteria:

a) atleast five (5) years as a First Class Fire Fighter; and

b) successful completion of, or enrolment in, relevant Ontario Fire College Courses, or
equivalent, and relevant supplementary courses as may be determined by the Fire
Chief acting reasonably, upon consultation with the Association. It is understood and
agreed that "enrolment" for the purposes of this clause must result in successful
completion of the Program(s).

1.3) Notification

The call to participate in the promotional process shall be posted in the work locations six
(6) months prior to the written examination date where practicable. An applicant must
personally submit the application to compete at least two (2) months prior to the written
examination date at which time they shall receive support materials as necessary and the
required terms of reference, citing study materials. The Oral and Practical exams, if
required, will be scheduled after the written exam is completed.
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The Oral and Practical components of the competition, if required, will be completed within
one hundred and twenty (120) calendar days after the written examination is completed.

Subject to operational requirements, applicants scheduled to be on duty at the time of the
written examination, oral, or practical components, will receive time off. If a substitute is
required, the individual will have to arrange for one for the day of the exam. The substitute
shall be paid their regular rate for the shift by the City, or shall receive an alternate day off.
The alternate day off shall be selected first from the open time within their group, then from
open time within their division.

1.4) Examination and Passing Grade

The written examination will normally be held for all eligible applicants on the same day,
subject to operational requirements. Applicants must achieve at least 75% in the written
examination to qualify to participate in the Oral and Practical components of the
competition, if applicable, and achieve 75% overall.

To qualify for placement on the Promotional List, applicants must achieve 70% in each of
the Oral and Practical components, if applicable. Applicants who fail any one of the
minimum percentages specified above will not be placed on the Promotional List.

For those who qualify for placement on the Promotional List, all the marks shall be
calculated into a final mark based on the weightings below.

In a three component process, the weightings will be as follows:

() Written Examination 50%
(ii) Oral 30%
(i) Practical 20%

In each of the components the final component marks will be rounded to the nearest whole
number (up or down) for purposes of determining pass/fail. The actual, not rounded, final
component marks will be totalled to reach an aggregate mark.

The aggregate mark will be rounded to the nearest whole number (up or down) to
determine pass/fail.

An Association representative may be present as an observer during the written
examinations and Oral and Practical components. The representative shall have no role in
the process and their absence shall not delay any examination or component.

1.5) Placement on the Promotional List — List Type “B”

The Promotional List will be in place for two years from its implementation. Placement on
the promotional list shall be determined by length of service, with the longest service
receiving the highest placement on the list. Where two (2) or more have the same length of
service, the overall mark shall determine placement. If the mark is the same, a draw will be
held to determine the order of placement.

1.6) Promotion to Captain

Promotion to the next permanent vacancy of Captain in the Division will be based on the
Promotional List.
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2 District Chief

2.1) Frequency

A competition for the rank of District Chief in each section will commence when it is likely
that a promotional list will be exhausted. The Chief may initiate a competition pursuant to
the provisions set out below.

2.2) Eligibility

Eligibility to participate in the promotional process for District Chief shall be in accordance
with the following criteria:

(&) a minimum three (3) years of service as a permanent Captain within the section; and

(b) successful completion of, or enrolment in, relevant Ontario Fire College Courses, or
equivalent, and relevant supplementary courses as may be determined by the Fire
Chief acting reasonably, upon consultation with the Association. It is understood and
agreed that "enrolment" for the purposes of this clause must result in successful
completion of the Program(s).

2.3) Notification

The call to participate in the promotional process shall be posted in the work locations six
(6) months prior to the written examination date where practicable. An applicant must
personally submit the application to compete at least two (2) months prior to the written
examination date at which time they shall receive support materials as necessary and the
required terms of reference, citing study materials. The Oral and Practical exams, if
required, will be scheduled after the written exam is completed.

The Oral and Practical components of the competition, if required, will be completed within
one hundred and twenty (120) calendar days after the written examination is completed.

Subject to operational requirements, applicants scheduled to be on duty at the time of the
written examination, oral, or practical components, will receive time off. If a substitute is
required, the individual will have to arrange for one for the day of the exam. The substitute
shall be paid their regular rate for the shift by the City, or shall receive an alternate day off.
The alternate day off shall be selected first from the open time within their group, then from
open time within their division.

2.4) Examination and Passing Grade

The written examination will normally be held for all eligible applicants on the same day,
subject to operational requirements. Applicants must achieve at least 75% in the written
examination to qualify to participate in the Oral and Practical components of the
competition, if applicable, and achieve 75% overall.

To qualify for placement on the Promotional List, applicants must achieve 70% in each of
the Oral and Practical components, where applicable. Applicants who fail any one of the
minimum percentages specified above will not be placed on the Promotional List.

For those who qualify for placement on the Promotional List, all the marks shall be
calculated into a final mark based on the weightings below.

In a three component process the weightings will be as follows:

0) Written Examination 50%
(i) Oral 30%
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(iii) Practical 20%
In a two component process the weightings will be as follows:

0] Written Examination 70%
(i) Oral or Practical 30%

In each of the components the final component marks will be rounded to the nearest whole
number (up or down) for purposes of determining pass/fail. The actual, not rounded, final
component marks will be totalled to reach an aggregate mark. The aggregate mark will be
rounded to the nearest whole number (up or down) to determine pass/fail.

An Association representative may be present as an observer during the written
examinations and Oral and Practical components. The representative shall have no role in
the process and their absence shall not delay any examination or component.

2.5) Placement on the Promotional List — List Type “A”

Placement on the promotional list shall be determined by length of service, with the longest
service receiving the highest placement in the group. Where two or more have the same
length of service the overall mark shall determine placement. If the mark is the same, a
draw will be held to determine the order of placement.

2.6) Acting
All District Chiefs in Recruitment/Outreach and Public Information sections shall have a
Captain qualified to act in the capacity of a District Chief assigned to them. These Captains
shall cover “regular acting roles” when the permanent District Chief is absent.

Other acting roles will be filled by using the Promotional List to identify the highest standing
actor who is at work and available.

2.7) Re-qualification

An employee on the Promotional List who is not assigned a “regular acting role” as defined
under “Acting”, shall be required to re-qualify every three (3) years to maintain their
placement on the promotional list by successful completion of a refresher package.

2.8) Promotion to District Chief

Promotion to the next permanent vacancy of District Chief in the section will be based on
the appropriate Promotional List provided there has been satisfactory performance in an
acting role. All employees acting as District Chief shall have their performance formally

evaluated annually.

3 QUARTERMASTER SECTION

3.1) Erequency
A competition for the rank of Captain will commence when it is likely that a promotional list

will be exhausted. The Fire Chief may initiate a competition pursuant to the provisions set
out below.

3.2) Eligibility for Captain

Eligibility to participate in the promotional process for Captain shall be in accordance with
the following criteria:
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(&) a minimum of five (5) years of service with the Toronto Fire Services as of December
31st on the year of the competition, with at least the last two (2) years being service
within the Section; and

(b) successful completion of, or enrolment in, relevant Ontario Fire College Courses, or
equivalent, and relevant supplementary courses as may be determined by the Fire
Chief acting reasonably, upon consultation with the Association. It is understood and
agreed that "enrolment” for the purposes of this clause must result in successful
completion of the Program(s).

3.3) Notification

The call to participate in the promotional process shall be posted in the work locations six
(6) months prior to the written examination date where practicable. An applicant must
personally submit the application to compete at least two (2) months prior to the written
examination date at which time they shall receive support materials as necessary and the
required terms of reference, citing study materials. The Oral and Practical exams, if
required, will be scheduled after the written exam is completed.

The Oral and Practical components of the competition, if required, will be completed within
one hundred and twenty (120) calendar days after the written examination is completed.

Subject to operational requirements, applicants scheduled to be on duty at the time of the
written examination, oral, or practical components, will receive time off. If a substitute is
required, the individual will have to arrange for one for the day of the exam. The substitute
shall be paid their regular rate for the shift by the City, or shall receive an alternate day off.
The alternate day off shall be selected first from the open time within their group, then from
open time within their division.

3.4) Examination and Passing Grade

The written examination will normally be held for all eligible applicants on the same day,
subject to operational requirements. Applicants must achieve at least 75% in the written
examination to qualify to participate in the Oral and Practical components of the
competition, if applicable, and achieve 75% overall.

To qualify for placement on the Promotional List, applicants must achieve 70% in each of
the Oral and Practical components, if applicable. Applicants who fail any one of the
minimum percentages specified above will not be placed on the Promotional List.

For those who qualify for placement on the Promotional List, all the marks shall be
calculated into a final mark based on the weightings below.

In a three component process the weightings will be as follows:

0) Written Examination 50%
(i) Oral 30%
(iii) Practical 20%

In a two component process the weightings will be as follows:

0] Written Examination 70%
(i) Oral or Practical 30%

In each of the components the final component marks will be rounded to the nearest whole
number (up or down) for purposes of determining pass/fail. The actual, not rounded, final
component marks will be totalled to reach an aggregate mark. The aggregate mark will be
rounded to the nearest whole number (up or down) to determine pass/fail.
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An Association representative may be present as an observer during the written
examinations and Oral and Practical components. The representative shall have no role in
the process and their absence shall not delay any examination or component.

3.5) Placement on the Promotional List — List Type “A”

Placement on the promotional list shall be determined by length of service, with the longest
service receiving the highest placement in the group. Where two or more have the same
length of service, the overall mark shall determine placement. If the mark is the same, a
draw will be held to determine the order of placement.

3.6) Acting

All Captains in the Quartermaster Section, who have fire fighters assigned to them, shall
have a First Class Fire Fighter qualified to act in the capacity of a Captain assigned to them.
These Fire Fighters shall cover “regular acting roles” when the permanent Captain is
absent.

Other acting roles will be filled by using the Promotional List to identify the highest standing
actor who is at work and available.

3.7) Re-qualification

An employee on the Promotional List who is not assigned a “regular acting role” as defined
under “Acting”, shall be required to re-qualify every three (3) years to maintain their
placement on the promotional list by successful completion of a refresher package.

3.8) Promotion to Captain

Promotion to the next permanent vacancy of Captain in the Section will be based on the
Promotional List, provided the employee has performed satisfactorily in an acting role. All
employees acting as Captain shall have their performance formally evaluated annually.

18.06 COMMUNICATIONS DIVISION (CALL CENTRE FOR CALL TAKING AND DISPATCH)

1 Captain
1.1) Frequency
Competition for the rank of Captain will commence when it is likely that a promotional list
will be exhausted. The Fire Chief may initiate a competition pursuant to the provisions set

out below.

1.2) Eligibility for Captain

Eligibility to participate in the promotional process for Captain shall be in accordance with
the following criteria:

(i) a minimum of five (5) years of service with the Toronto Fire Services as of December
31st on the year of the competition, with at least the last two (2) years being service
within the Division; and

(i) successful completion of, or enrolment in, relevant Ontario Fire College Courses, or
equivalent, and relevant supplementary courses as may be determined by the Fire Chief
acting reasonably, upon consultation with the Association. It is understood and agreed
that "enrolment" for the purposes of this clause must result in successful completion of
the Program(s).

1.3) Notification
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The call to participate in the promotional process shall be posted in the work locations six
(6) months prior to the written examination date where practicable. An applicant must
personally submit the application to compete at least two (2) months prior to the written
examination date at which time they shall receive support materials as necessary and the
required terms of reference, citing study materials. The Oral and Practical exams, if
required, will be scheduled after the written exam is completed.

The Oral and Practical components of the competition, if required, will be completed within
one hundred and twenty (120) calendar days after the written examination is completed.

Subject to operational requirements, applicants scheduled to be on duty at the time of the
written examination, oral, or practical components, will receive time off. If a substitute is
required, the individual will have to arrange for one for the day of the exam. The substitute
shall be paid their regular rate for the shift by the City, or shall receive an alternate day off.
The alternate day off shall be selected first from the open time within their group, then from
open time within their division.

1.4) Examination and Passing Grade

The written examination will normally be held for all eligible applicants on the same day,
subject to operational requirements. Applicants must achieve at least 75% in the written
examination to qualify to participate in the Oral and Practical components of the
competition, if applicable, and achieve 75% overall.

To qualify for placement on the Promotional List, applicants must achieve 70% in each of
the Oral and Practical components, if applicable. Applicants who fail any one of the
minimum percentages specified above will not be placed on the Promotional List.

For those who qualify for placement on the Promotional List, all the marks shall be
calculated into a final mark based on the weightings below.

In a three component process the weightings will be as follows:

0] Written Examination 50%
(i) Oral 30%
(iii) Practical 20%

In a two component process the weightings will be as follows:

0) Written Examination 70%
(i) Oral or Practical 30%

In each of the components the final component marks will be rounded to the nearest whole
number (up or down) for purposes of determining pass/fail. The actual, not rounded, final
component marks will be totalled to reach an aggregate mark. The aggregate mark will be
rounded to the nearest whole number (up or down) to determine pass/fail.

An Association representative may be present as an observer during the written
examinations and Oral and Practical components. The representative shall have no role in
the process and their absence shall not delay any examination or component.

1.5) Placement on the Promotional List — List Type “A”

Placement on the promotional list shall be determined by length of service, with the longest
service receiving the highest placement in the group. Where two or more have the same
length of service, the overall mark shall determine placement. If the mark is the same, a
draw will be held to determine the order of placement.
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1.6) Acting

All Captains in Communications Division, who have fire fighters assigned to them, shall
have a First Class Fire Fighter qualified to act in the capacity of a Captain assigned to them.
These Fire Fighters shall cover “regular acting roles” when the permanent Captain is
absent.

Other acting roles will be filled by using the Promotional List to identify the highest standing
actor who is at work and available.

1.7) Re-qualification

An employee on the Promotional List, who is not assigned a “regular acting role” as defined
under “Acting”, shall be required to re-qualify every three (3) years to maintain their
placement on the promotional list by successful completion of a refresher package.

1.8) Promotion to Captain

Promotion to the next permanent vacancy of Captain in the Division will be based on the
Promotional List, provided the employee has performed satisfactorily in an acting role. All
employees acting as Captain shall have their performance formally evaluated annually.

2 District Chief

2.1) Frequency

Competition for the rank of District Chief will commence when it is likely that a promotional
list will be exhausted. The Fire Chief may initiate a competition pursuant to the provisions
set out below.

2.2) Eligibility

Eligibility to participate in the promotional process for District Chief shall be in accordance
with the following criteria:

a) a minimum three (3) years of service as a permanent Captain within the Division;
and

b) successful completion of, or enrolment in, relevant Ontario Fire College courses, or
equivalent, and relevant supplementary courses as may be determined by the Fire
Chief acting reasonably, upon consultation with the Association. It is understood
and agreed that "enrolment" for the purposes of this clause must result in
successful completion of the Program(s).

2.3) Notification

The call to participate in the promotional process shall be posted in the work locations six
(6) months prior to the written examination date where practicable. An applicant must
personally submit the application to compete at least two (2) months prior to the written
examination date at which time they shall receive support materials as necessary and the
required terms of reference, citing study materials. The Oral and Practical exams, if
required, will be scheduled after the written exam is completed.

The Oral and Practical components of the competition, if required, will be completed within
one hundred and twenty (120) calendar days after the written examination is completed.

Subject to operational requirements, applicants scheduled to be on duty at the time of the

written examination, oral, or practical components, will receive time off. If a substitute is

required, the individual will have to arrange for one for the day of the exam. The substitute
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shall be paid their regular rate for the shift by the City, or shall receive an alternate day off.
The alternate day off shall be selected first from the open time within their group, then from
open time within their division.

2.4) Examination and Passing Grade

The written examination will normally be held for all eligible applicants on the same day,
subject to operational requirements. Applicants must achieve at least 75% in the written
examination to qualify to participate in the Oral and Practical components of the
competition, if applicable, and achieve 75% overall.

To qualify for placement on the Promotional List, applicants must achieve 70% in each of
the Oral and Practical components, where applicable. Applicants who fail any one of the
minimum percentages specified above will not be placed on the Promotion List.

For those who qualify for placement on the Promotional List, all the marks shall be
calculated into a final mark based on the weightings below.

In a three component process the weightings will be as follows:

0] Written Examination 50%
(ii) Oral 30%
(iii) Practical 20%

In a two component process the weightings will be as follows:

() Written Examination 70%
(ii) Oral or Practical 30%

In each of the components the final component marks will be rounded to the nearest whole
number (up or down) for purposes of determining pass/fail. The actual, not rounded, final
component marks will be totalled to reach an aggregate mark. The aggregate mark will be
rounded to the nearest whole number (up or down) to determine pass/fail.

An Association representative may be present as an observer during the written
examinations and Oral and Practical components. The representative shall have no role in
the process and their absence shall not delay any examination or component.

2.5) Placement on the Promotional List — List Type “A”

Placement on the promotional list shall be determined by length of service, with the longest
service receiving the highest placement in the group. Where two or more have the same
length of service the overall mark shall determine placement. If the mark is the same, a
draw will be held to determine the order of placement.

2.6) Acting
All District Chiefs in Communications Division shall have a Captain qualified to act in the
capacity of a District Chief assigned to them. These Captains shall cover “regular acting
roles” when the permanent District Chief is absent.

Other acting roles will be filled by using the Promotional List to identify the highest standing
actor who is at work and available.

2.7) Re-qualification

An employee on the Promotional List who is not assigned a “regular acting role” as defined
under “Acting”, shall be required to re-qualify every three (3) years to maintain their

placement on the promotional list by successful completion of a refresher package.
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2.8) Promotion to District Chief

Promotion to the next permanent vacancy of District Chief in the Division will be based on
the Promotional List provided there has been satisfactory performance in an acting role. All
employees acting as District Chief shall have their performance formally evaluated annually.

18.07 MECHANICAL/MAINTENANCE DIVISION

1 Captain
1.1) Frequency
A competition for the rank of Captain will commence when it is likely that a promotional list
will be exhausted. The Fire Chief may initiate a competition pursuant to the provisions set

out below.

1.2) Eligibility for Captain

Eligibility to participate in the promotional process for Captain shall be in accordance with
the following criteria:

(&) a minimum of five (5) years of service with the Toronto Fire Services as of December
31st on the year of the competition, with at least the last two (2) years working as a
licensed mechanic within the Division; and,

(b) successful completion of, or enrolment in, relevant Ontario Fire College Courses, or
equivalent, and relevant supplementary courses as may be determined by the Fire
Chief acting reasonably, upon consultation with the Association. It is understood and
agreed that "enrolment" for the purposes of this clause must result in successful
completion of the Program(s).

c) Marine Engineers are not eligible for this position. See Senior Marine Engineer below.
1.3) Notification

The call to participate in the promotional process shall be posted in the work locations six
(6) months prior to the written examination date where practicable. An applicant must
personally submit the application to compete at least two (2) months prior to the written
examination date at which time they shall receive support materials as necessary and the
required terms of reference, citing study materials. The Oral and Practical exams, if
required, will be scheduled after the written exam is completed.

The Oral and Practical components of the competition, if required, will be completed within
one hundred and twenty (120) calendar days after the written examination is completed.

Subject to operational requirements, applicants scheduled to be on duty at the time of the
written examination, oral, or practical components, will receive time off. If a substitute is
required, the individual will have to arrange for one for the day of the exam. The substitute
shall be paid their regular rate for the shift by the City, or shall receive an alternate day off.
The alternate day off shall be selected first from the open time within their group, then from
open time within their division.

1.4) Examination and Passing Grade

The written examination will normally be held for all eligible applicants on the same day,
subject to operational requirements. Applicants must achieve at least 75% in the written
examination to qualify to participate in the Oral and Practical components of the
competition, if applicable, and achieve 75% overall.
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To qualify for placement on the Promotional List, applicants must achieve 70% in each of
the Oral and Practical components, if applicable. Applicants who fail any one of the
minimum percentages specified above will not be placed on the Promotional List.

For those who qualify for placement on the Promotional List, all the marks shall be
calculated into a final mark based on the weightings below.

In a three component process the weightings will be as follows:

0] Written Examination 50%
(i) Oral 30%
(iii) Practical 20%

In a two component process the weightings will be as follows:

() Written Examination 70%
(ii) Oral or Practical 30%

In each of the components the final component marks will be rounded to the nearest whole
number (up or down) for purposes of determining pass/fail. The actual, not rounded, final
component marks will be totalled to reach an aggregate mark. The aggregate mark will be
rounded to the nearest whole number (up or down) to determine pass/fail.

An Association representative may be present as an observer during the written
examinations and Oral and Practical components. The representative shall have no role in
the process and their absence shall not delay any examination or component.

1.5) Placement on the Promotional List — List Type “A”

Placement on the promotional list shall be determined by length of service, with the longest
service receiving the highest placement in the group. Where two or more have the same
length of service, the overall mark shall determine placement. If the mark is the same, a
draw will be held to determine the order of placement.

1.6) Acting

All Captains in Mechanical/Maintenance Division, who have fire fighters assigned to them,
shall have a First Class Fire Fighter qualified to act in the capacity of a Captain assigned to
them. These Fire Fighters shall cover “regular acting roles” when the permanent Captain is
absent.

Other acting roles will be filled by using the Promotional List to identify the highest standing
actor who is at work and available.

1.7) Re-qualification

An employee on the Promotional List who is not assigned a “regular acting role” as defined
under “Acting”, shall be required to re-qualify every three (3) years to maintain their
placement on the promotional list by successful completion of a refresher package.

1.8) Promotion to Captain

Promotion to the next permanent vacancy of Captain in the Division will be based on the
Promotional List, provided the employee has performed satisfactorily in an acting role. All
employees acting as Captain shall have their performance formally evaluated annually.
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2 Senior Marine Engineer

2.1) Frequency

A competition for the rank of Senior Marine Engineer will commence when it is likely that a
vacancy will occur. The Fire Chief may initiate a competition pursuant to the provisions set
out below.

2.2) Eligibility

Eligibility to participate in the promotional process for Senior Marine Engineer shall be in
accordance with the following criteria:

(&) a minimum three (3) years of service as a permanent Marine Engineer; and

(b) successful completion of, or enrolment in, relevant courses as may be determined by
the Fire Chief acting reasonably, upon consultation with the Association. It is
understood and agreed that "enrolment” for the purposes of this clause must result in
successful completion of the Program(s).

2.3) Natification

The call to participate in the promotional process shall be posted in the work locations a
minimum of thirty (30) days prior to the examination date where practicable. An applicant
must personally submit the application to compete on or before 4:30 p.m. the closing date
of the posting.

Subject to operational requirements, applicants scheduled to be on duty at the time of the
examination will receive time off. If a substitute is required, the individual will have to
arrange for one for the day of the exam. The substitute shall be paid their regular rate for
the shift by the City, or shall receive an alternate day off. The alternate day off shall be
selected first from the open time within their group, then from open time within their division.

2.4) Examination and Passing Grade

The examination will normally be held for all eligible applicants on the same day, subject to
operational requirements. Applicants must achieve at least 75% in the examination to be
considered for the position.

2.5) Acting

There is no acting for the Senior Marine Engineer. The administrative duties of the position
will be covered by the Senior Marine Captain.

2.6) Promotion to Senior Marine Engineer

Promotion to Senior Marine Engineer will be to the successful candidate with the greatest
seniority.

3 District Chief

3.1) Frequency

A competition for the rank of District Chief will commence when it is likely that a promotional
list will be exhausted. The Fire Chief may initiate a competition pursuant to the provisions
set out below.
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3.2) Eligibility

Eligibility to participate in the promotional process for District Chief shall be in accordance
with the following criteria:

(&) a minimum three (3) years of service as a permanent Captain within the Division, and

(b) successful completion of, or enrolment in, relevant Ontario Fire College courses, or
equivalent, and relevant supplementary courses as may be determined by the Fire
Chief acting reasonably, upon consultation with the Association. It is understood and
agreed that "enrolment" for the purposes of this clause must result in successful
completion of the Program(s).

(c) The Senior Marine Engineer is not eligible for this position.
3.3) Notification

The call to participate in the promotional process shall be posted in the work locations six
(6) months prior to the written examination date where practicable. An applicant must
personally submit the application to compete at least two (2) months prior to the written
examination date at which time they shall receive support materials as necessary and the
required terms of reference, citing study materials. The Oral and Practical exams, if
required, will be scheduled after the written exam is completed.

The Oral and Practical components of the competition, if required, will be completed within
one hundred and twenty (120) calendar days after the written examination is completed.

Subject to operational requirements, applicants scheduled to be on duty at the time of the
written examination, oral, or practical components, will receive time off. If a substitute is
required, the individual will have to arrange for one for the day of the exam. The substitute
shall be paid their regular rate for the shift by the City, or shall receive an alternate day off.
The alternate day off shall be selected first from the open time within their group, then from
open time within their division.

3.4) Examination and Passing Grade

The written examination will normally be held for all eligible applicants on the same day,
subject to operational requirements. Applicants must achieve at least 75% in the written
examination to qualify to participate in the Oral and Practical components of the
competition, if applicable, and achieve 75% overall.

To qualify for placement on the Promotional List, applicants must achieve 70% in each of
the Oral and Practical components, where applicable. Applicants who fail any one of the
minimum percentages specified above will not be placed on the Promotional List.

For those who qualify for placement on the Promotional List, all the marks shall be
calculated into a final mark based on the weightings below.

In a three component process the weightings will be as follows:

0) Written Examination 50%
(i) Oral 30%
(iii) Practical 20%

In a two component process the weightings will be as follows:

0] Written Examination 70%
(i) Oral or Practical 30%
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In each of the components the final component marks will be rounded to the nearest whole
number (up or down) for purposes of determining pass/fail. The actual, not rounded, final
component marks will be totalled to reach an aggregate mark. The aggregate mark will be
rounded to the nearest whole number (up or down) to determine pass/fail.

An Association representative may be present as an observer during the written
examinations and Oral and Practical components. The representative shall have no role in
the process and their absence shall not delay any examination or component.

3.5) Placement on the Promotional List — List Type “A”

Placement on the promotional list shall be determined by length of service, with the longest
service receiving the highest placement in the group. Where two or more have the same
length of service the overall mark shall determine placement. If the mark is the same, a
draw will be held to determine the order of placement.

3.6) Acting
All District Chiefs in Mechanical/Maintenance Division shall have a Captain qualified to act
in the capacity of a District Chief assigned to them. These Captains shall cover “regular
acting roles” when the permanent District Chief is absent.

Other acting roles will be filled by using the Promotional List to identify the highest standing
actor who is at work and available.

3.7) Re-qualification

An employee on the Promotional List who is not assigned a “regular acting role” as defined
under “Acting”, shall be required to re-qualify every three (3) years to maintain their
placement on the promotional list by successful completion of a refresher package.

3.8) Promotion to District Chief

Promotion to the next permanent vacancy of District Chief in the Division will be based on
the Promotional List provided there has been satisfactory performance in an acting role. All
employees acting as District Chief shall have their performance formally evaluated annually.

18.08 TECHNOLOGY DIVISION

RADIO AND CAD/RMS SECTIONS

1 Captain — Radio Section

1.1) Frequency
A competition for the rank of Captain - Radio Section will commence when it is likely that a

promotional list will be exhausted. The Fire Chief may initiate a competition pursuant to the
provisions set out below.

1.2) Eligibility for Captain — Radio Section

Eligibility to participate in the promotional process for Captain shall be in accordance with
the following criteria:

(&) a minimum of five (5) years of service with the Toronto Fire Services as of December

31st on the year of the competition, with at least the last two (2) years being service
within the Section; and
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(b) successful completion of, or enrolment in, relevant Ontario Fire College Courses, or
equivalent, and relevant supplementary courses as may be determined by the Fire
Chief acting reasonably, upon consultation with the Association. It is understood and
agreed that "enrolment" for the purposes of this clause must result in successful
completion of the Program(s).

(c) All Captains will be expected to perform the normal functions of the other firefighters
within the section, as well as the supervisory duties regularly associated with the rank of
Captain.

(d) Where there is a requirement for on-call and overtime assignments, all Captains must
be qualified and available for, and participate in such assignments.  Candidates
unqualified for the on-call assignments will be provided with the opportunity to take the
required courses at the earliest available time and must be successful in acquiring the
necessary competencies to maintain their promotion. See On-call Requirements below.

1.3) Notification

The call to participate in the promotional process shall be posted in the work locations six
(6) months prior to the written examination date where practicable. An applicant must
personally submit the application to compete at least two (2) months prior to the written
examination date at which time they shall receive support materials as necessary and the
required terms of reference, citing study materials. The Oral and Practical exams, if
required, will be scheduled after the written exam is completed.

The Oral and Practical components of the competition, if required, will be completed within
one hundred and twenty (120) calendar days after the written examination is completed.

Subject to operational requirements, applicants scheduled to be on duty at the time of the
written examination, oral, or practical components, will receive time off. If a substitute is
required, the individual will have to arrange for one for the day of the exam. The substitute
shall be paid their regular rate for the shift by the City, or shall receive an alternate day off.
The alternate day off shall be selected first from the open time within their group, then from
open time within their division.

1.4) Examination and Passing Grade

The written examination will normally be held for all eligible applicants on the same day,
subject to operational requirements. Applicants must achieve at least 75% in the written
examination to qualify to participate in the Oral and Practical components of the
competition, if applicable, and achieve 75% overall.

To qualify for placement on the Promotional List, applicants must achieve 70% in each of
the Oral and Practical components, if applicable. Applicants who fail any one of the
minimum percentages specified above will not be placed on the Promotional List.

For those who qualify for placement on the Promotional List, all the marks shall be
calculated into a final mark based on the weightings below.

In a three component process the weightings will be as follows:

0] Written Examination 50%
(i) Oral 30%
(iii) Practical 20%

In a two component process the weightings will be as follows:

0) Written Examination 70%

(i) Oral or Practical 30%
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In each of the components the final component marks will be rounded to the nearest whole
number (up or down) for purposes of determining pass/fail. The actual, not rounded, final
component marks will be totalled to reach an aggregate mark. The aggregate mark will be
rounded to the nearest whole number (up or down) to determine pass/fail.

An Association representative may be present as an observer during the written
examinations and Oral and Practical components. The representative shall have no role in
the process and their absence shall not delay any examination or component.

1.5) Placement on the Promotional List — List Type “A”

Placement on the promotional list shall be determined by length of service, with the longest
service receiving the highest placement in the group. Where two or more have the same
length of service, the overall mark shall determine placement. If the mark is the same, a
draw will be held to determine the order of placement.

1.6) Acting
All Captains in the Radio Section, who have fire fighters assigned to them, shall have a First
Class Fire Fighter qualified to act in the capacity of a Captain assigned to them. These Fire
Fighters shall cover “regular acting roles” when the permanent Captain is absent.

Other acting roles will be filled by using the Promotional List to identify the highest standing
actor who is at work and available.

1.7) Re-gualification

An employee on the Promotional List who is not assigned a “regular acting role” as defined
under “Acting”, shall be required to re-qualify every three (3) years to maintain their
placement on the promotional list by successful completion of a refresher package.

1.8) Promotion to Captain — Radio Section

Promotion to the next permanent vacancy of Captain in the Section will be based on the
Promotional List, provided the employee has performed satisfactorily in an acting role. All
employees acting as Captain shall have their performance formally evaluated annually.

(i) Competencies Reguired to Be On Call - Radio

Core Competencies: Network Infrastructure and Control Systems, Radio Frequency Sub-
Systems, Subscriber Equipment

These courses will be made available to Radio Technicians through the system vendors or
other accredited course providers at the earliest possible opportunity. The core
competencies are limited to supporting the mission critical Communications systems.
Following completion of the courses, the technicians will be required to demonstrate their
knowledge and competency through a performance-based assessment with respect to the
systems.

The key demonstration of core competency will be the ability to effectively diagnose
significant failures within any part of the system or its constituent components and take
corrective action to restore functionality.

Once the skills have been successfully demonstrated, the technician will be immediately
eligible to be placed in the on-call rotation.
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2 Captain — CAD Section and RMS Section

2.1) Frequency

A separate competition for the rank of Captain — CAD and Captain — RMS will commence
when it is likely that the unit promotional list will be exhausted. The Fire Chief may initiate a
competition pursuant to the provisions set out below.

2.2) Eliqibility for Captain — CAD Section and RMS Section

Eligibility to participate in the promotional process for Captain shall be in accordance with
the following criteria:

(&) a minimum of five (5) years of service with the Toronto Fire Services as of December
31st on the year of the competition, with at least the last two (2) years being service
within the Unit; and

(b) successful completion of, or enrolment in, relevant Ontario Fire College Courses, or
equivalent, and relevant supplementary courses as may be determined by the Fire
Chief acting reasonably, upon consultation with the Association. It is understood and
agreed that "enrolment" for the purposes of this clause must result in successful
completion of the Program(s).

(c) All Captains will be expected to perform the normal functions of the other firefighters
within the section, as well as the supervisory duties regularly associated with the rank of
Captain.

(d) Where there is a requirement for on-call assignments, all Captains must be qualified
and available for, and participate in such assignments.

Candidates unqualified for the on-call assignments will be provided with the opportunity to
take the required courses at the earliest available time and must be successful in acquiring
the necessary competencies to maintain their promotion. See On-call Requirements below.

2.3) Notification

The call to participate in the promotional process shall be posted in the work locations six
(6) months prior to the written examination date where practicable. An applicant must
personally submit the application to compete at least two (2) months prior to the written
examination date at which time they shall receive support materials as necessary and the
required terms of reference, citing study materials. The Oral and Practical exams, if
required, will be scheduled after the written exam is completed.

The Oral and Practical components of the competition, if required, will be completed within
one hundred and twenty (120) calendar days after the written examination is completed.

Subject to operational requirements, applicants scheduled to be on duty at the time of the
written examination, oral, or practical components, will receive time off. If a substitute is
required, the individual will have to arrange for one for the day of the exam. The substitute
shall be paid their regular rate for the shift by the City, or shall receive an alternate day off.
The alternate day off shall be selected first from the open time within their group, then from
open time within their division.

2.4) Examination and Passing Grade

The written examination will normally be held for all eligible applicants on the same day,
subject to operational requirements. Applicants must achieve at least 75% in the written
examination to qualify to participate in the Oral and Practical components of the

competition, if applicable, and achieve 75% overall.
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To qualify for placement on the Unit Promotional List, applicants must achieve 70% in each
of the Oral and Practical components, if applicable. Applicants who fail any one of the
minimum percentages specified above will not be placed on the Unit Promotional List.

For those who qualify for placement on the Unit Promotional List, all the marks shall be
calculated into a final mark based on the weightings below.

In a three component process the weightings will be as follows:

0] Written Examination 50%
(ii) Oral 30%
(iii) Practical 20%

In a two component process the weightings will be as follows:

0] Written Examination 70%
(ii) Oral or Practical 30%

In each of the components the final component marks will be rounded to the nearest whole
number (up or down) for purposes of determining pass/fail. The actual, not rounded, final
component marks will be totalled to reach an aggregate mark. The aggregate mark will be
rounded to the nearest whole number (up or down) to determine pass/fail.

An Association representative may be present as an observer during the written
examinations and Oral and Practical components. The representative shall have no role in
the process and their absence shall not delay any examination or component.

2.5) Placement on the Unit Promotional List — List Type “A”

Placement on the Unit promotional list shall be determined by length of service, with the
longest service receiving the highest placement in the group. Where two or more have the
same length of service, the overall mark shall determine placement. If the mark is the
same, a draw will be held to determine the order of placement.

2.6) Acting

All Captains in the CAD and RMS Units, who have fire fighters assigned to them, shall have
a First Class Fire Fighter qualified to act in the capacity of a Captain assigned to them.
These Fire Fighters shall cover “regular acting roles” when the permanent Captain is
absent.

Other acting roles will be filled by using the Unit Promotional List to identify the highest
standing actor who is at work and available.

2.7) Re-qualification

An employee on the Unit Promotional List who is not assigned a “regular acting role” as
defined under “Acting”, shall be required to re-qualify every three (3) years to maintain their
placement on the Unit Promotional List by successful completion of a refresher package.

2.8) Promotion to Captain — CAD Section and RMS Section
Promotion to the next permanent vacancy of Captain in the Unit will be based on the Unit
Promotional List, provided the employee has performed satisfactorily in an acting role. All
employees acting as Captain shall have their performance formally evaluated annually.
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2.9) Competencies Required to Be On Call CAD/RMS

Core Competencies: System Administration, Database Administration,
Application Knowledge.

These courses will be made available to CAD/RMS technicians through the system vendors
at the earliest possible opportunity. The core competencies are limited to supporting the
mission critical Computer-aided dispatch and Fire RMS systems. Following completion of
the courses, the technicians will be required to demonstrate their knowledge and
competency through a performance-based assessment with respect to the systems.

The key demonstration of core competency will be the ability to restore either the CAD or
RMS system and all its constituent components to normal operations following an
unexpected, catastrophic failure.

Once the skills have been successfully demonstrated, the technician will be immediately
eligible to be placed in the on-call rotation.

3 District Chief - Radio Section

3.1) Frequency

A competition for the rank of District Chief will commence as required. The Chief may
initiate a competition pursuant to the provisions set out below.

3.2) Eligibility

Eligibility to participate in the promotional process for District Chief shall be in accordance
with the following criteria:

€) a minimum two (2) years of service within the Section;

(b) successful completion of, or enrolment in, relevant Ontario Fire College Courses, or
equivalent, and relevant supplementary courses as may be determined by the Fire
Chief acting reasonably, upon consultation with the Association. It is understood
and agreed that "enrolment" for the purposes of this clause must result in successful
completion of the courses;

(c) and must prove by resume that the candidate has:

(i) adegree in Engineering/Computer Science or equivalent*; or

(i) adiploma in Engineering Technology, or equivalent*; and

(i) experience in project management, wireless systems design and
implementation, and applications analysis; and

(iv) experience with Radio Communications Systems and knowledge of
specialized Radio Frequency (RF) software and various RF test equipment;
and

(d) other job requirements as may be determined by the Fire Chief acting reasonably,
upon consultation with the Association.

*Note: graduation from a recognized university with a degree in an appropriate engineering

discipline or field relevant to the position to be staffed or an acceptable combination of
education, training and/or experience.
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The following combination of education, training and/or experience may be used as an
acceptable alternative to the minimum post-secondary education:

Completion of post-secondary Electronics, Electrical, Telecommunications (minimum 2
years) program from a recognized educational institution with a minimum of 5 years of Radio
Systems experience (experience maintaining, developing or supporting radio
communications systems and/or technology infrastructure and/or experience in managing
radio technology systems projects).

Employees within the Radio Section will be provided with time off, access and enrolment in,
the necessary courses and/or training to maintain their current competencies and/or achieve
any new competencies or certifications required to maintain their eligibility as set out above.

3.3) Notification

Due to the specialized nature of the job, the competition will be simultaneously posted
internally and externally, with first consideration given to internal candidates. External
candidates will be selected only if no successful internal candidates are identified.

The call to participate in the promotional process shall be posted in the work locations and
externally a minimum of thirty (30) days prior to the examination date where practicable. An
applicant must personally submit their application and resume, to compete on or before 4:30
p.m. the closing date of the posting.

Subject to operational requirements, applicants scheduled to be on duty at the time of the
written examination, oral or practical components will be required to arrange for a substitute
for the day of the exam. The substitute shall be paid their regular rate for the hours worked
by the City, or shall receive alternate hours off. If conducted in the day a minimum 10-hours
off if conducted in the evening a minimum of 14-hours off.

3.4) Examination and Passing Grade

The interview will normally be held for all eligible applicants on the same day, subject to
operational requirements. To qualify for placement on the Promotional List, applicants must
achieve 75%.

An Association representative may be present as an observer during the interviews. The
representative shall have no role in the process and their absence shall not delay any
interview.

3.5) Placement on the Promotional List - List Type “C”

The Promotional List will be in place for two years from its implementation. Placement on
the promotional list shall be determined by:

(i) Captains within the section with the longest service receiving the highest placement
on the list;

(i) Fire Fighters within the section placed directly behind the captains with the longer
service receiving the higher placement;

(iii) all others will be placed behind the Fire Fighters in the section with the longer
service receiving the higher placement.

(iv) Where two or more have the same length of service, the overall mark shall

determine placement. If the mark is the same, a draw will be held to determine the
order of placement.
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3.6) Acting

The District Chief -Radio shall have a Captain qualified to act as District Chief when absent.
The Acting District Chief shall cover the regular duties when the permanent District Chief is
absent.

To become qualified to act as District Chief, Captains must enroll and successfully complete
the curriculum specified under the Transition to Supervisor Program offered by the City
within one year of becoming Captain. Captains who become qualified to act as District
Chiefs must still compete for a permanent District Chief position when it becomes available.

3.7) Promotion to District Chief — Radio Section

Promotion to the next permanent vacancy of District Chief in the Section will be based on the
Promotional List.

4 District Chief - CAD/RMS Sections

4.1) Frequency

A competition for the rank of District Chief will commence as required. The Chief may
initiate a competition pursuant to the provisions set out below.

4.2) Eligibility

Eligibility to participate in the promotional process for District Chief shall be in accordance
with the following criteria:

() a minimum two (2) years of service within the Section;

(i) successful completion of, or enrolment in, relevant Ontario Fire College Courses, or
equivalent, and relevant supplementary courses as may be determined by the Fire
Chief acting reasonably, upon consultation with the Association. It is understood
and agreed that "enrolment" for the purposes of this clause must result in successful
completion of the courses;

(iii) and must prove by resume that the candidate has:
1. adegree or diploma in Computer Science, Information Technology or equivalent*; or

2. experience in implementing and managing service delivery within a highly complex
technology support environment, including configuration administration and technical
support; and

3. knowledge of current communication protocols, network equipment and software and
system architecture; and

4. experience in the systems development life cycle, including requirement definition,
systems analysis and design, data modeling, programming, and implementation; and,

5. other job requirements as may be determined by the Fire Chief acting reasonably, upon
consultation with the Association.

*Note: graduation from a recognized university with a degree in an appropriate computer
science, information technology (IT), information management (IM) or another field relevant
to the position to be staffed or an acceptable combination of education, training and/or
experience.
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The following combination of education, training and/or experience may be used as an
acceptable alternative to the minimum post-secondary education:

Completion of post-secondary computer science or IT (minimum 2 years) program from a
recognized educational institution with 5 years of IT experience (experience maintaining,
developing or supporting information technology systems and/or technology infrastructure
and/or experience in managing information technology systems projects).

Employees within the CAD/RMS Section will be provided with time off, access and
enrolment in, the necessary courses and/or training to maintain their current competencies
and/or achieve any new competencies or certifications required to maintain their eligibility as
set out above.

4.3) Notification

Due to the specialized nature of the job, the competition will be simultaneously posted
internally and externally, with first consideration given to internal candidates. External
candidates will be selected only if no successful internal candidates are identified.

The call to participate in the promotional process shall be posted in the work locations and
externally a minimum of thirty (30) days prior to the examination date where practicable. An
applicant must personally submit their application and resume, to compete on or before 4:30
p.m. the closing date of the posting.

Subject to operational requirements, applicants scheduled to be on duty at the time of the
written examination, oral or practical components will be required to arrange for a substitute
for the day of the exam. The substitute shall be paid their regular rate for the hours worked
by the City, or shall receive alternate hours off. If conducted in the day a minimum 12 hours
off if conducted in the evening a minimum of 12 hours off.

4.4) Examination and Passing Grade

The interview will normally be held for all eligible applicants on the same day, subject to
operational requirements. To qualify for placement on the Promotional List, applicants must
achieve 75%.

An Association representative may be present as an observer during the interviews. The
representative shall have no role in the process and their absence shall not delay any
interview.

4.5) Placement on the Promotional List - List Type “C”

The Promotional List will be in place for two years from its implementation. Placement on
the promotional list shall be determined by:

(i) Captains within the section with the longest service receiving the highest placement on
the list;

(i) Fire Fighters within the section placed directly behind the captains with the longer
service receiving the higher placement;

(iii) all others will be placed behind the Fire Fighters in the section with the longer service
receiving the higher placement.

Where two or more have the same length of service, the overall mark shall determine
placement. If the mark is the same, a draw will be held to determine the order of placement.
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4.6) Acting

The District Chief —-CAD/RMS shall have a captain qualified to act as District Chief when
absent. The Acting District Chief shall cover the regular duties when the permanent District
Chief is absent.

To become qualified to act as District Chief, Captains must enroll and successfully complete
the curriculum specified under the Transition to Supervisor Program offered by the City
within one year of becoming Captain. Captains who become qualified to act as District
Chiefs must still compete for a permanent District Chief position when it becomes available.

4.7) Promotion to District Chief - CAD/RMS Sections

Promotion to the next permanent vacancy of District Chief in the Section will be based on the
Promotional List.

18.09 ANALYTICS AND DECISION SUPPORT DIVISION

1 Captain

1.1) Frequency

A competition for the rank of Captain will commence when it is likely that a promotional list
will be exhausted. The Fire Chief may initiate a competition pursuant to the provisions set
out below.

1.2) Eligibility for Captain

(@)

(b)

(€)

Eligibility to participate in the promotional process for Captain shall be in accordance with the
following criteria:

A minimum of five (5) years of service with the Toronto Fire Services as of December 31 on
the year of the competition, with at least two (2) years of service within Analytics and
Decision Support Division;

A minimum of two (2) years of experience with data/statistical analysis, records
management, or business analysis techniques, practices and tools within the past five (5)
years;

Successful completion of, or enrolment in, any relevant supplementary courses or an
equivalent as may be determined by the Fire Chief acting reasonably, upon consultation with
the Association; and

(d)*Hold post-secondary degree or diploma in a quantitative discipline pertinent to the role such

as mathematics, computer science, data science, geographical information systems, or
business or equivalent combination of education and relevant experience working with
Toronto Fire Services.

*The following combination of education, training and/or experience may be used as an
acceptable alternative to the minimum post-secondary requirement in 1.2) (d):

Years of Experience as an Analyst Minimum Educational Requirement
specializing in business intelligence,
data, GIS or business analysis

0 to less than 5 years Hold a post-secondary degree (minimum two (2)
years) in a discipline pertinent to the role such as
mathematics, data science, computer science,
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geographicalinformation systemsor business

5 or more years Must hold a post-secondary degree or diploma
(minimum two (2) years) in other discipline and
achieved training or professional certification in
fields of data science, statistics, business
intelligence, geographical information systems
or business

Or

Post-secondary  certificate  in  quantitative
discipline pertinent to the role such as data
science, artificial intelligence, statistics,
mathematics, computer science, geographical
Information systems or business.

1.3) Natification

The call to participate in the promotional process shall be posted in the work locations six (6)
months prior to the written examination date where practicable. An applicant must personally
submit the application to compete atleast two (2) months prior to the written examination date,
at which time the employee shall receive support materials as necessary and the required
terms of reference, citing study materials. The Oral and Practical exams, if required, will be
scheduled after the written exam is completed.

The Oral and Practical components of the competition, if required, will be completed within
one hundred and twenty (120) calendar days after the written examination is completed.

Subject to operational requirements, applicants scheduled to be on duty at the time of the
written examination, oral, or practical components, will receive time off. If a substitute is
required, the individual will have to arrange for one for the day of the exam. The substitute
shall be paid their regular rate for the shift by the City, or shall receive an alternate day off.
The alternate day off shall be selected first from the open time within their group, then from
open time within their division

In the event no internal candidates from Analytics and Decision Support Division are
eligible or successful, the position will be re-posted with eligibility expanded to anyone
within the Toronto Professional Fire Fighters Association meeting experience and
education eligibility requirements as defined above.

1.4) Examination and Passing Grade

The written examination will normally be held for all eligible applicants on the same day,
subject to operational requirements. Applicants must achieve at least 75% in the written
examination to qualify to participate in the Oral and Practical components of the
competition, if applicable, and achieve 75% overall.

To qualify for placement on the Promotional List, applicants must achieve 75% in each of
the Oral and Practical components, where applicable. Applicants who fail any one of the
minimum percentages specified above will not be placed on the Promotional List.

For those who qualify for placement on the Promotional List, all the marks shall be
calculated into a final mark based on the weightings below.

In a two component process the weightings will be as follows:
(i) Written Examination 40%

(i) Oral or Practical 60%
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In each of the components the final component marks will be rounded to the nearest whole
number (up or down) for purposes of determining pass/fail., The actual, not rounded, final
component marks will be totaled to reach an aggregate mark. The aggregate mark will be
rounded to the nearest whole number (up or down) to determine pass/fail.

An Association representative may be present as an observer during the written
examinations and Oral and Practical components. The representative shall have no role in
the process and the representative’s absence shall not delay any examination or
component.

1.5) Placement on the Promotional list - List Type "B"

For those who have achieved mark of 75% or greater, placement on the promotional list
will be determined according the following ranked seniority bands, from A to D, based on
highest score within each seniority band:

A: 20 years of service and higher
B: 15 up to 20 years of service
C: 10 up to 15 years of service
D: 5 up to 10 years of service

1.6) Acting

All Captain's in the Analytics and Decision Support Division who have Firefighters assigned
to them, shall have a First Class Firefighter from the Division qualified to act in the capacity
of a Captain assigned to them. These Firefighters shall cover the "regular acting role" when
the permanent Captain is absent.

Other acting roles will be filled by using the Promotional List to identify the highest standing
actor who is at work and available.

1.7) Promotion to Captain

2 District Chief

Promotion to the next permanent vacancy of Captain in the Analytics and Decision Support
will be based on the Promotional list, provided there has been satisfactory performance in
an acting role. All employees acting as Captain shall have their performance formally
evaluated annually.

All Captains will be expected to perform the normal functions of the other Firefighters within
the Division as well as the supervisory duties regularly associated with the rank of Captain.

2.1) Erequency

A competition for the rank of District Chief will commence as required. The Chief may
initiate a competition pursuant to the provisions set out below.

2.2) Eligibility for District Chief

Eligibility to participate in the promotional process for District Chief shall be in accordance
with the following criteria:

(&) Must be a Captain or qualified to act as a Captain within the Analytics and Decision

Support Division;
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(b) a minimum of four (4) years of experience with data/ statistical analysis, records
management, business analysis, quality improvement techniques, practices and tools
within the past five (5) years, which must be contained in employee's resume;

(c) successful completion of, or enrolment in, any relevant supplementary courses or an
equivalent as may be determined by the Fire Chief acting reasonably, upon consultation
with the Association; and

(d) *hold a bachelor's degree in a quantitative discipline pertinent to the role such as
mathematics, computer science, geographical information systems or equivalent
combination of education and relevant experience, which must be contained in employee's
resume.

*The following combination of education, training and/or experience may be used as an
acceptable alternative to the of minimum post-secondary requirement in 2.2 (d)

Years of Experience as an Minimum Educational Requirement
Analyst specializing in
business intelligence, data,
GIS or business analysis

Must hold a bachelor's degree in a discipline pertinent
to the role such as mathematics, computer science,
0 to less than 5 years geographical information systems.

Must hold post-secondary diploma (minimum two (2)
years) in a discipline pertinent to the role such as
mathematics, computer science, data science,
5 or more years geographical information systems.

Or

Holds a bachelor's degree in other discipline such as
business

2.3) Notification

The call to participate in the promotional process shall be posted in the work locations a
minimum of thirty (30) days prior to the interview. An applicant must personally submit the
application and resume to compete on or before 4:30 p.m. the closing date of the posting.

Subiject to operational requirements, applicants scheduled to be on duty at the time of the
Interview will receive time off. If a substitute is required, the individual will have to arrange
for one for the day of the assessment. The substitute shall be paid their regular rate for
the shift by the City, or shall receive an alternate day off. The alternate day off shall be
selected first from the open time within their group, then from open time within their
division.

2.4) Examination and Passing Grade

The interview will normally be held for all eligible applicants on the same day, subject to
operational requirements. To qualify for placement on the promotional list, applicants
must achieve an interview score of at least 75%.

An Association representative may be present as an observer during the interview. The

representative shall have no role in the process and the representative’s absence shall
not delay any examination or component.
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19.01

2.5) Placement on the Promotional List - List Type "B"

The Promotional List will be in place for two years from its implementation. For the
purpose of order of placement on the promotional list only, one (1) additional mark will
be added to the overall mark (interview score) for each completed year of service as of
the date of the job posting. Partial years will be prorated (1 /12th of a mark for each
completed month) to arrive at a final overall mark. Individuals will be placed on the list in
order of their final overall mark, with the individual achieving the highest final overall
mark at the top of the list.

In case of a Tie:
In the event that two (2) or more candidates have an identical final overall mark using the

method outlined above, then the order of the ranking for the tied candidates will be
determined as follows:

() The most senior individual will be given the higher placement on the list;

(i) Inthe event that they have the same seniority, the person with the highest overall
mark in the interview will be given the higher placement on the list; and,

(i) In the event that they have the same overall mark in the interview, then placement
on the list will be determined by a draw conducted by Management and witnessed
by a representative of Local 3888.

2.6) Acting

The District Chief in the Analytics and Decision Support Division shall have a Captain
qualified to act from within the Division in the capacity of a District Chief assigned to them.
The Captain shall cover the "regular acting roles" when the permanent District Chief is
absent.

Other acting roles will be filled by using the Promotional List to identify the highest
standing actor who is at work and available.

2.7) Promotion to District Chief

Promotion to the next permanent vacancy of District Chief in the Analytics and Decision
Support Division will be based on the Promotional List provided there has been
satisfactory performance in an acting role. All employees acting as District Chief shall have
their performance formally evaluated annually.

2.8) Consultation with the Association

Due to the specialized nature of the work, the parties agree that for any promotional
process outlined in Clause 18.09, should there be no successful internal candidates,
Toronto Fire Services shall meet with the Association to review the results prior to next
steps.

Article 19
ACTING RANK

Each employee who is required to act in the capacity of a higher rank shall be paid at the rate for
such higher rank while so acting. Acting employees that are required to act while working a duty
exchange as set out in Article 37.01(d) are not entitled to be paid at the higher rank; the acting
employee off on the duty exchange receives the acting pay.
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19.02 Where an employee of the City coming within the 3888 Unit is off duty as a result of an occupational
illness or accident incurred in the performance of their duties with TFS, and would have been the
first person entitled to act in a higher rank, such employee shall be paid at the higher rank for such
shifts they would have normally been acting in the higher rank until they return to duty.

20.01

Article 20
LAYOFF AND RECALL

(a) If there is a staff reduction by the City within the Local 3888 bargaining unit, employees shall be

(b)

(€)

(d)

(e)

(f)

(9)

laid off by Division, in reverse order of seniority provided that the remaining employees have the
skill, ability and qualifications to perform the work required.

The employee to be laid off from the Division shall have preference for any suitable vacant
position available at that time for which the employee is qualified. The City will provide the
employee who selects a vacant position with the opportunity to obtain training as may be
required to complement existing skills provided the training shall not exceed six (6) months.

If the employee does not take any suitable vacant position, the employee may be laid off
immediately or identify the lowest ranked position in another Division for which the employee is
immediately qualified, or for which they qualify for with a thirty (30) day familiarization, and in
which there is an employee with less seniority. The employee may bump from that identified
position the most junior employee. This employee shall be laid off from the City.

When an employee to be laid off under clause (c) is above the rank of 1%t class Fire Fighter, the
employee may identify the junior person in another Division holding the same rank for which the
employee is immediately qualified, or for which they qualify for with a thirty (30) day
familiarization period.

If the employee originally laid off from the Division is to be reduced in salary as a result of
selecting a suitable vacant position or bumping into a job, their salary earned immediately prior
to the layoff shall be maintained for up to thirty (30) months from the date of taking the suitable
vacant position or bumping. Thereafter, the employee shall be paid the salary of the position
occupied.

An employee reduced in rank due to lay-off, and who held the rank of 1%t class Fire Fighter or
better prior to lay-off, shall not, as a result of this provision, be reduced in rank below 1%t class
Fire Fighter.

Notwithstanding the promotion provisions of this Collective Agreement, an employee demoted
as a result of staff reductions shall be the first to be re-promoted to their previous position when
a vacancy occurs in that specific Division.

(h) An employee offered to be re-promoted and returned to their former position who refuses the

(i)

0

offer will then revert to the salary of the current position. The thirty (30) month salary protection
will cease and the employee will forfeit the right to recall.

Provided that no more than two (2) years have elapsed from the date of lay-off, such employees
shall be recalled to work in order of seniority provided they are qualified for the vacancy. The
City will provide the employee with the opportunity to obtain familiarization as may be required
to complement existing skills provided the familiarization does not exceed thirty (30) days.

Prior to actually laying off any employee(s), the Director of Employee Relations shall provide
written notice to the Association at least thirty (30) calendar days prior to the impending layoff(s)
and shall, if so requested, meet with the Union within ten (10) calendar days of such request to
discuss such layoff(s).
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21.01

@)

(b)

(©)

(d)

(e)

()

(@

(h)

0]

Article 21
BEREAVEMENT LEAVE

Each employee coming within the Local 3888 bargaining Unit who is absent from work
solely due to the death and funeral of their parent, child, sibling, spouse, including common
law spouse, step parent, step child, step sibling of such employee, will be compensated for
time so lost by the employee from their regular schedule by reason of such absence, at the
employee's regular rate of pay commencing no earlier than the day of the death and must
be completed within the seven (7) consecutive calendar day period following the death.

Provided that, if the funeral is not held within the seven (7) day period described above, the
employee may reserve one of the above bereavement days for the purpose of attending the
funeral, where the funeral falls on a regularly scheduled working day.

Each employee coming within the 3888 Unit who is absent from work solely due to the
death and funeral of the parent-in-law, sibling-in-law, child-in-law, grandparent, grandparent-
in-law, or grandchild of such employee, will be compensated for time so lost by the
employee from their regular schedule by reason of such absence, at the employee's regular
rate of pay up to a maximum of three (3) working days except for employees working the 24
hour shift, who will get up to a maximum of two (2) working days. Such leave may
commence no earlier than the day of death and must be completed within the seven (7)
consecutive calendar day period following the death.

Provided that, if the funeral is not held within the seven (7) day period described above, the
employee may reserve one (1) of the bereavement days above for the purpose of attending
the funeral, where the funeral falls on a regularly scheduled working day.

In the event an employee is required to travel more than 250 kilometres (one way) to attend
a funeral, one additional day of bereavement leave may be granted at the discretion of the
Fire Chief. The employee shall provide verification of such attendance satisfactory to the
Fire Chief, within five (5) calendar days after returning to work.

Each employee coming within the 3888 Unit may be granted one (1) bereavement day, if
needed, to attend the funeral of an aunt, uncle, niece or nephew of such employee or their
spouse. Employees may be required to furnish reasonable proof of attendance at the
funeral.

Notwithstanding the above paragraphs, where an employee suffers a bereavement leave
covered under paragraph (a) or (b) above during a period of scheduled vacation/lieu days,
the day(s) the employee would have been scheduled to work had they not been on
vacation/lieu days will be substituted with bereavement leave in accordance with the
provisions of this clause.

When vacation/lieu days are interrupted under (e) the vacation/lieu days displaced by
Bereavement Leave shall be rescheduled at a time mutually convenient to the employee
and the Chief, or their designate.

Upon request to the Fire Chief, up to six employees shall be permitted without loss of pay to
serve as pall bearers at the funeral of a fellow station employee.

An employee may be granted a leave of absence with pay, at the discretion of the Fire Chief
or their designate, where such leave is requested solely due to the death of persons other
than those specified above, or in other extenuating circumstances.

Immediately upon return to work the employee will submit a completed TFS form “Absent
Due to Bereavement” report to their Platoon Chief, or their designate.
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TORONTO FIRE SERVICES
ABSENCE DUE TO BEREAVEMENT REPORT

Employee Information

Name Personnel No. Platoon /Division
(Please Print)
(eg.123456)

Apparatus Stn./ Work Location

Radio Alia
(eg.P127, A336, R437)

Deceased Information

Name and Relationship:

Date of
Funeral:

Year Month Day

Location of
Funeral:

Address, City, Country

Shifts on
Berevement

Date Date Date

Employee's Signature Date
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22.01

22.02

Article 22
WITNESS SERVICE

Each employee of the City coming within the 3888 Unit who is subpoenaed to serve as a witness
in a court in a civil or criminal proceeding or who is subpoenaed to be in attendance at a
proceeding before the Workplace Safety and Insurance Board or the Workplace Safety and
Insurance Appeals Tribunal:

(@)

(b)

(©

(d)

shall be granted leave of absence for such purpose provided that upon completion of
witness service such employee shall present to the Chief of TFS a satisfactory certificate
showing the period of such service. If the employee is scheduled to work on the night
immediately preceding such attendance, the employee shall be granted leave of absence
from that scheduled shift. For clarity, employees working the 24 hour shift shall be granted
leave of absence for the last 12 hours of the shift on the night immediately preceding such
attendance.

shall be paid the employee’s full salary or wage for the period the employee was granted
leave of absence on account of such witness service provided that the employee shall
deposit with the Treasurer of the City the full amount of compensation received for such
service and an official receipt thereof; provided further that the "full amount of
compensation” referred to in this paragraph, shall not include any compensation received
for such witness service performed on any day that the employee would not otherwise be
scheduled to work nor shall it include any compensation received by such employee for
meal allowance or travelling expense; and

provided that if the employee would have been acting in a higher rank at the time of said
witness service, the employee shall be paid at the acting rate of pay.

Provided further that in the event the employee is released from witness service and there
are three (3) hours or more remaining in their shift, the employee shall contact their Platoon
Chief who will determine whether the employee must report for duty during that shift.

Each employee of the City coming within the 3888 Unit who is required to attend court as a
witness on a matter relating to the employee’s duties as a member of the Fire Services of the City:

@)

(b)

(©

shall be granted time off to attend such court when on duty. If the employee is acting in a
higher rank at the time of said witness service, the employee shall be paid at the acting rate
of pay. If the employee is scheduled to work on the night immediately preceding such
attendance, the employee shall be granted leave of absence from that scheduled shift. For
clarity, employees working the 24 hour shift shall be granted leave of absence for the last
12 hours of the shift on the night immediately preceding such attendance.

shall be compensated in accordance with Article 10, “Overtime”, when required to attend
during off duty hours.

shall, upon request, have the employee’s vacation time changed to witness duty leave in the
event the witness duty occurs during the employee's vacation period.

22.03 Retirees Attending Court

@)

Where a retired employee of the City is required to attend court as a withess on a matter
relating to the retiree’s duties as a member of the Fire Services of the City, they shall be
paid seventy-five dollars ($75.00) for such time in attendance.
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23.01

Article 23
PREGNANCY/PARENTAL LEAVE

Pregnancy/Parental Leave shall be provided as follows:

a)

b)

<)

d)

e)

f)

9)

h)

i)

ii)

Pregnancy/Parental Leave without pay shall be in accordance with Part XI of The
Employment Standards Act R.S.O. 2000, as amended.

For any employee who does not qualify under Part XI of the said Act, Pregnancy/Parental
Leave without pay, shall be at the discretion of the Chief, or their designate and, if granted,
shall be administered in accordance with the Act.

A request for an extension of Parental Leave may be granted at the discretion of the Chief,
or their designate.

Notwithstanding Article 34 “Benefits While on Lay-off or Leave of Absence” the City shall
provide the coverage and pay its share of the premiums for the benefits set out in Article 16
“Benefits” and shall pay its share of the pension contributions under Article 25 "Pensions”
for any pregnancy/parental leave taken pursuant to Clause 23.01(a) or 23.01(b).

Vacation entittement shall not be reduced as a result of any period of preghancy/parental
leave taken in accordance with 23.01(a) or 23.01(b).

Pregnancy and/or parental leave in accordance with Clause 23.01(a) or 23.01(b) shall not
involve any expense to the City, except as provided in sub-clauses (d), (e), (i) and (j) and as
provided in Article 8, “Wages and Salaries”.

For those employees who are granted a leave of absence in accordance with 23.01(a),
23.01(b) or 23.01(c) and have acquired seniority in accordance with Article 4 “Probationary
Period/Attaining Seniority”, seniority shall continue to accrue.

PROVIDED that this accrual of seniority shall not count toward the completion of the
probationary period for the purposes of assessment and termination as set out in Clauses
4.01 and 4.02, “Probationary Period/Attaining Seniority”.

Employees on pregnancy/parental leave in accordance with this article shall not accrue
credit for statutory holidays as set out in Article 13, when the statutory holiday falls within
the pregnancy /parental leave.

Payments During Pregnancy Leave

An employee who is eligible for pregnancy leave under Article 23.01(a) or an employee who
requests and is granted pregnancy leave under Article 23.01(b), shall be entitled, provided they
are in receipt of Employment Insurance benefits pursuant to Section 30 of the Employment
Insurance Act, S.C. 1996, c. 23, as amended, to the following Supplemental Employment
Benefits (SUB) payments while on pregnancy leave:

For the first two (2) weeks of the pregnancy leave, the employee receives no payments from
the City;

For the following fifteen (15) weeks of the pregnancy leave, the employee shall receive from
the City payments equal to the difference between seventy-five percent (75%) of their regular
rate and the sum of their weekly Employment Insurance benefits and any other earnings.

Employees are not entitled to Supplemental Unemployment Benefits (SUB) except for the

purpose of the supplementation of their unemployment insurance benefits for the period of
unemployment.
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i)

ii)

Payments in respect of guaranteed annual remuneration or in respect of deferred
remuneration or severance pay benefits are not reduced or increased by payments received
under this provision.

Payments During Parental Leave

An employee who is eligible for parental leave under Article 23.01(a) or who requests and is
granted parental leave under Article 23.01(b) shall be entitled, provided the employee is in
receipt of Employment Insurance benefits pursuant to the Employment Insurance Act, S.C.,
1996, c. 23, as amended, to the following Supplemental Employment Benefits (SUB) payments
while on parental leave:

For the first two (2) weeks of the parental leave, the employee receives no payments from the
City (where applicable).

For the remainder of such parental leave, the employee shall receive from the City payments
equal to the difference between seventy-five percent (75%) of the employee’s regular rate and
the sum of the employee's weekly Employment Insurance benefits and any other earnings.
Except that (i) does not apply in the case of an employee, or their spouse, who completes
their Pregnancy Leave and immediately commences Parental Leave.

Employees are not entitled to Supplemental Unemployment Benefits (SUB) except for the
purpose of the supplementation of their unemployment insurance benefits for the period of
unemployment.

Payments in respect of guaranteed annual remuneration or in respect of deferred
remuneration or severance pay benefits are not reduced or increased by payments received
under this provision.

23.02  In accordance with the Employment Standards Act, the Parental Leave of an employee who takes
a Pregnancy Leave, must begin when the Pregnancy Leave ends unless otherwise provided for
under the Act.

23.03  An employee who is granted an extension of parental leave in accordance with Article 23.01(c)
shall be responsible for paying in advance by post-dated cheque(s) the full premiums for the
insurance coverage referred to in Article 16 (Extended Health Care/Dental/Group Life and Long
Term Disability Insurance) for any period of such extension. Such employee shall be advised of
the cost of the applicable benefits if the employee wishes to continue such benefit coverage.
Employee pension contributions during such extension shall be in accordance with the regulations
of the applicable pension plan.

Article 24
WORKPLACE SAFETY AND INSURANCE ACT

24.01 Payment of Salary and Certain Expenses
RE: Occupational lliness or Accident

(@)

(b)

Each employee of the City coming within the 3888 Unit, who is under the Toronto Fire
Department Superannuation and Benefit Fund and is off duty as a result of occupational illness
or an accident incurred in the performance of their duties with the Fire Department of the City,
shall be provided, at the expense of the City, with medical assistance and hospitalization
where necessary and during such period shall receive full salary.

Each employee of the City coming within the 3888 Unit, who is under the Toronto Fire
Department Superannuation and Benefit Fund, will be provided with prosthetic devices and
dentures where necessary as a result of occupational illness or an accident incurred in the
performance of their duties with the Fire Department of the City.
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24.02

()

(d)

(e)

Subject to sub-clause (d) hereof, each employee of the City coming within the 3888 Unit, who
is not under The Toronto Fire Department Superannuation and Benefit Fund, and is off duty as
a result of occupational illness or an accident incurred in the performance of their duties with
the Fire Department of the City, shall be provided, at the expense of the City, with medical
assistance and hospitalization where necessary and during such period shall receive full net
pay, less the benefits with respect thereto to which such employee is entitled under the
Workplace Safety and Insurance Act.

Where an employee of the City coming within the 3888 Unit, who is entitled to the provision of
benefits under sub-clause (c) hereof, as a result of an injury sustained in an accident arising, or
occupational illness, out of and in the course of their employment by the City under such
circumstances as entitle the employee to an action against some person other than the City,
elects to bring their own action against such person, such employee shall as a condition of
such benefits being provided as aforesaid, undertake to repay the amount of such benefits to
the City out of the proceeds of any settlement of or judgement in such action.

When an employee of the City coming within the 3888 Unit is killed in the line of duty, or dies
from an occupational illness as determined by WSIB, and is a member of the Toronto Fire
Department Superannuation and Benefit Fund, the City shall pay a funeral allowance, equal to
that provided to Fire Fighters covered by the Workplace Safety and Insurance Act.

Subrogation of Rights

(@)

(b)

(©)

(d)

()

(f)

Wherever the word "employee" is used in this clause, such word shall include the dependants of
an employee to whom the context can apply according to law and to this Agreement.

Where an employee of the City coming within the 3888 Unit, who is under The Toronto Fire
Department Superannuation and Benefit Fund has been provided with benefits under Clause 24
of this Agreement as a result of an injury sustained in an accident arising out of and in the
course of their employment by the City under such circumstances as entitle the employee to an
action against some person other than the City, such employee may elect to have the City
subrogated to their rights against such person or may elect to bring their own action against
such person.

If such employee elects to have the City subrogated to their rights against the person against
whom the action lies, then the City shall be subrogated to all the rights of such employee in
respect to the injury to such employee and may maintain an action in the name of such
employee against the person against whom the action lies, and any amount, exclusive of costs,
recovered over and above all benefits expended by the City under Clause 24 of this Agreement
and the costs of the services of the Solicitor for the City shall be paid to such employee and any
such surplus paid to such employee shall be deducted from the amount of any future benefits
under Clause 24 of this Agreement to which the employee may become entitled in respect of
the accident that gave rise to the injury.

If such employee elects to have the City subrogated to their rights against the person against
whom the action lies, the City may recover the amount of all benefits paid to such employee
under Clause 24 of this Agreement and shall have the exclusive right to determine whether
such action shall be maintained, abandoned or compromised.

If such employee elects to bring their own action against the person against whom the action
lies, such employee shall, as a condition of being provided with benefits under Clause 24 of this
Agreement, undertake to repay the amount of such benefits to the City out of the proceeds of
any settlement of or judgement in such action.

Such employee shall give notice in writing of their election to the City within three months after
the happening of the accident.
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(9)

(i) Where a claim is not approved or where an employee receives monies in excess of
their appropriate net pay amount, such excess shall be treated as an overpayment and
the City shall, after providing written notice to the employee and copying the
Association, recover the overpayment from the employee’s sick bank.

(i) If the amount of the overpayment is greater than the employee’s available sick bank, the
City shall recover the excess from the employee’s wages or other accumulated leave
banks. The City shall advise the employee of the amount of the excess overpayment
and meet with the employee so they may provide input regarding an appropriate
schedule of recovery. The employee may be accompanied by an Association
Representative at such meeting if requested.

The recovery schedule shall not exceed the maximum permitted by the Wages Act, R.S.O.
1990 as amended, unless the parties agree otherwise. The affected employee must
provide the City with any recovery consents required by law.

Article 25
PENSIONS

25.01  All current employees enrolled in the Ontario Municipal Employees Retirement System (“OMERS”)
shall continue to participate in the OMERS plan. They shall make contributions and receive
benefits in accordance with the terms and conditions of the OMERS Act and Regulation (the “Act”)
as amended from time to time, including supplementary agreements.

25.02  All current employees who are members of pension plans other than the OMERS plan shall
continue to participate in those plans. They shall make contributions and receive benefits in
accordance with the terms and conditions of the plan that is applicable to them.

25.03  Without limiting the generality of the foregoing, the pension plans to which clause 25.02 applies
include, but are not limited to:

e Toronto Fire Department Superannuation Fund
e York Employees’ Pension Plan
e Metro Toronto Pension Plan

25.04  All new employees shall enrol in the OMERS plan. They shall make contributions and receive
benefits in accordance with the terms and conditions of that plan.

25.05 The City shall enter into a Type 3 Supplementary Agreement with OMERS to supply enhanced
early retirement benefits to employees who retire within ten (10) years of their normal retirement
date because of a disability that prevents them from performing their normal occupational duties
as determined by the City. The City shall assume all costs in regard to this agreement.

25.06 For the purposes of this Article, the term “participate” is as defined in the Act and when used in
connection with a pension plan includes, but is not limited to, membership in the plan, accrual of
pensionable service, employer and employee contributions and entitlement to pension benefits.

25.07  When an employee retires, if the employee was in receipt of Workplace Safety and Insurance
Benefits and a disability waiver of premium benefit at any time during the employee’s employment
with the City and if the effect of that disability waiver of premium benefit under the Act is to reduce
the employee’s pension entitlement, the City will provide the difference between the employee’s
pension and the pension to which the employee would have been entitled had the employee not
been on said disability waiver of premium benefit.

25.08 The City shall enter into an optional service agreement with OMERS to allow members of Local
3888 to establish as credited service, previous service with the City of Toronto or any predecessor
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25.09

26.01

26.02

26.03

27.01

employer, War Service and any OMERS participating employer as defined under the Act. The
cost for this service shall be 100% borne by the employee. Payments may be made in lump sum
or on equal monthly instalments for a period not exceeding fifteen (15) years. Any amortization will
include interest payments as determined by OMERS.

The employer shall notify OMERS of any monies paid to an OMERS member who is retired on
pension or has given notice of retirement where such payment would cause that member’s
pension to be revalued to any increased amount. Such notice will be given in a timely fashion.

Article 26
MANDATORY RETIREMENT — OPERATIONS DIVISION

The parties recognize that the essential duties of fire fighters in the Operations Division are such
that there is a significant risk that an employee will be unable to perform operational duties past
age 65. The nature of these duties warrants early retirement in the interests of the health and
safety of the employee, other employees and the public at large. Therefore, any employee who is
in a position in the Operations Division shall be required to retire at the end of the month in which
they reach age sixty-five (65), and the parties agree that this requirement is a reasonable and
bona fide qualification due to the nature of the employment.

Notwithstanding the foregoing, the parties agree that in the event an individual is required to retire
as a result of the requirement set out above, but wishes to continue their employment past the age
of 65, the employer will seek to re-assign the employee outside of the Operations Division, firstly
to a comparable position within another division of the Toronto Fire Services, in accordance with
the requirements of the Human Rights Code.

Employees re-assigned to a position with a lower rate of pay under 26.02 shall continue to receive
the rate they were receiving prior to such re-assignment for a period of thirty (30) months
immediately following the effective date of the re-assignment.

Following the expiry of the thirty (30) month period, the employee will then receive the rate

applicable to their new position. The change in the rate of pay will be effective the first day of the
pay period following the expiry of the aforementioned thirty (30) month period.

Article 27
UNIFORM ISSUE

Uniform Issue for New Employees

All new employees coming within the Local 3888 Unit

Operations Division shall be issued:

One (1) full dress uniform (one tunic and one pair of pants)

One (1) uniform hat

One (1) uniform hat badge

Two (2) white dress shirts (one long sleeve and one short sleeve)
One (1) pair of dress shoes

Four (4) dark blue NFPA fatigue shirts (choice of long sleeve or short sleeve)
Four (4) pair of dark blue NFPA fatigue pants

Five (5) T-shirts

One (1) uniform job shirt (collar and % zip)

One (1) pair of safety shoes

One (1) parka

One (1) Spring/Fall jacket

One (1) black tie
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e One (1) black belt
e Two (2) turnout gear bags
e Six (6) pairs of black socks

Fire Prevention Division shall be issued:

e One (1) full dress uniform (one tunic and one pair of pants)

e One (1) uniform hat

e One (1) uniform hat badge

e Two (2) white dress shirts (one long sleeve and one short sleeve)
e One (1) pair of dress shoes

e Four (4) dark blue NFPA fatigue shirts (choice of long sleeve or short sleeve)
e Four (4) pair of dark blue NFPA fatigue pants

e Five (5) T-shirts

e One (1) uniform job shirt (collar and % zip)

e One (1) pair safety shoes

e One (1) parka

e One (1) Spring/Fall jacket

e Two (2) black ties

e One (1) black belt

e Six (6) pairs of black socks

e One (1) pair winter gloves

Communications Division shall be issued:

e One (1) full dress uniform (one tunic and one pair of pants)
e One (1) uniform hat
e One (1) uniform hat badge
e Two (2) white dress shirts (One long sleeve and one short sleeve)
o Three (3) dark blue NFPA fatigue shirts (choice of long sleeve or short sleeve)
e Three (3) pair of dark blue NFPA fatigue pants
e Four (4) T-shirts
¢ One (1) uniform job shirt (collar and % zip)
e One (1) pair dress shoes
e One (1) pair safety shoes
e One (1) parka
e One (1) spring fall jacket
e One (1) tie
e One (1) belt
e Six (6) pairs of black socks

Mechanical Division shall be issued:

e One (1) full dress uniform (one tunic and one pair of pants)

e One (1) uniform hat

e One (1) uniform hat badge

e Two (2) white dress shirts (One long sleeve and one short sleeve)

e One (1) pair dress shoes

e Four (4) dark blue NFPA fatigue shirts (choice of long sleeve or short sleeve)
e Four (4) dark blue NFPA fatigue pants
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27.02

o Eight (8) T-shirts

¢ One (1) uniform job shirt (collar and ¥ zip)

e One (1) pair safety shoes

e One (1) parka

e One (1) spring fall jacket

e One (1) tie

e One (1) belt

e Six (6) pairs of black socks

e One (1) turnout gear bag (Applies only to those who are issued turnout gear)

Information and Communications Systems Division shall be issued:

e One (1) full dress uniform (one tunic and one pair of pants)

e One (1) uniform hat

e One (1) uniform hat badge

e Two (2) white dress shirts (One long sleeve and one short sleeve)
e One (1) pair dress shoes

e Three (3) dark blue NFPA fatigue shirts (choice of long sleeve or short sleeve)
e Three (3) dark blue NFPA fatigue pants

e Four (4) T-shirts

e One (1) uniform job shirt (collar and 12 zip)

e One (1) pair safety shoes

e One (1) parka

e One (1) spring fall jacket

e Two (2) ties

e One (1) belt

¢ Six (6) pairs of black socks

Maintenance of Uniform Issue

Commencing January 15t in the year following their date of hire, each employee coming within the
3888 Unit shall receive points, in accordance with 27.03, each calendar year for the purpose of
exchanging such points for items of Uniform and Ultility Clothing as identified in the schedule below
and to the annual maximum indicated.

Notwithstanding the above, employees who commence their employment with TFS on or after
September 1 of any year, will not receive an annual uniform clothing points allotment until January
1st of the second year. For example, an employee who commences employment with TFS on
September 1, 2018 would not receive their annual uniform clothing points allotment until January
1, 2020.

No carryover of uniform clothing points is permitted from one year to the next. Uniform clothing
points have no value beyond the notional dollar value that is assigned to them in the Article 27 and
cannot be traded, assigned, gifted or any way assigned to any other employee.

Uniform clothing that is damaged in the course of duty, including turnout gear bags, will be
replaced, subject to the review and approval of the Fire Chief or their designate and subject to the
damaged item being exchanged for an identical replacement item of the same size. Approval for
the replacement of damaged items will not be unreasonably withheld. Points will not be deducted
for damaged items being replaced in accordance with this article.
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27.03

27.04

Annual Uniform Point Allotment

On January 1 of each year, each employee shall be provided with an annual uniform clothing point
allotment of 125 points, with the sole exception of employees in the classification of District Chief
and Acting District Chief, who shall be provided with an annual uniform clothing point allotment of
160 points.

Uniform Point System

ITEM ANNUAL MAX. POINTS
Sun Protection Hat 1 8
Baseball Cap 1 2
Dress Uniform Hat 1 13
Dress Uniform Tunic & Pants 1 66
Dress Pants 2 16
Dress Skirt 2 17
Parka (Winter) 1 31
White Dress Shirt (L/S) 5 10
White Dress Shirt (S/S) 5 9
Dark Blue NFPA Fatigue Shirt 5 29
(L/S)
Dark Blue NFPA Fatigue Shirt 5 26
(S/S)
Dark Blue NFPA Fatigue Pants 5 26
Fatigue Shorts 5 10
Jacket (Spring/Fall) 1 33
Tee Shirts (short sleeve) 5 2
Tee Shirts (long sleeve) 2 3
Uniform Job shirt (collar and %2 1 7
zip)
Black Tie 2 2
Dress Uniform Hat badge 1 3
Black belt 1 2
Black Dress Shoes 1 25
Black Safety Shoes/Boots 1 25
Top Coat 1 37
White Gloves 1 2
Toques 1 2
Speed Laces 1 6
Dress Uniform Hat Rain Protector 1 1
Black Socks 2 packages of 3 2 per
pairs each package
Military Sweater 1 14
Winter Gloves 1 6

Uniform Point Value

Effective January 1, 2019, each uniform clothing point shall have an associated value of $5.35 per
point.

This value shall be adjusted once annually in conjunction with the Ontario Consumer Price Index
(CPI) percentage.

The point values contained in the above chart, with the exception of black safety shoes/boots, will
be reviewed annually by the Joint Uniform Committee and will be adjusted up or down to reflect
the actual procurement cost of each item, rounded to the nearest full point.
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27.05

27.06

27.07

Black safety shoes/boots shall be assigned a point value of 25 points per pair with a maximum
associated cost of $187.00 per pair.

Maintenance and ordering of Uniform items

Each employee is responsible for ensuring that they are wearing neat and clean uniform clothing
at all times while on duty. Accordingly, each employee must order sufficient quantities of each
item such that clothing worn is always in a state of good repair and appearance.

When completing the electronic order form each year, each employee shall confirm that they have
a full proper fitting dress uniform in good repair.

Order forms must be completed by the employee and submitted electronically to Administrative
Services within forty-five (45) days of the availability of such forms. No clothing will be issued to
anyone who fails to submit their clothing in accordance with this requirement, other than for those
employees who are not at work during the ordering period on approved leave of absence including
but not limited to WSIB and LTD.

Clothing will be ordered only once in a calendar year.
All uniform clothing should be delivered by September 1st. Should delivery be delayed beyond
September 1%, the City shall advise the Association in writing as to the cause of the delay and the

mitigation strategies being put in place to address the delay.

Once uniform clothing has been ordered, the order cannot be altered or cancelled. Once uniform
clothing has been issued, it cannot be returned, nor will points be refunded for any reason.

New and unused uniform clothing that does not fit properly may be exchanged for a replacement
item of the proper size within 3 months from the date of issue. Used items may not be exchanged.

Wearing of Uniforms

Each employee shall comply with the provisions of the Uniform Clothing policy at all times while on
duty.

To maintain an acceptable level of neatness, an employee may be requested, by the Fire Chief or
their designate, to obtain new items of clothing. Any items of clothing replaced will have the
appropriate points deducted from the employee's uniform point allotment.

Employees are not permitted to wear a combination of uniform and civilian clothing when either
reporting for duty or leaving work.

Joint Uniform Committee

The parties agree to establish a joint uniform committee comprised of three (3) members
representing management, designated by the Fire Chief, and three (3) members representing the
Association, designated by the President of Local 3888.

The joint uniform committee will meet as required and be responsible to work in collaboration with
the Employer to review and resolve uniform clothing issues, develop uniform clothing
specifications and discuss the TFS Uniform Clothing Policy.

The committee will make any recommendations to the Fire Chief and President of Local 3888, for
consideration.
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27.08

27.09

28.01

28.02

28.03

Retiring Members

In the year that an employee retires from Toronto Fire Services, the employee shall only be
entitled to receive the following uniform clothing articles:

e Dress uniforms (tunic and pants)
e White dress shirts

o Black ties

e Dress uniform hat

e Black belt

e Black dress shoes

e Top coat

e White gloves

e Dress uniform hat protector

Notwithstanding Article 27.04, two (2) dress uniforms may be ordered during the year in which an
employee retires. The remainder of the annual maximums remain unchanged.

Maternity Clothes

The Clothing committee shall research and investigate sources for appropriate maternity clothing
that meets TFS standards. Each clothing item will be assigned a specific number of points relative
to its actual cost to manufacture.

Should a pregnant firefighter wish to be reimbursed for workplace pregnancy clothing, they must
source the clothing and then obtain pre-approval for purchase. Firefighters requiring maternity
wear must source the clothing and obtain pre-approval for purchase. Employees may purchase
clothing similar to issued clothing (i.e., pants and shirts and/or sweatshirt/sweater). Clothing must
be dark blue and in a similar style and material to station wear. Once pre-approval is obtained, the
firefighter must purchase the clothing themselves and submit receipts to TFS for reimbursement.
The items shall then be deducted from the firefighter’s point allotment based on the current value
of points.

Article 28
GRIEVANCE PROCEDURE

Where a difference arises between the Parties hereto relating to the interpretation, application or
administration of this Agreement, or where a question arises as to whether a matter is arbitrable or
where an allegation is made that the Agreement has been violated or that the suspension,
discharge, demotion, or discipline of an employee is without just cause, then such matter,
hereinafter referred to as "the grievance”, shall be dealt with as set out below.

The Association shall appoint a Grievance Committee hereinafter referred to as “the Grievance
Committee”, to be composed of three (3) members of the Association, and shall give the City written
notice of the appointment of each such member and any change in the personnel of the Grievance
Committee which may take place from time to time, as soon as it is made.

In the event that an employee coming within the 3888 Unit has a potential grievance, the employee
shall, forthwith, bring the matter to the Grievance Committee. The Grievance Committee shall give
due consideration to any matter brought to it by a member, and if they are satisfied that there is just
cause for a grievance it shall be reduced to writing, setting out the nature of the grievance and the
redress sought. The grievance shall then be taken forward as follows:

Step One

Within fifteen (15) working days after the matter giving rise to the grievance first arose the
grievance shall be filed with the Platoon Chief/Division Chief affected, and a meeting shall
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28.04

28.05

28.06

be scheduled forthwith, to try to resolve the matter. The Platoon Chief/Division Chief shall
render their decision in writing within seven (7) working days from the date of the meeting.

Provided that, where the superior officer directly involved in the matter is the rank of
Division Commander/Deputy Chief, the grievance shall be submitted to that Division
Commander/Deputy Chief.

Step Two

In the event that the matter is not resolved at Step One, the Grievance Committee may,
within seven (7) working days after the receipt of said decision forward a copy of the
grievance together with the decision to the Fire Chief. Upon receipt of such copies, the Fire
Chief, or their designate shall confer forthwith with the Grievance Committee, and the
employee involved, if required, and shall render a decision, in writing, within seven (7)
working days from the date of the meeting.

Step Three

In the event the matter is not resolved at Step Two, the Grievance Committee may, within
seven (7) working days after the receipt of said decision forward a copy of the grievance
together with the decision to the Director of Employee Relations. Upon receipt of such
copies, the Director of Employee Relations, or their designate, shall confer with the
Grievance Committee and a meeting shall be scheduled to resolve the matter. The Director
of Employee Relations shall render a decision in writing within seven (7) working days from
the date of the meeting. The grievor, or one representative grievor in the case of a group
grievance, may attend the Step Three meeting upon the request of the Association, without
loss of pay or benefits, provided that such request must be made at least five (5) working
days prior to the date of the Step Three meeting.

Group Grievances

Where a grievance involves a group of employees, said grievance shall be filed at Step Two (2) of
the Grievance Procedure.

Policy Grievances

Where a difference arises between the Association and the City relating to the interpretation,
application or administration of this Agreement, the Grievance Committee may file a grievance at
Step Two (2) within fifteen (15) working days after the matter has first come to the attention of the
Association, and the provisions of this Article shall apply.

Provided that this section shall not be invoked because an individual has not complied with the time
lines stated within the individual grievance procedure.

Suspension or Discharge Grievances

Suspension:

In cases of suspension, the grievance procedure as set forth in this Article shall apply except that
the grievance shall be initiated at Step Two (2) within ten (10) working days after the said employee
has been suspended.

Discharge:

In cases of discharge, the grievance procedure as set forth in this Article shall apply except that the
grievance shall be initiated at Step Three (3) within ten (10) working days after the said employee
has been discharged.

Where a fire fighter has been discharged, a copy of the discharge notice shall be forwarded to the
Association immediately after it has been given to the fire fighter.
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28.07

Benefit Grievances

Where an allegation is made that there has been an improper application, administration, or
violation in the matters of any benefit entittement as provided for under this Collective Agreement,
the grievance shall be initiated at Step Three (3) of the grievance procedure as set forth in this
Article, within twenty (20) working days after such violation is alleged to have occurred.

Step Four — Arbitration Procedure

28.08

28.09

28.10

28.11

28.12

In the event the Director of Employee Relations or their designate does not provide redress
satisfactory to the Grievance Committee, the grievance may be submitted to Arbitration within
twenty (20) working days of receiving the written decision at Step Three (3), based on the arbitration
procedure below.

(a) Grievances submitted to arbitration shall be determined by a single arbitrator, to be mutually
agreed upon by the parties.

The parties shall make best efforts to select an arbitrator who is able to commence the hearing
on the grievance within thirty (30) days of the referral. In the event no mutually agreeable
arbitrator can commence hearings within thirty (30) days, the parties shall make best efforts to
select a mutually agreeable arbitrator with the earliest available date.

If there is no mutual agreement, either party may request the Minister of Labour to appoint an
arbitrator.

(b) Notwithstanding paragraph 28.07(a) above, either party may require that the grievance be
submitted to a Board of Arbitration which shall consist of three (3) members and shall be
selected in the following manner:

(i) each party shall select one member of the Board of Arbitration (nominee) within ten (10)
days after failure to settle the grievance. The two (2) nominees within five (5) days of their
selection shall select a Chair of the Board of Arbitration;

(i) if either party fails to select its nominee as herein provided, or if the nominee so selected
fails or is unable to serve and another nominee is not selected in their place, then the
other party hereto may request the Minister of Labour to select such nominee;

(iii) if the two (2) nominees appointed as herein provided fail to agree upon the Chair within five
(5) days, either nominee may forthwith request the Minister of Labour to appoint such a
Chair.

(c) Each party shall pay the costs for its nominee. The costs for the Chair and the costs related to
staging the hearing shall be split equally between the parties.

The Sole Arbitrator or Board of Arbitration, as the case may be, shall hear and determine the
grievance and shall issue a decision, and the decision shall be binding upon the Association, the
City and the employee(s) affected by it. The decision of a majority shall be the decision of the
Arbitration Board, but if there is no majority the decision of the Chair shall govern.

At an arbitration pursuant to this Article, and subject to Section 53(9) of the Fire Protection and
Prevention Act, 1997 the sole arbitrator or Board of Arbitration, as the case may be, shall not have
any power to add to, subtract from, alter, modify, or amend in any way this Agreement, nor
otherwise make any decision inconsistent with this Agreement.

The Grievance Committee in Steps One to Four (4) shall be confined to the grievance and redress
sought as set forth in the written grievance filed as provided at Step One.

No matter may be submitted to arbitration which has not been properly processed through all

appropriate steps of the grievance procedure as set forth in this Article.
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28.13 Time limits for all steps of the entire grievance and arbitration procedure are mandatory unless
extended in writing by mutual consent.

28.14 For the purpose of the grievance and arbitration procedures, “working days” shall be Monday to
Friday inclusive, but exclusive of designated holidays.

28.15 Time spent by the grievor, or one representative grievor in the case of a group grievance, during
their regular working hours in attendance at arbitration shall be without loss of pay, benefits,
seniority or service.

EXPEDITED ARBITRATION- SUSPENSION AND DISCHARGE GRIEVANCES

28.16
(a) Local 3888 may request that a grievance arising from the suspension or discharge of an
employee which has been processed through the grievance procedure in accordance with
Article 28, be processed to arbitration in accordance with the expedited procedure set out
below.

(b) (i) The grievance shall be referred, within ten (10) days following receipt of the Step
3 response or the expiry of the time limit for the Step 3 response, to a mutually agreed upon
arbitrator who has available dates within sixty (60) days from the date of the parties’
request, unless the parties agree otherwise.

(©)

() in the event that no such arbitrator is identified by the parties, the parties agree to
jointly select an arbitrator who has available dates within seventy-five (75) days of
the date of the parties' original request; or

(ii) in the event that no such arbitrator is identified by the parties, the parties agree to
jointly select an arbitrator who has available dates acceptable to the parties.

(i) If there is no arbitrator who has available dates acceptable to the parties, the party
that requested this expedited procedure may either withdraw the request and the
grievance shall then proceed to arbitration in accordance with clause 28.07(a), or
that party may request the Minister of Labour to appoint an arbitrator.

(d) With respect to an arbitrator appointed pursuant to this clause:

(i) except as modified herein, have such powers and duties as are reflected in the
grievance and arbitration provisions set out in the Collective Agreement and the Fire
Protection and Prevention Act, 1997; and

(i) be deemed to have the consent of the parties to mediate the dispute.

(e) Except as modified above, the provisions of the grievance and arbitration provisions set out

in the Collective Agreement shall apply to a proceeding under this Article.
MANAGEMENT GRIEVANCES

28.17 It is understood and agreed that nothing in the foregoing shall prevent the City from initiating a
grievance on any matter arising out of the Collective Agreement. “Management Grievances” shall
be handled in the following manner:

(a) The Director of Employee Relations or their designate shall within a period of ten (10)
working days after the alleged violation of the Collective Agreement first arises, file the
grievance in writing, with the Association setting forth the nature of the grievance and the
redress sought.
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(b) In the event that, following discussion with the Association, the matter is not resolved, the City
may refer the grievance to a Board of Arbitration as referred to in Step Four (4).

WITNESS AT ARBITRATION

28.18

The Association reserves the right to use subpoenas to require its members to attend as withesses
at arbitration. However, the Association will not require the City to pay the wages for these
witnesses.

HUMAN RIGHTS AND HARASSMENT INVESTIGATIONS

28.19

29.01

29.02

30.01

30.02

31.01

31.02

Employees who have been removed from the workplace during a Human Rights or Harassment
investigation by the City will continue to be paid their regular rate of pay until the City concludes its
investigation.

Article 29
DISCIPLINARY DISCUSSIONS

Whenever the Chief of the Fire Services of the City, or their designate, calls a member of Local
3888 to a meeting involving disciplinary action, or potential disciplinary action, the Chief or their
designate shall advise the member that they are entitled to have a member of Local 3888'’s
Executive in attendance at the meeting. Such meeting, once requested, shall take place as soon as
possible, at a time mutually agreed to by the parties.

It is understood that the holding of the meeting is not a bar to the employee who is the subject of the
discussion being relieved of duty prior to the disciplinary discussion.
Article 30
DISCIPLINARY NOTATIONS
Where a member of Local 3888 has not been subject to discipline for a period of two (2) years, any
disciplinary notation(s) recorded on the employee’s service record shall be null and void insofar as it

pertains to the record of such employee.

Disciplinary Suspensions

It is understood that any period of disciplinary suspension without pay shall be deemed an approved
leave of absence without pay for pension purposes.

Article 31
INDEMNIFICATION

The City shall continue to indemnify and save harmless its fire fighters from civil liability arising out
of acts or omissions done or made by such fire fighter in their capacity as a fire fighter of the City
and shall continue the coverage under its present existing general liability policy or equivalent
coverage.

Each employee coming within the 3888 unit shall be indemnified for reasonable legal costs incurred:

a) where the employee has been charged with a criminal, quasi-criminal or statutory offence
arising out of acts or omissions done or made by such fire fighter in their capacity as a fire
fighter of the City, if the person is not found guilty or the charges are withdrawn; or

b) in respect of any proceeding, except grievance arbitration, in which the employee’s execution of

their duties with the City is in issue, if the employee acted in good faith.
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31.03

32.01

33.01

33.02

33.03

34.01

35.01

Notwithstanding the above the City may, at its sole discretion, choose to pay reasonable costs
incurred where, in its opinion, circumstances warrant.

Article 32
PROTECTIVE CLOTHING

Safety equipment and safety apparel will be supplied to all members of Local 3888 who are required
to perform duties where hazards exist.

The Health and Safety Committee of Local 3888 shall have input into the determination of
appropriate safety equipment and/or safety clothing. The Association acknowledges and agrees
that the City shall make the final determination of appropriate safety equipment and/or safety
clothing.

Article 33
CAR ALLOWANCE - MILEAGE

Where a member of the Local 3888 Unit is required to use their private vehicle on City business,
including transfers between stations after reporting for duty, and has been duly authorized by the
Chief of the Department to do so, the City shall pay to such employee an allowance of fifty-four
cents (54¢) per kilometre, which shall increase to fifty-nine cents (59¢) per kilometre effective
January 1, 2020.

In the event the City establishes a new mileage rate, that exceeds the above rate, during and/or
following the term of this collective agreement and prior to the implementation of a new collective
agreement, the new mileage rate will be provided to members of Local 3888 from the City approved
application date. It is understood that any improvements will be factored into the new collective
bargaining process.

An employee who is required and/or authorized to use their automobile on business of the City shall
be reimbursed for parking costs incurred in the course of conducting such business.

Article 34
BENEFITS WHILE NOT IN RECEIPT OF WAGES

Unless otherwise provided under this Collective Agreement, any benefit contained in this
Agreement shall be contingent upon an employee being in actual receipt of salary or wages from
the City and shall be pro-rated with respect to any portion of a period of absence, including
suspensions, without pay, in excess of thirty (30) calendar days. Upon expiration of the leave of
absence, suspension, or upon recall, the employee shall have reinstated their cumulative seniority
and benefits, if any existing at the time of such leave of absence, suspension or lay-off.

Article 35
ASSOCIATION LEAVE

Association Leave

Where an employee is elected or appointed to a full-time position with Local 3888 or an Association
with which Local 3888 is affiliated, Local 3888 shall submit an application to the Chief People
Officer, People & Equity and must be supported by documents from the Association or its affiliate as
to the position to be occupied by such employee. Such Association Leave shall be granted for the
duration of the term of office, provided that the leave involves no cost to the City. Upon the
expiration of the term of office the employee shall be returned to their position.
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35.02

35.03

35.04

35.05

35.06

Leave for Association Business

a) The Toronto Fire Services shall provide $80,000.00 annually to Local 3888 for the purpose of
supplementing the cost of fire fighters who substitute for members who are absent on
Association business.

b) The City shall provide up to a total of 3,276 hours per year for Association representatives to
fulfil their responsibilities in health and safety or other Association matters directly related to
Toronto Fire Services.

The Association will provide a written request to the Fire Chief or their designate for approval of
such leave. Such approved leave of absence will be with pay and full benefits to the designated
representative who will be a member of the Association Executive. Approval for leave under this
clause will not be unreasonably withheld.

Designated representatives of Local 3888 will be granted additional leave of absence without loss of
pay and benefits, as may be necessary for the proper performance of the duties of their office,
provided that replacements are supplied at the expense of the Association.

Negotiating Committee

The City will recognize a Negotiating Committee which shall consist of six (6) members, including
the Association President, selected by the Association. Leave shall be granted to members of the
Association Negotiating Committee without loss of pay and benefits, when the parties meet for the
purpose of negotiating a collective agreement or amendments thereto.

The name of each of the members of the Negotiating Committee shall be provided in writing to the
Director of Employee & Labour Relations.

Grievance Committee

The Association acknowledges and agrees that members of the Grievance Committee and Officers
of the Association have regular duties to perform as employees of the City and that such employees
will not leave their regular duties to meet with employees to resolve their grievance, or to hold
meetings without obtaining the permission of the Fire Chief or their designate, and will similarly
report upon returning to their regular duties. Such permission will not be unreasonably withheld.
Time spent during an employee’s regular work hours pursuant to this article shall be without loss of
pay and benefits.

Attendance Management Program/Modified Duties Representative

Upon request from Local 3888, the City shall provide a leave of absence with pay and full benefits
to a designated Attendance Management/Modified Duties representative (or other duties deemed to
be of value to Toronto Fire Services by the Fire Chief, or designate, and the President of Local
3888) who will be a member of the Executive Board of Local 3888. The referenced ATM/Modified
Duty representative shall be entitled to full seniority and service accrual while on such leave. The
Association shall provide the City with a request for such leave, in writing, and the City shall confirm
their agreement in writing.

The Attendance Management/Modified Duties Representative shall be available on a day-to-day
basis. In the event this employee is absent due to illness, vacation or any other reason they shall
be required to notify the Association and shall also be required to notify the Division Chief of Staff
Services, for record keeping purposes. The ATM/Modified Duties representative shall provide on a
bi-weekly basis a log outlining which meetings they attended, which City representatives they met
with, including the date and times at the meetings. The times not spent in meetings shall also be
recorded. Said log shall be provided to the Association and a copy may be required by the City, so
as to ensure accountability can be verified.
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35.07

The above-mentioned leave will commence on the beginning of the first pay period after the City
received the Association’s request. Should any difficulties or concerns arise with respect to the
granting by the City of this leave or the availability of the representative, the parties shall meet
expeditiously to resolve the matter.

Leave to Attend Health & Safety Conference

Upon written request from Local 3888, the City shall provide leave of absence with pay for up to ten
(10) Association representatives per year to attend the O.P.F.F.A. Health & Safety Conference.

35.08 Leave of Absence — Human Relations Representative

36.01

37.01

37.02

Upon written request from Local 3888, the City shall provide leave of absence with pay for one (1)
or two (2) members of the Human Relations Committee to attend investigation meetings.

Article 36

SAFETY
The Toronto Professional Fire Fighters’ Association Safety Committee shall be allowed to have
input into the determination of future purchases of equipment that could affect the safety of all

personnel in the performance of their duties.

The Association acknowledges the City’s right to make the final decision on such purchases.

Article 37
DUTY EXCHANGE

Operations

(a) A duty exchange consists of a request for exchange of duty and the repayment of duty for the
exchange between two employees.

(i) Both parties must work an equal number of hours for each other.
(i) 12 hours or any part thereof equals one duty exchange.
(iii) A duty exchange in excess of 12-hours constitutes two (2) duty exchanges.

Support Divisions

(b) A duty exchange consists of a request for exchange of duty and the repayment of duty for
the exchange between two employees. Both parties must work an equal number of shifts
or hours for each other. One shift or any part thereof equals one duty exchange.

€) Employees shall be limited to a maximum of thirty (30) duty exchange occasions in any
calendar year.

0] Of the thirty (30) duty exchange occasions, there is a maximum of twenty-four (24)
duty exchanges without the express permission of the Division Commander/
Division Chief.

(i) There will be a maximum of fifteen (15) duty exchange occasions involving Monday

through Friday shifts.

(b) Each occasion an employee works for another employee will count as a duty exchange
occasion. An employee may only work a maximum of two occasions to fulfil a duty
exchange repayment. These two occasions will be a minimum of six (6) hours.
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37.03

37.04

37.05

37.06

37.07

37.08

37.09

37.10

Duty exchanges must be agreed to in writing on the form provided, which will include a record of the
employee’s duty exchange activity/occasions, and be repaid within one hundred and eighty (180)
calendar days. The repayment date(s) must be included with the original request. The repayment
date(s) may be changed on one occasion only provided the amended date is within the initial one
hundred and eighty days (180), and the form re-submitted.

Duty exchange forms must be filled out and signed by both parties to the exchange. The completed
form must be signed and approved by all respective officers in the chain of command prior to being
submitted to the Platoon Chief for final approval. The completed form must be received by the
Platoon Chief no later than 10 a.m. on the last regular shift worked by the employee prior to the shift
the employee is exchanging.

In extenuating circumstances an employee may make application to the on-duty Platoon Chief or
the on-call Division Commander, and if approved, will have the completed form with them when they
report for duty.

Replacements must be of equal rank and within the same division. Equal rank shall be defined as
follows:

(@) A Fire Fighter may substitute for a Fire Fighter, a Captain may substitute for a Captain and a
District Chief may substitute for a District Chief;

(b) A Captain/District Chief may substitute for an employee assigned to a “regular acting role”
when the employee is assigned to act;

(c) Anemployee in a regular acting role may substitute for a Captain;

(d) Employees in a regular acting role may substitute for one another in an acting capacity. Such
substitute shall assume the position of the employee they are substituting for; and,

(e) Employees in a regular acting role, with prior knowledge that they will be assigned to act,
must substitute with an employee of the rank you will be acting for, or an employee in a
regular acting role as their replacement.

Replacements must be able to perform the requirements of the job.

€) Employees in Support Divisions are prohibited from working in excess 24 consecutive
hours.
(b) Employees working the 24 hour shift must be off duty for a minimum of 24 hours prior to

reporting to duty and are prohibited from working in excess of 36 consecutive hours.

Both parties to a duty exchange arrangement share the responsibility when the employee agreeing
to work the exchange day(s) subsequently becomes unable for any reason to fulfil their obligation to
report for duty. The employee scheduled to work the duty exchange shall be responsible to make
every reasonable effort to contact the other party to the exchange in an effort to make alternative
arrangements to ensure that an employee reports for duty. In the event that a shift remains
uncovered, either or both employees may be held responsible. Where an employee is unable to
report for duty, they are to contact the Platoon Chief on Duty. A sick day will be taken from the
employee's sick time bank if applicable. Proof of sickness may be required for such an absence.
Failure to follow this article may constitute a failure to report.

In the case of a partial shift duty exchange, should the employee be unable to report in the time
requested, it would then be the responsibility of the substitute to complete the shift.

In extenuating circumstances, an employee may contact the Division Commander/Chief and make a
request that is not covered in the above. Said request will not be unreasonably denied.
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Article 38
GENDER

38.01 Wherever a gender is referred to in this agreement it shall be deemed to include all forms of gender

39.01

40.01

41.01

42.01

43.01

43.02

identity and expression wherever the context so requires.

Article 39
MECHANICS’ TOOLS

The City shall provide Mechanics with the appropriate tools, as determined by the City, to perform
the day-to-day operations and functions of their job.

Article 40
ACCESS TO COUNCIL AND BUDGET INFORMATION

Local 3888 shall be placed on distribution lists with respect to Council and its Standing Committees.
The Association shall be provided with copies of all public agendas and supplemental agendas,
public attachments, certificates of amendments and minutes for Council, and the agendas and
reports of its Standing Committees and Community Councils.

The Association shall be placed on the Finance Department — Budget Services Division public
distribution lists with respect to Fire Services Capital and, Operating Budget.

Said information shall be made available to the Association at the same time it is made available to
the public.

Article 41
MEDICAL PREVENTATIVE MEASURES

When the Medical Officer of Health for the City, or their designate, identifies certain communicable
diseases, against which members of Local 3888 ought to be immunised or protected, such
employees may avail themselves of immunisations or medical preventative measures specified by
the Medical Officer of Health or their designate. The cost of specified immunisations or medical
preventative measures, where not covered by OHIP, shall be borne by the City.

Article 42
OFFICER IN CHARGE

All staffed front line Pumpers, Aerials, Heavy Rescues, and specialized apparatus consisting of High
Rise Unit, Hazard 1, Fire Boat and Air Light Units shall have a Fire Captain in charge at all times.

The parties agree to consult on the requirements of an officer in charge of any new vehicles not
contemplated by this article, prior to such vehicles being put into service.

Article 43
TECHNOLOGICAL CHANGE

Technological change is defined as the introduction by the City, of equipment or material different in
nature or kind than that previously used, including the mechanization or automation of processes,
which will significantly alter the way Local 3888 members perform their work, and/or will require
extensive training to ensure that they are able to do the work safely and efficiently.

At least ninety (90) days prior to the introduction or implementation of substantial technological
change, or substantial changes in mechanisation affecting members of Local 3888, the City shall,
by written notice, furnish the Association with full information of the planned change or changes.
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44.03

45.01

Such prior notice shall contain relevant information respecting the nature and degree of change, the
date or dates on which the City plans to effect the change and, the location or locations involved.

Within fifteen days (15) after the foregoing notice has been given, the City shall make disclosure to
the Association of the effects of the change or changes on any employee. Following said
disclosure, representatives of the parties shall meet forthwith to discuss issues with a view to
resolve any issue which may concern the employment status of the employee.

The City shall endeavour to place in other positions any employees of the Toronto Fire Services
coming within the 3888 Unit who may be displaced by technological improvements in the operation
of the said Services. No such employee who has completed the probationary period will be laid off
or have their employment terminated by reason thereof. No employee shall suffer any reduction of
salary as a result of such change.

Article 44
PRINTING THE COLLECTIVE AGREEMENT

The City shall pay the cost of printing and distributing of up to seven hundred and fifty (750)
Collective Agreements.

The Agreement shall be prepared and presented to the Association within three (3) months
following the ratification of the Contract by both parties. The City shall allow one (1) day off with pay
for two (2) members of the Negotiating Committee so that they may proof read the Agreement.

The parties agree to use their best efforts to have the Collective Agreement printed as soon as
possible following its ratification.

Article 45
TRANSFERS WITHIN DIVISIONS

Operations

An employee wishing to transfer shall submit their request, in writing, to their Division Commander
or Platoon Chief. Each request will be deemed active once signed by the Division Commander or
Platoon Chief. A signed copy will be provided to the employee as their proof of submission. The
request will remain active until it is withdrawn, a new request is submitted, or the transfer is fulfilled.
Only the most current request is kept on file. For clarity, to withdraw a transfer request a new
transfer request form is to be submitted indicating that all previous transfer requests are
withdrawn. A request for transfer under this Article may be granted at the discretion of the Division
Commander where operational requirements permit.

When two (2) or more applicants have a request for transfer on file and are requesting the same
vacant position, first consideration will be given to the senior applicant. If the seniority dates are the
same the applicant standing highest or having stood higher on the applicable promotion list will be
approved for transfer. Where not applicable a coin toss will be used.

Where a Fire Fighter is transferred to a position where additional training is required, the Fire
Fighter will be required to obtain the training as training opportunities are made available.

Up to five (5) positions per Command may be held for the placement of recruits. Transfer requests
can be submitted for the designated positions and may be acted on at the discretion of the Division
Commander. Where it is determined that there are no recruits requiring placement, these vacancies
will be filled in accordance with the collective agreement.

Any fulfilled request for transfer (including mutuals as per (a) below) to the following identified
apparatus (towers, squads, heavy hazmat, P334) will be for a period of two (2) years before another

transfer request can be submitted.
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Any fulfilled request for transfer (including mutuals as per (a) below) to apparatus other than
apparatus identified above will be for a period of one (1) year before another transfer request can be
submitted.

(&) When two (2) employees mutually agree to a transfer, such request for transfer shall be
submitted in writing to the Division Commander or Platoon Chief. Those transferred to another
shift will assume the vacation and lieu day schedule of the person they replace.

Mutual transfers will only be approved if the employees are of the same rank. For mutually
agreed upon transfers, in the event one (1) of the parties retires, resigns, transfers between
divisions, is promoted or attains an acting position within twelve (12) months of the transfer the
other party will be transferred back to their original location. The affected employee may make
application to the Division Commander to remain at their current location. Approval to remain at
their current location will be granted at the discretion of the Division Commander. This process
may apply to other employees who have been subsequently transferred as a result of a mutual
transfer being granted.

(b) Transfer requests must be submitted twenty-eight (28) days prior to the Monday of the week of
the effective date of the transfer.

(c) Transfer requests will be processed a minimum of every two (2) calendar months based on
operational need.

(d) Requests for transfer will not be unreasonably withheld.

(e) Inthe event that there are issues arising from the application of this Article, the parties agree to
meet to discuss the process.

For transfers that change platoons:

LAST SHIFT WORKED REPORT SHIFT OF THE FOLLOWING WEEK
Monday - Thursday Monday - Thursday
Wednesday - Saturday
Tuesday
Friday - Sunday Friday - Sunday
Tuesday
Off - Thursday
Wednesday - Saturday Wednesday — Saturday

Monday — Thursday

Friday - Sunday
Tuesday Tuesday

Friday — Sunday

Wednesday — Saturday

Support Divisions: These provisions do not apply to Training and Technical Operations,
Recruitment and Public Information.

Fire Prevention—Inspections & Enforcement

An employee wishing to transfer shall submit their request, in writing, to their Division Chief (or
designate). Each request will be deemed active once signed by the Division Chief their designate.
A signed copy will be provided to the employee as their proof of submission. The request will remain
active until it is withdrawn, a new request is submitted, or the transfer is fulfilled. Only the most
current request is kept on file. For clarity, to withdraw a transfer the employee shall provide written
notification to the Division Chief and or his or her designate that they are withdrawing their request
to transfer within Division. A request for transfer under this Article may be granted at the discretion
of the Division Chief (or designate) where operational requirements permit.
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When two (2) or more applicants have a request for transfer on file and are requesting the same
vacant position, first consideration will be given to the senior applicant. If the seniority dates are the
same the applicant standing highest or having stood higher on the applicable promotion list will be
approved for transfer. Where not applicable a coin toss will be used.

Where a Fire Fighter is transferred to a position where additional training is required, the Fire
Fighter will be required to obtain the training as training opportunities are made available.

Any fulfilled request for transfer (including mutuals as per (a) below) to the following identified
sections (Professional Standards and Quality Assurance/Legal) will be for a period of two (2) years
before another transfer request can be submitted.

Any fulfilled request for transfer (including mutuals as per (a) below) to offices located in sections
other than the sections identified above will be for a period of one (1) year before another transfer
request can be submitted.

(&) When two (2) Fire Fighters’ mutually agree to a transfer, such request for transfer shall be
submitted in writing to the Division Chief or their designate. Those transferred to another office
will assume the vacation and lieu day schedule of the person they replace.

Mutual transfers between Fire Fighters’ will only be approved if the employees are the same
rank. For mutually agreed upon transfers, in the event one (1) of the parties retires, resigns,
transfers between divisions, is promoted or attains an acting position within twelve (12) months
of the transfer the other party will be transferred back to their original location. The affected
employee may make application to the Division Chief or their designate to remain at their
current location. Approval to remain at their current location will be granted at the discretion of
the Division Chief or their designate. This process may apply to other employees who have
been subsequently transferred as a result of a mutual transfer being granted.

(b) Transfer requests must be submitted twenty-eight (28) days prior to the Monday of the week of
the effective date of the transfer.

(c) Transfer requests will be processed a minimum of every two (2) calendar months based on
operational need.

(e) Requests for transfer will not be unreasonably withheld.

(H Inthe event that there are issues arising from the application of this Article, the parties agree to
meet to discuss the process.

Communications

An employee wishing to transfer shall submit their request, in writing, to their Division Chief or their
designate. Each request will be deemed active once signed by the Division Chief or their designate.
A signed copy will be provided to the employee as their proof of submission. The request will remain
active until it is withdrawn, a new request is submitted, or the transfer is fulfilled. Only the most
current request is kept on file. For clarity, to withdraw a transfer request a new transfer request form
is to be submitted indicating that all previous transfer requests are withdrawn. A request for transfer
under this Article may be granted at the discretion of the Division Chief or their designate, where
operational requirements permit. A request for transfer under this Article may be granted at the
discretion of the Division Chief (or designate) where operational requirements permit.

(&) When two Fire Fighters’ mutually agree to a transfer, such request for transfer shall be
submitted in writing to the Division Chief.

Mutual transfers between Fire Fighters’ will only be approved if the Fire Fighters’ seniority is
within five years of each other.

125



45.04

45.05

For mutually agreed upon transfers, in the event one of the parties retires, resigns, transfers
between divisions, is promoted or attains an acting position within twelve (12) months of the
transfer the other party will be transferred back to their original location. If some unforeseen
circumstances occur, the affected employee may make application to the Division Chief to
remain at their current location. This process may apply to other employees who are involved in
any subsequent mutually agreed to transfers involving one of these parties.

(b) Transfer requests must be submitted twenty-eight (28) days prior to the Monday of the week of
the effective date of the transfer.

(c) Requests for transfer will not be unreasonably withheld.

Quartermaster Section and Mechanical Division

An employee wishing to transfer shall submit their request, in writing, to their Division Chief or their
designate. Each request will be deemed active once signed by the Division Chief or their designate.
A signed copy will be provided to the employee as their proof of submission. The request will remain
active until it is withdrawn, a new request is submitted, or the transfer is fulfilled. Only the most
current request is kept on file. For clarity, to withdraw a transfer request a new transfer request form
is to be submitted indicating that all previous transfer requests are withdrawn. A request for transfer
under this Article may be granted at the discretion of the Division Chief or their designate, where
operational requirements permit.

When two (2) or more applicants submit a request for a transfer to the same position, the senior-
most applicant will be selected. If the seniority dates are the same the applicant standing highest or
having stood higher on the applicable promotion list will be approved for transfer. Where not
applicable a coin toss will be used.

(a) When two (2) Fire Fighters mutually agree to a transfer, such request for transfer shall be
submitted in writing to the Division Chief.

For mutually agreed upon transfers, in the event one (1) of the parties retires, resigns, transfers
between divisions, is promoted or attains an acting position within twelve (12) months of the
transfer the other party will be transferred back to their original location. If some unforeseen
circumstances occur, the affected employee may make application to the Division Chief to
remain at their current location. This process may apply to other employees who are involved in
any subsequent mutually agreed to transfers involving one of these parties.

(b) Transfer requests must be submitted twenty-eight (28) days prior to the Monday of the week of
the effective date of the transfer.

(c) Requests for transfer will not be unreasonably withheld.

Public Education

An employee wishing to transfer shall submit their request, in writing, to their Division Chief or their
designate.  Each request will be deemed active once signed by the Division Chief or their
designate. A signed copy will be provided to the employee as their proof of submission. The
request will remain active until it is withdrawn, a new request is submitted, or the transfer is fulfilled.
Only the most current request is kept on file. For clarity, to withdraw a transfer the employee shall
provide written notification to the Division Chief or their designate that they are withdrawing their
request to transfer within Division. A request for transfer under this Article may be granted at the
discretion of the Division Chief or their designate, where operational requirements permit.

When two (2) or more applicants have a request for transfer on file and are requesting the same
vacant position, first consideration will be given to the senior applicant. If the seniority dates are the
same the applicant standing highest or having stood higher on the applicable promaotion list will be

approved for transfer. Where not applicable a coin toss will be used.
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Where a Fire Fighter is transferred to a position where additional training is required, the Fire
Fighter will be required to obtain the training as training opportunities are made available.

Any fulfilled request for transfer (including mutuals as per (a) below) to offices located in sections
other than the sections identified above will be for a period of one (1) year before another transfer
request can be submitted.

(&) When two (2) employees mutually agree to a transfer, such request for transfer shall be
submitted in writing to the Division Chief and or their designate. Those transferred to another
office will assume the vacation and lieu day schedule of the person they replace.

Mutual transfers will only be approved if the employees are of the same rank. For mutually
agreed upon transfers, in the event one (1) of the parties retires, resigns, transfers between
divisions, is promoted or attains an acting position within twelve (12) months of the transfer the
other party will be transferred back to their original location. The affected employee may make
application to the Division Chief and or their designate to remain at their current location.
Approval to remain at their current location will be granted at the discretion of the Division Chief
or their designate. This process may apply to other employees who have been subsequently
transferred as a result of a mutual transfer being granted.

(b) Transfer requests must be submitted twenty-eight (28) days prior to the Monday of the week of
the effective date of the transfer.

(c) Transfer requests will be processed a minimum of every two (2) calendar months based on
operational need.

(e) Requests for transfer will not be unreasonably withheld.

(f) Inthe event that there are issues arising from the application of this Article, the parties agree to
meet to discuss the process.

Article 46
TRANSFERS BETWEEN DIVISIONS

EMPLOYEES NOT PREVIOUSLY QUALIFIED WITHIN THE DIVISION TO WHICH THEY WISH TO
TRANSFER:

Each employee coming within the 3888 Unit, who wishes to transfer from their current division to a
position within another division, for which the employee was not previously qualified shall comply
with following procedure:

a) Employees shall participate in all components and satisfy all of the requirements of the City’s
external competition process for the position. To assist employees in achieving successful
transfers, the following process shall be followed:

a. The employee shall submit a written request for transfer to the Fire Chief, identifying the
employee’s current position and division and the division / position to which they wish to
transfer;

b. Upon receipt of the written request for transfer, it will be acknowledged and a meeting
with the applicable Deputy Fire Chief will be scheduled with the employee requesting the
transfer;

c. During the meeting scheduled in accordance with (b), the following will take place:

i. Areview of the employee's current qualifications will be completed;
ii. A detailed review of the required qualifications and requirements for the position
being sought will be completed;
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iii. An overview of the position being sought including the working conditions,
expectations and any other relevant information will be provided by the Deputy
Fire Chief;

iv. Following the completion of this meeting, the information outlined in (i) and (ii)
will be confirmed in a letter to the Employee and a copy of that letter shall be
forwarded to the Association by the City.

d. When employees are transferred from their current division to another division in
accordance with this article, the following shall apply:

i. Employees who have five (5) years of service or more (on the date of transfer)
will maintain their seniority and service, subject to a 12 month assessment
period.

ii. Employees having less than five (5) years of service, but more than one (1)
year of service (on the date of transfer), will start at the rate of a third class
firefighter, and will maintain their seniority and service subject to a 12 month
assessment period.

iii. Employees having one (1) years' service or less (on the date of transfer) will be
considered a new hire and will lose all service, seniority and accumulated
credits.

e. Once the employee meets the qualifications and requirements for the position being
sought, in accordance with 46.01 (a) (c) (i), the employee shall be transferred in
accordance with this Article.

46.02 Article 46 applies for all transfers between divisions, except in situations which require a promotion,
which shall be subject to the provisions of Article 18.

46.03 An employee who does not successfully complete their assigned training and/or assessment period,
shall be returned to their previous division with no impact on service and seniority within that division.

46.04 In the event there are more qualified applicants for transfer than available positions, the senior
qualified applicant shall be transferred. Remaining qualified applicants shall remain on the Transfer

List.

EMPLOYEES PREVIOUSLY QUALIFIED WITHIN THE DIVISION TO WHICH THEY WISH TO

TRANSFER:

46.05 Each employee coming within the 3888 Unit, who wishes to transfer from their current division to a
position within another division, for which the employee was previously qualified, shall comply with
following procedure:

a)

b)

c)

The employee shall submit a written request for transfer to the Fire Chief, identifying the
employee’s current position and division and the division / position to which they wish to
transfer.

The employee shall participate in a relevant medical examination established by the Chief
Medical Officer of Toronto Fire Services to be conducted by the employee’s attending physician
(provided the physician has been attending the employee for at least three (3) years), and
provide a certificate thereof. If the employee’s physician has not been attending the employee
for at least (3) years, the employee must choose to have the medical examination conducted by
either the TFS Chief Medical Officer or choose one of the three physicians from an agreed upon
roster of three (3) physicians; and

If applicable, the employee shall provide proof of a valid Ontario driver's licence of a Class
suitable for the position.
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d) If successful in the above procedure, the employee shall be transferred and shall complete an
assessment period of six (6) months. The six (6) month assessment period shall commence
following the completion of any assigned training, but shall not extend beyond twelve (12)
months from the date the employee is transferred.

e) In the event there are more qualified applicants for transfer than available positions, the senior
qualified applicant shall be transferred. Remaining qualified applicants shall remain on the
Transfer List.

f) For employees holding rank refer to clause 18.01 (Promotions).
An employee who does not successfully complete their assigned training and/or assessment period,

shall be returned to their previous division with no impact on service and seniority within that
division.

GENERAL PROVISIONS

46.07

46.08

46.09

46.10

47.01

48.01

48.02

Where the Fire Chief determines that a transfer may negatively affect the operations of any division,
the transfer will be held in abeyance until the Fire Chief has met with the Association to discuss the
Chief’s concerns and a resolve has been reached.

No request for transfer under this Article will be unreasonably withheld.

When the Fire Chief determines that a vacancy is to be filled, excluding officers’ ranks, and there
are no employees on the applicable transfer list, the vacancy shall be filled via the normal
recruitment process.

The City shall provide the Association with the requirements and qualifications for each entry level
position, and thereafter shall notify the Association of any substantial changes.

Article 47
CONTRACTING OUT

Except to the extent and to the degree agreed upon by the parties, and except in the case of an
emergency, no work customarily performed by an employee covered by this Agreement shall be
performed by another employee of the City who is not covered by this Agreement or by a person who
is not an employee of the City.

Article 48
IN STATION DUTIES AND RESPONSIBILITIES

These duties and responsibilities shall be reasonably related to fire fighting and appropriate for a
professional fire fighter as defined under the Fire Protection and Prevention Act, 1997, subject to
the Modified Work Policy, Appendix “C”. The Fire Fighter shall perform the tasks assigned for the
purpose of proper maintenance of departmental equipment and apparatus. Additionally, a Fire
Fighter shall be responsible for the necessary maintenance of Fire Fighters’ working and living
guarters on a day-to-day basis in the stations. i.e. floors of apparatus room and hose tower, lunch
room and sitting room, Captain’s, District Chief’'s and Platoon Chief’s offices and bedrooms.

Fire Fighters’ shall not be responsible for maintenance of the stations nor for:

(a) the washing of walls and ceilings;

(b) the cleaning of administrative and secretarial offices,

(c) the removal of snow from Fire Department property (except where operations are impeded),
(d) the maintenance of lawns and shrubs. (There shall be no prohibition against doing so).
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50.03

Article 49
FILLING OF VACANCIES

A recruit class would be initiated when vacancies in the present work force created by death,
retirement, resignation or discharge reaches forty (40).

Article 50
LEAVES OF ABSENCE

Voluntary Leave

The Fire Chief may grant leave of absence without pay or benefits to an employee if the employee
requests it in writing setting out the reasons for and the duration of such leave. The leave must not
interfere with the efficient operations of the Toronto Fire Services, as determined by the Fire Chief.
Such leave shall not be unreasonably withheld.

Education Leave

Each employee coming within the Local 3888 unit may be eligible for a leave of absence, without
pay & benefits, of up to one (1) year to pursue full-time higher educational opportunities that are
work related and consistent with their career plans as discussed with their Platoon/Division Chief. It
is understood that such leave will be considered and approved in conjunction with Earned Deferred
Leave requests and in accordance with the following conditions:

() In the Fire Suppression Division, at no time shall more than three (3) employees per shift, to a
maximum of twelve (12), be on leave at any one time.

(b) Inthe Support Divisions, at no time shall more than (1) employee per Division be on leave at
any one time.

During the period of such leave, the employee will not accrue service/seniority for the purposes of
promotion and vacation. If the employee had qualified and was on the promotional list at the time of
the leave, they shall be placed back on the list in accordance with their adjusted service/seniority
(For the purposes of this clause, adjusted service/seniority is the original start date minus any
periods of unpaid leaves of absence).

Benefits shall be in accordance with the City’s policy, “Leave without Pay (Absence for Work)”,
dated January 14, 2003 (revised), as may be amended from time to time.

The education leave must be approved by the Fire Chief, or designate, and shall not be
unreasonably withheld.

Participation in Elections

The City policy concerning Employees Seeking Election to Political Office (previously called
“Participation in Elections”), dated July 29, 1999 as may be amended from time to time, shall be
applicable to all employees within the Local 3888 Unit.

During the period of such leave, the employee will not accrue service/seniority for the purposes of
promotion. If the employee had qualified and was on the promotional list at the time of the leave,
they shall be placed back on the list in accordance with the service/seniority the employee had
attained as of the date the leave commenced. All employees shall be re-qualified as determined by
the Fire Chief, or designate.
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50.06

50.07

50.08

Special Leave of Absence

When an employee coming within Local 3888 has the opportunity to be elected or appointed to a
full-time government position, which Local 3888 deems that such position will be of value to Toronto
Fire Services, the President of Local 3888 shall submit an application to the Fire Chief that must be
supported by documents from the Association or its affiliate as to the position to be occupied by
such employee. Subject to the approval of the Fire Chief and provided that the leave is at no cost to
the City, such leave of absence will be granted. Such leave shall not be unreasonably withheld.

Upon the expiration of the term of office the employee shall be returned to their former rank after an
appropriate training period.

To be promoted within a division where the employee was qualified in an acting capacity, the
employee must have unbroken service in that division in an acting capacity, for a minimum of two
(2) years immediately prior to being promoted. In divisions that promote from the acting list sooner
than the two (2) years, the employee must have unbroken service in the division from the time they
qualified.

There will be a maximum of two (2) Local 3888 members at a time that may be on leave under this
clause. Benefits shall be in accordance with the City’s policy, “Leave without Pay (Absence for
Work)”, dated January 14, 2003 (revised), as may be amended from time to time.

Earned Deferred Leave

Each employee of the City coming within the 3888 Unit shall be eligible to participate in the City’s
Earned Deferred Leave Program (policy of January 1, 2002 as may be amended by the City) as
follows:

(a) In the Fire Suppression Division, at no time shall more than three (3) employees per shift, to a
maximum of twelve (12) be on leave at any one time.

(b) In the Support Divisions, at no time shall more than one (1) employee per Division be on leave
at any one time.

Final approval of the earned deferred leave rests with the Chief and will not be unreasonably
withheld.

Emergency Leave

Where an employee requests to be relieved from duty for a personal emergency situation such
leave may be granted by the Chief or their designate for up to three (3) hours.

Provided that where the personal emergency leave exceeds three (3) hours, the leave time shall be
deducted from the employee’s Lieu Day Bank, Earned Time Owing or Il Dependent Leave,
whichever is applicable.

Citizenship Leave

An employee who is required to be absent from work during their normal working hours for the
purpose of obtaining their Canadian Citizenship shall, on two (2) occasions only, be granted up to
twelve (12) hours leave of absence on the day shift with pay on each such occasion.

Access to Childcare/Eldercare and Family Medical Leave

The Childcare/Eldercare and Family Medical Leave policies as they may be established or
amended by the City from time to time will be accessible to Local 3888 members, subject to the
terms and conditions of the policy.
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(a) Leave of absence shall be granted to employees to serve in the Canadian Armed Forces during
hostilities, peacekeeping missions, or during a time of war as declared by the Government of

(b) Leave of absence for Reserve training shall be in accordance with City policy as amended from

(c) Notwithstanding the above, it is understood that leave under (a) and (b) will be considered and
approved in conjunction with Earned Deferred Leave and Education Leave requests and in
accordance with the following conditions: (i) in Operations Division, at no time shall more than
three (3) employees per shift, to a maximum of twelve (12), be on leave at any one time; (ii) in
Support Divisions, at no time shall more than one (1) employee per Division be on leave at any

Should the Toronto Fire Services require certificates of qualification in addition to what is presently
required for the current positions coming within the 3888 Unit, the cost of such certification shall be

This agreement shall commence and be effective from the 1st day of January 2019 and shall
remain in force until the 31st day of December 2023. In the event notice to bargain is not given in
accordance with the provisions of this agreement, the agreement shall be automatically renewed
from year to year thereafter, until notice to bargain is given in accordance with the provisions of this

Either party may give written notice of its desire to bargain with a view to make a collective
agreement within the period of 90 days before the expiry of the collective agreement. The employer
and the bargaining agent shall meet within fifteen (15) days of notice to bargain having been given
and shall bargain in good faith and make every reasonable effort to make a collective agreement.

50.09 Military Leave
Canada. Seniority will accumulate during such leave.
time to time.
one time.
Article 51
TRADE LICENCES/CERTIFICATES OF QUALFICATION
51.01
borne by the City.
Article 52
TERM OF AGREEMENT AND NOTICE TO BARGAIN
52.01
agreement.
52.02
52.03

The parties agree to commence bargaining no later than October 1st, 2023 with the intent of
reaching a settlement as expeditiously as possible.

Article 53
SERVICE/RECOGNITION PAY FOR FIRE FIGHTERS

The recognition pay for Fire Fighters (which includes all ranks within Local 3888) will be applied to a First
Class Fire Fighter rate, as indicated below:

Effective when 8 years of 3%
service is attained and until 17
years of service is attained

Effective when 17 years 6%
of service is attained and

until 23 years of service is attained

Effective when 23 years 9%
of service is attained and thereafter
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The First Class Fire Fighter dollar value will be added to the salary for Captains and District Chiefs.

The recognition pay shall form part of the base salary and shall be paid bi-weekly. It shall be included as
salary in calculating overtime, vacation, statutory holiday pay, pension contributions, sick leave pay etc.
Fire Fighters who have completed eight (8), seventeen (17), or twenty-three (23) years of service with the
Toronto Fire Services shall receive the recognition pay as identified above.

Service/Recognition Pay Table Based on 15t Class fire Fighter Salary
Effective Date Annually Hourly

Service/Recognition
Pay Effective January 1, 2019 3% $3,012 $1.38
8 Years Completed

Effective July 1, 2019 3% $3,027 $1.39
Effective January 1, 2020 3% $3,088 $1.41
Effective July 1, 2020 3% $3,103 $1.42
Effective January 1, 2021 3% $3,134 $1.44
Effective July 1, 2021 3% $3,165 $1.45
Effective January 1, 2022 3% $3,223 $1.48
Effective January 1, 2023 3% $3,280 $1.50

Service/Recognition
Pay Effective January 1, 2019 6% $6025 $2.76
17 Years Completed

Effective July 1, 2019 6% $6055 $2.77
Effective January 1, 2020 6% $6176 $2.83
Effective July 1, 2020 6% $6207 $2.84
Effective January 1, 2021 6% $6269 $2.87
Effective July 1, 2021 6% $6330 $2.90
Effective January 1, 2022 6% $6447 $2.95
Effective January 1, 2023 6% $6560 $3.00

Service/Recognition
Pay Effective January 1, 2019 9% $9,038 $4.14
23 Years Completed

Effective July 1, 2019 9% $9,083 $4.16
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Effective January 1, 2020 9% $9,264 $4.24

Effective July 1, 2020 9% $9,311 $4.26

Effective January 1, 2021 9% $9,404 $4.31

Effective July 1, 2021 9% $9,495 $4.35

Effective January 1, 2022 9% $9,671 $4.43

Effective January 1, 2023 9% $9,840 $4.51
Article 54

CLEANING ALLOWANCE

54.01 Each employee of the City coming within the 3888 Unit shall be provided a cleaning allowance, to
be paid annually as follows:

e Three hundred and fifty dollars ($350.00)

Said payment shall be made on the first pay received by members of 3888 in December of each
year.

54.02 Cleaning allowance will be pro-rated by monthly increments when an employee is absent for
reasons of Long Term Disability, Leaves of Absence and Pregnancy Parental leave.

Employees who retire or resign prior to the December payment shall have their cleaning allowance
pro-rated to the month in which their employment ceases.

Article 55
QUARANTINE

55.01 Time lost by an employee within the Local 3888 Unit as a result of being quarantined by a certified
medical practitioner because of a job related incident shall be treated as a leave of absence with
pay for the duration of the quarantine.

Where an employee who is quarantined because of a job related incident would have been the first
person entitled to act in a higher rank, such employee shall be paid at the higher rank for such shifts
as they would have normally been acting in the higher rank for the duration of the quarantine period,
unless the Officer is quarantined for the same period.

Working Quarantine

55.02 (a) Employees who work while under a ‘Work Quarantine’ will be paid two (2) times their regular
hourly rate of pay for all hours worked.

(b) Employees who work overtime while under a ‘Work Quarantine’ will be paid at the rate of two
and one-half times (2 ¥2) the regular rate of pay for the overtime hours worked beyond their
regularly scheduled shift.

(c) Once the employee agrees to work under a ‘Work Quarantine’ they will be expected to report for
their regularly scheduled shifts for the period the quarantine is in effect. An employee who
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55.03

chooses to be on ‘Home Quarantine’ and later chooses to work under ‘Work Quarantine’ must
notify their Platoon Chief by 15:00 hours of their scheduled shift immediately prior to date of
reporting to duty.

(d) These terms represent exceptional and unusual circumstances and only apply when a ‘Work
Quarantine’ has been declared by an official authorized to do so in accordance with the
applicable legislation.

In the event an exceptional and unusual circumstance arises, and the City is considering
implementing a work place screening process, it is agreed the parties will meet to discuss the
process.

Article 56
TORONTO FIRE SERVICES POLICY - STANDBY AND CALL-BACK PAY

Statement of Intent

56.01

56.02

56.03

56.04

Toronto Fire Services recognizes that no member of Local 3888 is required to be on standby or call-
back at this time, except where provided for in, legislation, or in this collective agreement as follows:

Employees in: Public Information and Media Communications section, Health and Safety section,
EMS section, Fire Investigators, Mechanical Maintenance Division, Communications Division and
Information and Communication Systems Division may be required to be available for work at times
other than their regularly scheduled work hours and should be compensated when on standby or
called back to work.

The effective date for the inclusion of Fire Investigators is January 1, 2020.

In the future, any position which may require mandatory standby and/or call-back shall be
negotiated by the parties.

Definitions

Standby pay: Compensation that employees receive when they have been assigned to and are
required to be on standby status, whether or not they are called into work.

Call-back pay: Compensation that employees receive when they are called back into work after they
have left their work location or are called back to work on other than their regular work day. Call-
back pay will not be applicable to overtime hours worked in conjunction with an employee’s
regularly scheduled shift.

Employees “called back” to work and who do not qualify for a minimum of four (4) hours overtime
because it is in conjunction with their regular shift, shall be entitled the hours worked prior to their
regular shift at the regular overtime rate and shall accrue one (1) hour time owing to be taken off at
the mutual convenience of the employee and the employer.

Conditions

Employees may be required to be on standby status:
e before or after their regularly scheduled hours, and/or,
e on aday when they are not scheduled to work.

If the Toronto Fire Services requires employees to be on standby status for call-back to work, the
Fire Chief or their designate:
e must assign employees who volunteer to standby status, stating the dates and times
that employees are required to be on standby
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56.05

56.06

e where necessary, provide employees with either a pager or cell phone to facilitate
contact.

An employee who is given a cell phone is not automatically assigned to standby status.
Notwithstanding exceptional circumstances such as inclement weather or unforeseen traffic
conditions, employees who are on standby status must be no further from their work sites than one

and one-half (1.5) hours travel time.

When employees are on standby, they will be required to leave home or the place where they are
contacted and travel to work or some other site to deal with situations that require their presence.

Once contacted they will be covered as per WSIB policies. (No work from home)
Employees may be offered call back work even if they are not on standby status.

If contact cannot be made with an employee who is on standby status, that employee is ineligible for
either standby or call-back pay for that period only.

Safe Working Practices

The person who is called back to duty may make a request to the platoon chief or other such
management representative for additional assistance to allow for safe working practices

Salary & Benefits

Compensation for standby is paid. Compensation for call-back is paid or the employee may elect
time off in lieu, subject to the overtime provisions of the collective agreement. There is no maximum
on standby and call-back pay.

Standby
Employees on standby status are paid one hour for every eight hours or less, on a straight time
basis.

In the event an employee is on standby and is called to work, they shall be paid a minimum of three
(3) hours at their normal overtime rate as per the Collective Agreement. Call-back pay for
employees on stand-by will not be applicable to overtime hours worked in conjunction with an
employee's regular shift. Pay for work performed is counted from the time the employee arrives at
the work site. Employees who are on stand-by and do not qualify for a minimum of three (3) hours
overtime because it is in conjunction with their regular shift, shall be entitled the hours worked prior
to their regular shift at the regular overtime rate and shall not accrue one (1) hour time owing.

Call-back
Employees called back to work are paid a minimum of four hours at their normal overtime rate as
per the collective agreement.

Employees who have been called back between their regular shift shall have the option of
completing their regular scheduled shift or any portion thereof (limited to 1.5 shifts) immediately
following their completion of the call-back assignment. Employees may elect to choose not to
complete their regular shift and have the overtime hours credited towards the required hours for the
regular scheduled day.

Employees who are contacted by phone for advice and/or assistance related to their duties, shall be
paid a minimum of one (1) hour at one and one-half (1.5) times the positions’ normal rate of pay for
calls addressed during their off-shift hours. Should additional calls be received and addressed within
the same hour, starting from the time of the first call, the employee shall receive no more than the
minimum one (1) hour at one and one-half (1.5) times the positions’ normal rate of pay. For the first
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56.07

call only, which is less than fifteen (15) minutes in duration, there shall be no compensation, other
than the reqular standby pay.

Implementation

The Fire Chief or their designates will ensure that they assign employees to standby status through
formal communication. They should communicate to other employees who normally carry pagers or
cell phones that they are not automatically on standby status.

The Fire Chief or their designates are responsible for scheduling employees who volunteer for
standby status on an annual basis. Such scheduling may be changed upon mutual agreement
between the employees. Replacements must be able to perform the requirements of the job.
Exchanges must be agreed to in writing on the form provided. Exchange forms must be completed
and approved by the Fire Chief or their designate forty-eight (48) hours prior to the exchange. In
cases of emergency the Fire Chief or their designate can waive the forty-eight (48) hour
requirement. In extenuating circumstances, an employee may contact the Fire Chief or their
designate and make a request that is not covered in the above. Said request will not be
unreasonably denied.

Except where standby is a normal requirement of the job, standby shall be voluntary. In the event
an employee accepts standby, they shall be available for work when contacted.

Call-backs and standby shall be distributed as equally as possible amongst those employees who
are qualified and who normally perform the work. Call-backs and standby shall be on a voluntary
basis.

The necessary overtime records will be made available for inspection by the employee or Local
3888 upon request.

Employees who have been on standby status and/or called into work must submit their

compensation claims on designated forms for standby and call-back hours within fourteen (14)
days.

Article 57

REMUNERATION FOR ATTENDANCE AT A COURT OR INQUEST ON FIRE SERVICES BUSINESS

57.00

58.01

When an employee is off duty and required in connection with Toronto Fire Services business to
attend an inquest, court or other tribunal, the employee will receive compensation according to the
Standby and Call back policy. Employees on standby status are paid one (1) hour for every eight
(8) hours or less, on a straight time basis that will be calculated on a twenty-four (24) hour basis
for each day an employee is required to be on standby. Employees who attend or who are put on
standby status for an inquest, court or other tribunal will make every reasonable attempt to provide
documentation to substantiate such claims for remuneration.

Article 58
MODIFIED WORK PROGRAM POLICY

The City is committed to facilitating early and safe return of employees to productive employment.
Modified work is mandatory not only in the sense that the City can require a fire fighter to accept
suitable modified work, but also in the sense, consistent with the duty to accommodate disability,
that fire fighters who require it have an entitlement to modified work where it is available. For
occupational illness or injury the program must be consistent with WSIB legislation.

Definition: Modified Work
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58.02

58.03

58.04

58.05

58.06

58.07

58.08

58.09

58.10

58.11

58.12

An employee unable to perform the full or essential duties of their job as a result of injury or illness
may be given modified duties within the employee's own job for a limited period of time, or placed
in an alternate job to accommodate their restrictions.

The Modified Work Program Policy will be made available in the workplace.

When an employee is absent for a full tour of duty, the employee, or the employee’s agent, must
answer the question to the on-duty Platoon Chief/Division Chief on the last day of the tour of duty
or the last scheduled working day for a non-shift employee.

“Are you coming back to regular duties on the next tour of duty (or next week)?”

If the employee is not coming back to regular duties within the next tour or the next week, they
shall submit a current and properly completed TFS Return to Work form no later than 14 days
following the commencement of the absence.

Confirmation of the modified work assignment will be provided to the employee in writing outlining
the restrictions that modify the work.

An employee who does not return to work within the time provided for in the completed TFS Return
to Work form submitted under paragraph 3 must supply another updated, properly completed form.
This requirement shall continue to apply to subsequent forms.

Temporary Modified Duties
Note: All modified duties and/or work assignments referred to in this section are temporary and

intended to assist the employee’s return to full duties. Such assignments shall be based on
operational needs.

If an employee requires a reasonable recovery period, it must be identified on and consistent with
the employee’s TFS Return to Work form. The Modified Work Program will take into consideration
the ability of the individual to perform work.

Employees who have been deemed by their attending physician(s) to be partially, but not totally,
disabled will be provided with modified duties consistent with the employee’s medical/functional
restrictions, where such duties are suitable and the duty to accommodate.

Modified duty assignments will be reviewed at a minimum of every 4 to 6 weeks. The employee
will provide proper medical certification as required, including confirmation of continuing medical
limitations or restrictions and a prognosis for recovery that are consistent with an employee’s
rehabilitation to full duties.

Modified work will include duties reasonably within or related to the duties of a fire fighter.
Employees in modified duty assignments will continue to be paid at their regular rate of pay unless
the modified position is of a supervisory or instructional in nature and at a higher rate of pay. The
employee shall co-operate fully in the modified duty program.

If there are more employees requiring a modified duty assignment than assignments available,
assignments will be made on the basis of an employee’s ability to perform the work. In such
cases, should the employees be equally capable, the available work will be assigned in order of
seniority.

The assignment of an employee to modified duties does not create a vacancy within the
bargaining unit.

The assignment of modified duties to an employee will not prohibit the employee from accessing
any medical or disability benefits, subject to the Long Term Disability policy presently in force and
provisions of the collective agreement, to which they may be entitled during the period of modified
work. Employees on modified work assignments will continue to accrue service and seniority and

will continue to accumulate sick leave in accordance with the agreement.
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58.13

58.14

58.15

58.16

58.17

58.18

58.19

In the event the Chief Medical Officer of the Toronto Fire Services and/or Employee Health &
Rehabilitation (EH&R) has insufficient medical information with respect to an employee’s
medical/functional abilities and for the duration of the absence, they may contact their treating
physician to provide them with the information necessary for proper placement. In the event of a
disagreement between the Corporate physician and the employee’s treating physician the
employee shall be referred to a mutually agreed upon independent specialist in the field of
medicine for the condition from which the employee is suffering. It is understood that all medical
information will be treated as confidential between the medical practitioners referred to above. The
Fire Chief, or their designate, will only be provided with a list of the employee’s functional abilities
and restrictions. Cost of the report from the independent physician shall be borne by the City if the
City determines it requires an independent medical examination.

Employees on modified work are expected to arrange their medical appointments, therapy and
treatment times outside of the scheduled work hours. Where it is shown that the medical
appointment, therapy or treatment could not be arranged outside of the scheduled work hours, the
Toronto Fire Services will allow up to two (2) hours off, coincident with the beginning or end of the
scheduled hours of work and there will be no interruption of earnings or benefits during such time
off as may be granted.

Vacation Entitlement for Employees on the Modified Duties Program
For employees on modified duties less than three (3) months:

Within the first three months the employee has the right to determine whether their vacation will be
used as previously scheduled or put in abeyance until the employee returns to full duties.

For employees on modified duties more than three (3) months:

After more than three months modified duties the City has discretion to have the employee utilize
the vacation scheduled but not taken during that three-month period. The employee is required to
reschedule their vacation in the three months following the first three-month period.

Lieu day usage should be deducted based on whether statutory holidays were taken. This would
be determined on the work and shift location for the modified duties.

Permanent Partial Disability

Where it has been determined, based on medical/functional information received by the Chief
Medical Officer for TFS and/or Employee Health & Rehabilitation, that an employee’s partial
disability is permanent and that the employee will be unable to return to their regular position, the
City will make every reasonable attempt to place the employee in an available permanent position
that is consistent with the employee’s qualifications, medical/functional limitations. Every
reasonable effort will be made to place employees in permanent alternate work at the rate of pay
which restores the workers’ pre-injury earnings. The employee shall fully co-operate in any such
placement.

Where an employee is permanently placed in a position for which a lower wage rate is applicable
under paragraph 16 above, the employee shall continue to receive the rate they were receiving
prior to the re-assignment for the twenty-four (24) month period immediately following the effective
date of their re-assignment. Following the expiry of the twenty-four (24) month period, the
employee will then receive the rate applicable to their new position. The change in the rate of pay
will be effective the first day of the pay period following the expiry of the aforementioned twenty-
four (24) month period.

If there are more employees requiring permanent placements to a position than positions
available, assignments will be made on the basis of an employee’s ability to perform the work. In
such cases, should the employees be equally capable, the available work will be assigned in order
of seniority.

When an employee is placed under paragraph 16, the employee’s position will be deemed to be

vacant and the TFS will proceed to fill the vacated position.
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58.20 It is understood that nothing in this policy is intended to limit the City’s obligations to
accommodate disabled employees under the Ontario Human Rights Code.

Modified Work Committee
The role of the Committee is to promote an early and safe return of employees to productive employment
through meaningful input into an effective and non-discriminatory Modified Duties Program.

The Committee will meet every three months or as required. If any workers are added or removed from the
program, the Association will be notified in writing.

The Committee will monitor the program to proactively recommend improvements or solutions as may be
identified or observed.

The Committee will maintain a current list of potential modified duties. The Committee will use its best
efforts to resolve problems which arise.

Committee Structure

The Committee will consist of one (1) representative of TFS Management, one (1) representative of the
Association and one (1) Human Resource representative for the TFS Business Unit. If a Chair is required,
then the TFS Management representative and the Local 3888 representative will co-chair. The Committee
may also consist of members from People & Equity, Occupational Health & Safety, Workers Compensation
or other representatives as required or deemed appropriate.
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Attachment A
24 HOUR SHIFT SCHEDULE

MON TUE WED THUR FRI SAT SUN

WEKT | A | B | C A D C | D
WEK2 B | ¢ | D B A D | A
WEKS | ¢ | D | A | C B A | B
WEK4 D A | B D € B | C
A: WORKING B: WORKING C: WORKING D: WORKING
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Appendix A
RETURN TO WORK FORM
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Appendix B

MEMORANDUM OF AGREEMENT: TRAINING AND TECHNICAL OPERATIONS- ASSOCIATE TRAINING

INSTRUCTORS PROGRAM

Associate Training Instructors (“ATls”) Program

An ATI program will be created to augment Training and Technical Operations Division staff to help
train Operations personnel and new recruits in the following areas:

Training
Training Areas Up to ATI Complement

Vertical Ventilation, Vent Saw & Forcible Entry 20
General (Ladders, Ventilation, CO, Ropes and Knots, Search and 20
Rescue)

Live Fire & TIC 32
Fire Ground Survival 20
High Rise Firefighting 20
Pump Operations & Hose Advancement 20
Driver Training 20
EMS 20
IMS & Communications 20

Technical Operations
Training Areas Up to ATI Complement

Ice Water Rescue ( to NFPA 1006 standard) 20
Swift Water Rescue (to NFPA 1006 standard) 20
Surface Water Rescue (to NFPA 1006 standard) 20
Trench Rescue (to NFPA 1006 standard) 20
Vehicle NFPA Rescue (to NFPA 1006 standard) 20
Rope Rescue (to NFPA 1006 standard) 20
Structural Collapse (to NFPA 1006 standard) 20
Confined Space Rescue (to NFPA 1006 standard) 20
Machinery Rescue (to NFPA 1006 standard) 20
Hazardous Materials (to NFPA 472) 20
JT CBRNE Team 20
Elevator Rescue (to NFPA 1016 standard) 20

The Training Areas specified above shall be subject to change based on changes to legislative
requirements and/or operational needs. Both Parties will agree on any changes before they are
implemented.

General Guidelines

2.1

2.2

2.3

2.4

A joint ATI Committee will be established to review and make recommendations with respect
to addressing issues and/or improving the ATI recruitment process. The Committee will
consist of three (3) Association Members selected by the Association and three (3) Employer
representatives. The committee once initiated will remain in place.

Where the Division Chiefs of the Training and Technical Operations division or the Deputy
Chief (or their respective designate) determine that there is a need for ATls to provide
training on a particular Training Area, it will be offered to ATIs who are qualified to train on
said Training Area, subject to 5.1 below.

Staff who have succeeded in the recruitment process for the ATI program shall be placed on
an ATl list in each Training Area seniority order. These lists shall be referred to as the “ATI
List” in this MOA, and shall expire three years after their implementation, prompting a new
ATI recruitment process.

ATls will be offered training work assignments according to their placement on the ATI list on
a rotational basis such that the work is offered to the qualified ATI next available on the ATI
list referred to in 2.3 above, based on the method described in section 4 below.
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MY BENEFIT PLAN BOOKLET

Health Exclusions
Eligible benefits do not include and reimbursement will not be made for:

1.

Services or supplies received as a result of disease, illness or injury due to:

a)
b)
c)

an act of war, declared or undeclared,;
participation in a riot or civil commotion; or
attempting to commit or committing a criminal offence or illegal act;

Services or supplies provided while serving in the armed forces of any country;

Failure to keep a scheduled appointment with a legally qualified medical or dental practitioner;

Any treatment, drug, service, or supply received outside of Canada on a non-emergency basis.

Charges for the translation or completion of any claim forms and/or insurance reports;

Any form of medical cannabis for the treatment of any medical condition, regardless of whether it is
authorized by way of a medical document or prescription from a legally-authorized medical practitioner
and obtained from a Health Canada-licensed producer pursuant to any federal or provincial legislation
or regulation regarding access to and/or distribution of medical cannabis;

Any specific treatment or drug which:

a)

f)

does not meet accepted standards of medical, dental or ophthalmic practice, including charges for
services or supplies which are experimental in nature;

is not considered to be effective (either medically or from a cost perspective) as determined by
GSC'’s drug review process regardless if Health Canada has approved the drug;

is an adjunctive drug prescribed in connection with any treatment or drug that is not an eligible
service;

is administered in a hospital or is required to be administered in a hospital in accordance with
Health Canada's approved indication for use;

is not dispensed by the pharmacist in accordance with the payment method shown under the
Prescription Drugs benefit;

is not being used and/or administered in accordance with Health Canada’s approved indication for
use, even though such drug or procedure may customarily be used in the treatment of other
illnesses or injuries (i.e., off-label use);

Services or supplies that:

a)

c)

are not recommended, provided by or approved by the attending legally qualified (in the opinion of
GSC) medical practitioner or dental practitioner as permitted by law;

are legally prohibited by the government from coverage;

you are not obligated to pay for or for which no charge would be made in the absence of benefit
coverage or for which payment is made on your behalf by a not-for-profit prepayment association,
insurance carrier, third party administrator, like agency or a party other than GSC, your plan
Sponsor or you;

are provided by a health practitioner whose license by the relevant provincial regulatory and/or
professional association has been suspended or revoked;

are not provided by a designated provider of service in response to a prescription issued by a
legally qualified health practitioner;

are used solely for recreational or sporting activities and which are not medically necessary for
regular activities;

are primarily for cosmetic or aesthetic purposes, or are to correct congenital malformations;

are provided by an immediate family member related to you by birth, adoption, or by marriage
and/or a practitioner who normally resides in your home. An immediate family member includes a
parent, spouse, child or sibling;
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y)

are provided by your plan sponsor and/or a practitioner employed by your plan sponsor, other than
as part of an employee assistance plan;

are a replacement of lost, missing or stolen items, or items that are damaged due to negligence.
Replacements are eligible when required due to natural wear, growth or relevant change in your
medical condition but only when the equipment/prostheses cannot be adjusted or repaired at a
lesser cost and the item is still medically required;

are video instructional kits, informational manuals or pamphlets;

are for medical or surgical audio and visual treatment;

are special or unusual procedures such as, but not limited to, orthoptics, vision training, subnormal
vision aids and aniseikonic lenses;

are delivery and transportation charges;

are for Insulin pumps and supplies (unless otherwise covered under the plan);

are for medical examinations, audiometric examinations or hearing aid evaluation tests;

are batteries, unless specifically included as an eligible benefit;

are a duplicate prosthetic device or appliance;

are from any governmental agency which are obtained without cost by compliance with laws or
regulations enacted by a federal, provincial, municipal or other governmental body;

would normally be paid through any provincial health insurance plan, Workplace Safety and
Insurance Board or tribunal, the Assistive Devices Program or any other government agency, or
which would have been payable under such a plan had proper application for coverage been made,
or had proper and timely claims submission been made;

were previously provided or paid for by any governmental body or agency, but which have been
modified, suspended or discontinued as a result of changes in provincial health plan legislation or
de-listing of any provincial health plan services or supplies;

may include but are not limited to, drugs, laboratory services, diagnostic testing or any other service
which is provided by and/or administered in any public or private health care clinic or like facility,
medical practitioner’s office or residence, where the treatment or drug does not meet the accepted
standards or is not considered to be effective (either medically or from a cost perspective, based
on Health Canada’s approved indication for use);

are provided by a medical practitioner who has opted out of any provincial health insurance plan
and the provincial health insurance plan would have otherwise paid for such eligible service;
relates to treatment of injuries arising from a motor vehicle accident;

Note: Payment of benefits for claims relating to automobile accidents for which coverage is
available under a motor vehicle liability policy providing no-fault benefits will be considered only if-
i) the service or supplies being claimed is not eligible; or

ii) the financial commitment is complete;

A letter from your automobile insurance carrier will be required,;

are cognitive or administrative services or other fees charged by a provider of service for services
other than those directly relating to the delivery of the service or supply.
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TRAVEL

Important: This Travel benefit includes requirements, limitations, and exclusions that can affect
eligibility and/or reimbursement of incurred expenses. You must be accurate and
complete in your dealings with GSC at all times. Please take the time to read through
this benefit before you travel to ensure you are aware of the terms and conditions,
making note of the following:

o With the exception of the “Referral Services”, this Travel benefit is an emergency medical benefit
only and provides coverage while you are temporarily outside of your regular province/territory of
residence for vacation, education, or business reasons. It does not cover any non-emergency, elective,
cosmetic, or experimental treatment, surgery, procedure, or any other service a covered person
chooses to have performed outside of their home province/territory — whether pre-planned or not.

o GSC reserves the right to review your medical information at the time of claim. Any invasive or
investigative procedures must be pre-approved by GSC Travel Assistance. If the covered person is
the patient and it is medically impossible for the covered person to call prior to obtaining emergency
treatment, it is extremely important to have someone call GSC Travel Assistance on the covered
person’s behalf within 48 hours. If GSC Travel Assistance is not notified within the first 48 hours,
reimbursement of incurred expenses may be limited to the lesser of the amount of only those
expenses incurred within the first 48 hours of any and each treatment/incident or the plan maximum.
This means the covered person will be responsible for all expenses thereafter.

Emergency means a sudden and unforeseen Medical Condition that requires Treatment. An emergency
no longer exists when the evidence reviewed by GSC Travel Assistance indicates that no further Treatment
is required at destination or you are able to return to your province/territory of residence for further
Treatment. If GSC Travel Assistance determines that you transfer to another facility or return to your home
province/territory of residence, and you choose not to, the benefits will not be paid for further medical
treatment and coverage will be limited for unrelated events.

Emergency excludes Treatment of a Pre-existing Condition that was not completely Stable for the 90-
day period immediately preceding the covered person’s departure.

Pre-existing Condition means any Medical Condition that exists prior to the date of the covered person’s
departure.

Medical Condition means any disease, illness or injury (including symptoms of undiagnosed conditions).
A Medical Condition is considered Stable when all of the following statements are true during the 90-day
period immediately preceding the date of the covered person’s departure.
a) There has not been any new Treatment prescribed or recommended, or change(s) to existing
Treatment (including stoppage in Treatment), and
b) The Medical Condition has not become worse, and
¢) There has not been any new, more frequent, or more severe symptoms, and
d) There has been no hospitalization or referral to a specialist, and
e) There have not been any tests, investigation or Treatment recommended, but not yet complete, nor
any outstanding test results, and
f) There is no planned or pending treatment, and
g) There has not been any change to an existing prescribed drug (including an increase, decrease, or
stoppage to prescribed dosage), or any recommendation or starting of a new prescription drug. The
following are not considered changes to existing prescribed drug Treatment.
i. Routine dosage adjustments of Coumadin, Warfarin, or insulin, as long as these medications
have not been newly prescribed or stopped;
i A change from a brand name to a generic equivalent product as long as the dosage is the same
— including a transition from a biologic to a biosimilar product;
ii. A decrease in the dosage of a medication due to the improvement of a condition.
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All of the above conditions must be met during the 90-day period prior to the covered person’s
departure in order for a Medical Condition to be considered Stable.

Travelling Companion means any person who has prepaid accommodation and/or transportation with
the Covered Person for the same covered trip.

Treat, Treated, Treatment means a procedure prescribed, performed, or recommended by a Physician
for a Medical Condition. This includes but is not limited to prescribed medication, investigative testing, and
surgery.

o To qualify for benefits, the claimants must be covered by their respective provincial/territorial
government health plan or equivalent at the time the expenses are incurred; otherwise, there is no
coverage under this benefit.

o Eligible travel benefits will be considered based on the reasonable and customary charges in the area
where they were received, less the amount payable by your provincial/territorial health insurance plan,
if your province/territory provides such coverage.

e All dollar maximums and limitations are stated in Canadian currency. Reimbursement will be made in
Canadian funds or U.S. funds for both providers and plan members, based on the country of the payee.
For payments that require currency conversion, the rate of exchange used will be the rate in effect on
the date of service of the claim.

e Eligible benefits are limited to the maximum days per trip shown in the Summary of Benefits
commencing with the date of departure from your province/territory of residence. If you are hospitalized
on the last day shown in the Summary of Benefits, your benefits will be extended until the date of
discharge.

Eligible travel expenses include the following:
Hospital services and accommodation
e up to a standard ward rate in a public general hospital;

e up to $350 for out-of-pocket expenses such as telephone, television rental, and parking

Medical/surgical services rendered by a legally qualified physician or surgeon to relieve the symptoms
of, or to cure an unforeseen illness or injury;

Emergency Transportation
¢ Land ambulance to the nearest qualified medical facility;
¢ Air ambulance — the cost of air evacuation (including a medical attendant when necessary)
between hospitals and for hospital admission into Canada when approved in advance by your
provincial/territorial health insurance plan or to the nearest qualified medical facility.

Referral services — Reasonable and customary hospital, medical, surgical, and transportation expenses
in excess of those expenses covered by your provincial/territorial health insurance plan for you and an
approved escort;

e Prior to the commencement of any referral treatment, written pre-authorization from your
provincial/territorial health insurance plan and GSC must be obtained. Your provincial/territorial
health insurance plan may cover this referral benefit entirely. You must provide GSC with a letter
from your attending physician stating the reason for the referral, and a letter from your
provincial/territorial health insurance plan outlining their liability. Failure to comply in obtaining
pre-authorization will result in non-payment.

Services of a registered private nurse up to a maximum of $10,000 per calendar year, at the reasonable
and customary rate charged by a qualified nurse registered and licensed in the jurisdiction in which
treatment is provided. You must contact GSC Travel Assistance for pre-approval;
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Diagnostic laboratory tests and X-rays when prescribed by the attending physician. Except in
emergency situations, GSC Travel Assistance must pre-approve these services (i.e. cardiac
catheterization or angiogram, angioplasty and bypass surgery);

Reimbursement of prescriptions for drugs, serums and injectables which require a prescription by law
and are prescribed by a legally qualified medical practitioner (vitamins, patent and proprietary drugs are
excluded). Submit to GSC Travel Assistance the original paid receipt from the pharmacist, physician or
hospital outside your province/territory of residence showing the name of the prescribing physician,
prescription number, name of preparation, date, quantity and total cost;

Medical appliances including casts, crutches, canes, slings, splints and/or the temporary rental of a
wheelchair when deemed medically necessary and required due to an accident which occurs, and when
the devices are obtained outside your province/territory of residence;

Treatment by a dentist only when required on an emergency basis for:

e Services and treatment of a direct accidental blow to the mouth up to a maximum of $2,500.
Treatments (prior to and after return) must be provided within 90 days of the accident. Details
of the accident must be provided to GSC Travel Assistance along with dental X-rays;

e Treatment to relieve dental pain up to a maximum of $500 per trip

Coming Home — when your emergency illness or injury is such that:

e GSC Travel Assistance specifies in writing that you should immediately return to your
province/territory of residence for immediate medical attention, reimbursement will be made for the
extra cost incurred for the purchase of a one-way economy airfare, plus the additional economy
airfare if required to accommodate a stretcher, to return you and a Travelling Companion by the
most direct route to the major air terminal nearest the departure point in your province/territory of
residence.

This benefit assumes that you are not holding a valid open-return air ticket. Charges for upgrading,
departure taxes, cancellation penalties are not included.

e GSC Travel Assistance or commercial airline stipulates in writing that you must be accompanied
by a qualified medical attendant, reimbursement will be made for the cost incurred for one round
trip economy airfare and the reasonable and customary fee charged by a medical attendant who is
not your relative by birth, adoption or marriage and is registered in the jurisdiction in which treatment
is provided, plus overnight hotel and meal expenses if required by the attendant.

Cost of returning your personal use motor vehicle to your residence or nearest appropriate vehicle
rental agency when you are unable to due to sickness, physical injury or death, up to a maximum of
$10,000 per trip. GSC Travel Assistance requires original receipts for costs incurred, i.e. gasoline,
accommodation and airfares;

Meals and accommodation up to a maximum of $250 per day to a maximum of $5,000 per family per trip
will be reimbursed for the extra costs of commercial hotel accommodation and meals incurred by you or a
covered dependent when the trip is delayed or interrupted due to an illness, accidental injury to or death
of a Travelling Companion and the covered person remains until they or their Travelling Companion is fit
to travel. This must be verified in writing by the attending legally qualified physician or surgeon and
supported with original receipts from commercial organization;
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Transportation to the bedside including round trip economy airfare by the most direct route from your
province/territory of residence, for any one spouse, parent, child, brother or sister, and up to $150 per day
for a maximum of 5 days for meals and accommodation at a commercial establishment will be paid for that
family member to:

e be with you or your covered dependent when confined in hospital. This benefit requires that the
covered person must eventually be an inpatient for at least 7 days outside your province/territory
of residence, plus the written verification of the attending physician that the situation was serious
enough to have required the visit;

e identify a deceased prior to release of the body.

Return airfare if the personal use motor vehicle of you or your covered dependent is stolen or rendered
inoperable due to an accident, reimbursement will be made for the cost of a one-way economy airfare to
return you and your covered dependents travelling with you, or a Travelling Companion by the most direct
route to the major airport nearest your departure point in your province/territory of residence. An official
report of the loss or accident is required;

Return of deceased up to a maximum of $15,000 toward the cost of preparation and transportation in an
appropriate container of yourself or your covered dependent when death is caused by iliness or accident.
The body will be returned to the major airport nearest the point of departure in your province/territory of
residence. In the case of cremation and/or burial at the place of death, this benefit is limited to $5,000. The
benefit excludes the cost of a burial coffin, urn, or any funeral-related expenses, makeup, clothing, flowers,
eulogy cards, church rental, etc.

Paramedical Practitioners up to a maximum of $500 per practitioner per Emergency (including x-rays)
for the services of a licensed chiropractor, physiotherapist, podiatrist/chiropodist, or osteopath in
conjunction with treatment for an Emergency.

Child Care when pre-approved by GSC Travel Assistance, up to $5,000 for one of the following benefits
for dependent children under the age of 16 in the event of an Emergency involving you or your spouse
while travelling:
e Additional cost of one-way economy airfare for the return home of accompanying dependent
children when you or your spouse are hospitalized, plus the cost of an escort if required
e The cost of services of a caregiver (who is not a relative) in the location where you or your spouse
is hospitalized
o The cost of services of a caregiver (who is not a relative) in your home province when the children
are left unattended due to the delayed return of you or your spouse

Pet Return up to a maximum of $500 for the return to your accompanying pet(s) in the event you are
hospitalized or repatriated during an Emergency.

GSC TRAVEL ASSISTANCE SERVICE
The following services are available 24 hours per day, 7 days per week through GSC's international
medical service organization.

These services include:

o Access to Pre-trip Assistance (prior to departure): Canada Direct Calling Codes; information about
vaccinations; government issued travel advisories; and VISA/document requirements for entry into
country of destination;

Multilingual assistance;

e Assistance in locating the nearest, most appropriate medical care;

International preferred provider networks;
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Medical consultation and monitoring to review appropriateness and quality of medical care;

¢ Assistance in establishing contact with family, personal physician and employer as appropriate;

¢ Monitoring of progress during treatment and recovery and confirming when the patient is medically fit
for transportation when a transfer or repatriation is necessary;

o Emergency message transmittal services;

e Translation services and referrals to local interpreters as necessary, pertaining to the medical
emergency;

o Verification of coverage facilitating entry and admissions into hospitals and other medical care
providers;

e Special assistance regarding the co-ordination of direct claims payment;

e Co-ordination of embassy and consular services;

¢ Management, arrangement and co-ordination of emergency medical transportation and evacuation as
necessary;

e Management, arrangement and co-ordination of repatriation of remains;

e Special assistance in making arrangements for interrupted and disrupted travel plans resulting from

emergency situations to include:

- the return of unaccompanied travel companions;

- travel to the bedside of a stranded person;

- rearrangement of ticketing due to accident or illness and other travel related emergencies;

- the return of a stranded personal use motor vehicle and related personal items.

Knowledgeable legal referral assistance;

Co-ordination of securing bail bonds and other legal instruments;

Guidance in replacing lost or stolen travel documents including passports;

Courtesy assistance in securing incidental aid and other travel related services.

How Travel Assistance Service Works

For assistance dial 1.800.936.6226 within Canada and the United States or call collect 0.519.742.3556
when traveling outside Canada and the United States. These numbers appear on your GSC Identification
Card.

Quote your GSC Identification Number, found on your GSC ldentification Card, and explain your medical
emergency. You must always be able to provide your GSC Identification Number and your
provincial/territorial health insurance plan number.

A multilingual Assistance Specialist will provide direction to the best available medical facility or legally
qualified physician able to provide the appropriate care.

Upon admission to a hospital or when consulting a legally qualified physician or surgeon for major
emergency treatment, GSC Travel Assistance will guarantee the provider (hospital, clinic or physician),
that you have the required provincial/territorial health insurance plan coverage and GSC travel benefits as
detailed above.

GSC Travel Assistance will follow your progress to ensure that you are receiving the best available medical
treatment. GSC Travel Assistance also keeps in constant communication with your family physician and
your family, depending on the severity of your condition.

When calling collect while travelling outside Canada and the United States, you may require a Canada
Direct Calling Code. In the event that a collect call is not possible, keep your receipts for phone calls made
to GSC Travel Assistance and submit them for reimbursement upon your return to Canada.
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Travel Limitations

1.

Coverage becomes effective at the time you or your dependent crosses the provincial/territorial border
departing from their province/territory of residence and terminates upon crossing the border returning
to their province/territory of residence on the return home. If traveling by air, coverage becomes
effective at the time the aircraft takes off in the province/territory of residence and terminates when the
aircraft lands in the province/territory of residence on the return home.

GSC Travel Assistance must be notified before obtaining Emergency Treatment in order for GSC
Travel Assistance to:

e confirm coverage; and

e provide pre-approval of treatment.

If it is medically impossible for the covered person to call prior to obtaining Emergency Treatment, GSC
Travel Assistance requires either the covered person or someone on behalf of the covered person to
call GSC Travel assistance within 48 hours of commencement of treatment.

If GSC Travel Assistance is not notified before the Emergency Treatment was received, benefits will
be limited to the lesser of the amount of only those expenses incurred within the first 48 hours of any
and each treatment/incident or the plan maximum. This mean you will be responsible for all expenses
thereafter.

After your medical emergency treatment has started, GSC Travel Assistance must assess and pre-
approve additional medical treatment. If you undergo tests as part of a medical investigation, treatment
or surgery, obtain treatment or undergo surgery that is not pre-approved, your claim will not be paid.
This includes invasive testing, surgery, cardiac catheterization, other cardiac procedures, transplants,
MRI.

Repatriation is mandatory when GSC Travel Assistance determines that the covered person should
transfer to another facility or return to the home province/territory of residence for treatment, or at the
end of the emergency. If you choose not to return:
e no benefits will be paid for any further medical treatment;
e no benefits will be paid for any recurrence or complications related directly or indirectly to the
Medical Condition that caused the emergency; and
o for the remainder of the trip, coverage will be limited to Medical Conditions completely unrelated
to the Medical Condition that caused the emergency.

Air ambulance services will only be eligible if:

e they are pre-approved by GSC Travel Assistance;

o there is a medical need for you or your dependent to be confined to a stretcher or for a medical
attendant to accompany you during the journey;

e you or your dependent are admitted directly to a hospital in your province/territory of residence,
and;

e medical reports or certificates from the dispatching and receiving legally qualified physicians are
submitted to GSC Travel Assistance;

e proof of payment (including air ticket vouchers or air carrier invoices) is submitted to GSC Travel
Assistance.

If planning to travel in areas of political or civil unrest, or in areas where the Canadian government has
issued a formal travel warning regarding non-essential travel, contact GSC Travel Assistance for pre-
travel advice, as we may be unable to guarantee assistance services.
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7. GSC Travel Assistance reserves the right, without notice, to suspend, curtail or limit its services in any
area if any of the following occur:
e political or civil unrest, rebellion, riot, or military uprising;
e |abour disturbance or strike;
e act of God; or
[ )

refusal of authorities in a foreign country to permit GSC Travel Assistance to provide service.

This includes travel if when you booked your trip (including delay of travel), or before your departure
date, the Canadian government issued a formal travel warning advising Canadians to avoid either all
travel or all non-essential travel regarding the country, region, city, or other key components of your
travel arrangements (e.g., cruise ship) due to a likely or actual epidemic or pandemic.

In this limitation, non-essential travel means anything other than a significant medical or family
emergency, such as the death of a family member.
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Travel Exclusions
In addition to the Health Exclusions, Travel claims will not be paid for the following.

1.

Any expenses incurred for the treatment related directly or indirectly to a Pre-existing Medical Condition

that, at the time of your departure from your province/territory of residence and the 90-day period

immediately preceding your departure from your province/territory of residence:

a) was not completely stable in the professional opinion of GSC Travel Assistance Team;

b) where medical evidence suggested a reasonable expectation that treatment or hospitalization
could be required while traveling; or

c) a physician advised the covered person not to travel.

GSC Travel Assistance reserves the right to review the covered person’s medical information at the
time of claim. A physician’s opinion that the covered person was fit to travel does not override or
eliminate the requirement for the covered person to satisfy all the conditions of Stable.

Any expenses submitted if the covered person or anyone acting on behalf of a covered person attempts
to deceive GSC Travel Assistance, or makes a fraudulent, false, or exaggerated statement or claim.

Any expenses incurred for any services received that:

a) were not required to treat an Emergency;

b)  were not recommended by a legally qualified physician or surgeon;

c) are not covered under your provincial/territorial health insurance plan; or

d) are normally covered under the out-of-Canada benefits of your provincial/territorial health
insurance plan’s out-of-Canada coverage (where applicable), when the provincial/territorial plan
has declined payment; or

e) the services are for a recurrence or complication directly or indirectly related to the emergency
that GSC Travel Assistance determined 3.a), b), c), or d) above.

Any expenses incurred for services received after GSC Travel Assistance determined:

a) the covered person was to return to the province/territory of residence for treatment, but the
covered person chose not to return to the province/territory of residence;

b) the services could be reasonably delayed until the covered person returned to the
province/territory of residence;

c) the emergency had ended; or

d) the services are for a recurrence or complication directly or indirectly related to the emergency
that GSC Travel Assistance determined 4.a), b), or c) above.

Any expenses incurred for services to treat a medical condition or complications of a medical condition
directly or indirectly related to an epidemic or pandemic if, when the trip was booked, or before the
departure date, an official travel advisory was issued by the Canadian government advising Canadians
to avoid either all travel or all non-essential travel regarding any country, region, city, or other key
components of your travel arrangements (e.g., cruise ship). To view the travel advisories, visit the
Government of Canada Travel site.

Any expenses incurred for services to treat:

a) any medical condition, including symptoms of withdrawal, arising from or in any way related to
the chronic use of alcohol, drugs, or other intoxicants whether prior or during the trip;

b) any medical condition arising during the trip resulting from, or in any way related to, the abuse of
alcohol that results in a blood alcohol level of more than 80 milligrams in 100 millilitres of blood,
drugs or other intoxicants; or

c) any medical condition resulting from not following Treatment as prescribed, including prescribed
or over-the-counter medication.
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7. Any expenses related to pregnancy, delivery, or complications of either, arising during the 8-week
period before and after the expected date of delivery.

8. Any expenses incurred for a child born during the trip within the 8-week period before and after the
expected date of delivery.

9. Any expenses incurred during any trip made for the purpose of obtaining a diagnosis, Treatment,
surgery, palliative care, or any alternative therapy, as well as any directly or indirectly related
complication.

GSC does not assume responsibility for, nor will it be liable for any medical advice given, but not
limited to a physician, pharmacist or other healthcare provider or facility recommended by GSC
Travel Assistance.
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DENTAL BENEFIT PLAN
The benefits shown below will be eligible, if based on the licensed dental practitioner’s reasonable and
customary charge in accordance with the Fee Guide and the maximum shown in the Schedule of Benefits.

Basic Services

1.

Basic Diagnostic and Preventive Services:

e complete oral examinations once every 3 years, plus one additional examination every 3 years,
when rendered by a specialist

emergency oral examinations

specific oral examinations once every 6 months

full series X-rays and panoramic X-rays once every 3 years

bitewing X-rays once every 6 months

recall examinations once every 6 months

cleaning of teeth (up to 1 unit of polishing plus up to 1 unit of scaling) once per recall period
topical application of fluoride

oral hygiene instruction once per recall period

consultation 2 time units every 12 months

denture cleaning once per recall period

space maintainers

Basic Restorative Services:

¢ amalgam, tooth coloured filling restorations and temporary sedative fillings

¢ inlay restorations — these are considered basic restorations and will be paid to the equivalent non-
bonded amalgam

Basic oral surgery:
e extractions of teeth and/or residual roots

Anaesthesia and intravenous sedation in conjunction with eligible oral surgery only
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Comprehensive Basic Services

1.

Standard denture services:

e denture repairs and/or tooth/teeth additions

e standard relining and rebasing of dentures once every 2 years, only after 6 months have elapsed
from the installation of a denture

e denture adjustments and remount and equilibration procedures, only after 3 months have elapsed
from the installation of a denture

e soft tissue conditioning linings for the gums to promote healing
remake of a partial denture using existing framework, once every 5 years

Comprehensive oral surgery:

e surgical exposure, repositioning, transplantation or enucleation of teeth

remodeling and recontouring - shaping or restructuring of bone or gum

excision - removal of cysts and tumors

incision - drainage and/or exploration of soft or hard tissue

fractures including the treatment of the dislocation and/or fracture of the lower or upper jaw and

repair of soft tissue lacerations

e maxillofacial deformities - frenectomy - surgery on the fold of the tissue connecting the lip to the
gum or the tongue to the floor of the mouth

Endodontic treatment including:

e root canal therapy

pulpotomy (removal of the pulp from the crown portion of the tooth)

pulpectomy (removal of the pulp from the crown and root portion of the tooth)

apexification (assistance of root tip closure)

apical curettage, root resections and retrograde fillings (cleaning and removing diseased tissue of
the root tip)

e root amputation and hemisection

e bleaching of non-vital tooth/teeth

e emergency procedures including opening or draining of the gum/tooth

Periodontal treatment of diseased bone and gums including:
e periodontal scaling and/or root planing
e occlusal equilibration - selective grinding of tooth surfaces to adjust a bite

The fees for periodontal treatment are based on units of time (15 minutes per unit) and/or number of
teeth in a surgical site in accordance with the General Practitioners Fee Guide.

e bruxism appliance once every 24 months

Major Services

Standard onlays or crown restorations to restore diseased or accidentally injured natural teeth
Standard bridges, including pontics, abutment retainers/crowns on natural teeth, once every 5 years
Standard dentures including complete, immediate, transitional, and partial dentures, once every

5 years

Standard repair or recementing of crowns, onlays and bridge work on natural teeth

Implants

greenshield.ca
27


http://www.greenshield.ca/

MY BENEFIT PLAN BOOKLET

Orthodontic Services
Reimbursement for orthodontic treatment to straighten teeth and correct the bite.

Receipts for payment must be received by GSC no later than 12 months from the date the service is
incurred while treatment is in progress, not at the end of the treatment.

If orthodontic treatment is terminated for any reason before completion, the obligation to pay benefits will
cease with payment to the date of termination. If such services are resumed, benefit for the remaining
services, will be resumed. The benefit payment for orthodontic services will be only for the months that
coverage is in force.

Alternate Benefit Clause

This benefit plan will reimburse the amount shown in the Fee Guide for the least expensive service or
supply where two or more professionally accepted courses of treatment are a benefit under the plan. The
covered person can choose to have a more expensive treatment performed, however reimbursement will
be limited to the cost of the least expensive alternative.

Predetermination

Before your treatment begins, your dental practitioner must submit an estimate, including supporting
materials, such as digital photos and x-rays, for any proposed treatment for which the total cost is expected
to exceed $500. Our assessment of the proposed treatment may result in a lesser benefit being payable
or in benefits being denied.

Failure to submit an estimate before treatment begins will delay the assessment of your claim.
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Limitations

1.

10.

11.

12.

Laboratory services must be completed in conjunction with other services and will be limited to the co-
pay of such services. Laboratory services that are in excess of 40% of the dentist's fee in the applicable
Fee Guide shown in the Schedule of Benefits will be reduced accordingly; co-pay is then applied;

Reimbursement will be made according to standard and/or basic services, supplies or treatment.
Related expenses beyond the standard and/or basic services, supplies or treatment will remain your
responsibility;

Reimbursement will be pro-rated and reduced accordingly, when time spent by the dentist is less than
the average time assigned to a dental service procedure code in the applicable Fee Guide shown in
the Schedule of Benefits;

Reimbursement for root canal therapy will be limited to payment once only per tooth. Extra charges
for difficult access, exceptional anatomy, calcified canals and retreatments are not included. The total
fee for root canal includes all pulpotomies and pulpectomies performed on the same tooth;

Common surfaces on the same tooth/same day will be assessed as one surface. If individual surfaces
are restored on the same tooth/same day, payment will be assessed according to the procedure code
representing the combined surface. Payment will be limited to a maximum of 5 surfaces in any 36
month period;

When more than one surgical procedure, including multiple periodontal surgical procedures, is
performed during the same appointment in the same area of the mouth, only the most comprehensive
procedure will be eligible for reimbursement, as the fee for each procedure is based on complete,
comprehensive treatment, and is deemed part of the multiple services factor;

The multiple services factor occurs when a minimum of 6 or more restorations (fillings) or multiple
periodontal services are performed at the same appointment and the full fee guide price is charged for
each restoration or periodontal service, the first service will be paid in full and all remaining services
will be reduced by 20%;

Core build-ups are eligible only for the purpose of retention and preservation of a tooth when performed
with crown treatment. Necessity must be evident on mounted pre-treatment X-rays. Core build-ups to
facilitate impression taking and/or block out undercuts are considered included in the cost of a crown;
A price reduction applies to crowns and onlays, if done in less than a 5 year period.

Reimbursement for implants are not eligible within 5 years of a bridge placement on the same tooth;

Root planing is not eligible if done at the same time as gingival curettage;

In the event of a dental accident, claims should be submitted under the health benefit plan before
submitting them under the dental plan.
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Dental Exclusions
Eligible benefits do not include and reimbursement will not be made for:

1.

10.

11

12.

Services or supplies received as a result of disease, illness or injury due to:

a) an act of war, declared or undeclared;

b) participation in a riot or civil commotion; or

c) attempting to commit or committing a criminal offence or illegal act;

Services or supplies provided while serving in the armed forces of any country;

Failure to keep a scheduled appointment with a legally qualified dental practitioner;

Any treatment, drug, service, or supply received outside of Canada on a non-emergency basis.
Charges for the translation or completion of any claim forms and/or insurance reports;

Any dental service that is not contained in the procedure codes developed and maintained by the
Canadian Dental Association, adopted by the provincial or territorial dental association of the province
or territory in which the service is provided (or your province of residence if any dental service is
provided outside Canada) and in effect at the time the service is provided;

Restorations necessary for wear, acid erosion, vertical dimension and/or restoring occlusion;

Appliances related to treatment of myofascial pain syndrome including all diagnostic models,
gnathological determinants, maintenance, adjustments, repairs and relines;

Posterior cantilever pontics/teeth and extra pontics/teeth to fill in diastemas/spaces;

Service and charges for sleep dentistry;

. Diagnostic and/or intraoral repositioning appliances including maintenance, adjustments, repairs and

relines related to treatment of temporomandibular joint dysfunction;

Any specific treatment or drug which:

a) does not meet accepted standards of medical, dental or ophthalmic practice, including charges for
services or supplies which are experimental in nature,

b) is not considered to be effective (either medically or from a cost perspective) as determined by
GSC’s drug review process regardless if Health Canada has approved the drug;

c) is an adjunctive drug prescribed in connection with any treatment or drug that is not an eligible
service;

d) is administered in a hospital or is required to be administered in a hospital in accordance with
Health Canada's approved indication for use;

e) is notdispensed by the pharmacist in accordance with the payment method shown under the Health
Benefit Plan Prescription Drugs benefit;

f) is not being used and/or administered in accordance with Health Canada’s approved indication for
use, even though such drug or procedure may customarily be used in the treatment of other
illnesses or injuries (i.e. off-label use);
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13. Services or supplies that:

a)

b)
c)

P)

q)

are not recommended, provided by or approved by the attending legally qualified (in the opinion of
GSC) medical practitioner or dental practitioner as permitted by law;

are legally prohibited by the government from coverage;

you are not obligated to pay for or for which no charge would be made in the absence of benefit
coverage; or for which payment is made on your behalf by a not-for-profit prepayment association,
insurance carrier, third party administrator, like agency or a party other than GSC, your plan
Sponsor or you;

are provided by a health practitioner whose license by the relevant provincial regulatory and/or
professional association has been suspended or revoked;

are not provided by a designated provider of service in response to a prescription issued by a
legally qualified health practitioner;

are used solely for recreational or sporting activities and which are not medically necessary for
regular activities;

are primarily for cosmetic or aesthetic purposes, or are to correct congenital malformations;

are provided by an immediate family member related to you by birth, adoption, or by marriage
and/or a practitioner who normally resides in your home. An immediate family member includes a
parent, spouse, child or sibling;

are provided by your plan sponsor and/or a practitioner employed by your plan sponsor, other than
as part of an employee assistance plan;

are a replacement of lost, missing or stolen items, or items that are damaged due to negligence.
Replacements are eligible when required due to natural wear, growth or relevant change in your
medical condition but only when the equipment/prostheses cannot be adjusted or repaired at a
lesser cost and the item is still medically required;

are video instructional kits, informational manuals or pamphlets;

are delivery and transportation charges;

are a duplicate prosthetic device or appliance;

are from any governmental agency which are obtained without cost by compliance with laws or
regulations enacted by a federal, provincial, municipal or other governmental body;

would normally be paid through any provincial health insurance plan, Workplace Safety and
Insurance Board or tribunal, or any other government agency, or which would have been payable
under such a plan had proper application for coverage been made, or had proper and timely claims
submission been made;

relates to treatment of injuries arising from a motor vehicle accident;

Note: Payment of benefits for claims relating to automobile accidents for which coverage is
available under a motor vehicle liability policy providing no-fault benefits will be considered only if—
i) the service or supplies being claimed is not eligible; or

i) the financial commitment is complete;

A letter from your automobile insurance carrier will be required;

are cognitive or administrative services or other fees charged by a provider of service for services
other than those directly relating to the delivery of the service or supply.
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CLAIM INFORMATION

Inquiries
For detailed inquiries, contact GSC directly or Brock University’s Benefits Officer:
e Call GSC’s Customer Service Centre at 1.888.711.1119 to determine eligibility for specific items or
services and GSC'’s pre-authorization requirements, or
e Visit our website at greenshield.ca to e-mail your question.

Submitting Claims

When submitting a claim to GSC, you must show the GSC Identification Number for the person who has
received the benefit. You can find the applicable GSC Identification Number for yourself and each of your
dependents listed on your GSC ldentification Card.

Original itemized paid receipts are required for claims reimbursement (cash receipts or credit card
receipts alone are not acceptable as proof of payment).

GSC reserves the right to request supplementary claims information. Failure to respond to such requests
may result in the denial of the claim.

The intentional omission, misrepresentation or falsification of information relating to any claim constitutes
fraud. Submission of a fraudulent claim is a criminal offence and will be reported to the applicable law
enforcement and/or regulatory agencies and your plan sponsor. This could result in termination of your
coverage under this benefit plan.

Emergency Travel
GSC Travel Assistance must be contacted by phone within 48 hours of commencement of treatment.

For assistance and to obtain the proper claim form, dial 1.800.936.6226 within Canada and the United
States or call collect 519.742.3556 when traveling outside Canada and the United States. These numbers
appear on your GSC ldentification Card.

If you have incurred out of pocket expenses, make sure you tell GSC Travel Assistance about all the travel
coverage you have when submitting claims. Claims must be submitted together with supporting original
receipts to GSC Travel Assistance who will then co-ordinate reimbursement of those approved, eligible
expenses from all sources (e.g., provincial plans that provide out-of-Canada coverage, a spousal plan,
travel coverage provided through your credit card, etc.).

When submitting your Emergency Medical claim, please include:

e Completed and signed claim form provided to you by GSC Travel Assistance when notice of claim has
been given, which you must complete and sign for the purpose of allowing GSC Travel Assistance to
recover payment from any other insurance contract or health plan (group, individual or government).

e A fully completed and signed claim form with all original bills and receipts from commercial
organizations for any claims you paid out of pocket.

o Medical records including an emergency room report and diagnosis from the medical facility or a
Medical Certificate completed by the treating physician. Any fee for completion of the certificate is not
a benefit under this insurance.

¢ Completed appropriate Government Health Insurance Plan forms; see claim form for details.

Proof of date of departure from your province or territory of residence.
¢ Any other documentation that may be required and/or requested by GSC Travel Assistance.
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For claims reimbursement forward an original itemized paid receipt (cash receipts or credit card
receipts alone are not acceptable) including:

o Covered person’s name, address and GSC Identification Number

Provider’'s name and address

Date of service (this is the date of pick up for Vision or the date service provided )

Charges for each service or supply

A detailed description of the service or supply

Medical referral/ physician prescription when required

For Hearing Care, a copy of audiogram and details of provincial funding, if applicable

For Hospital, admission and discharge dates; daily accommodation charges; number of days in
preferred accommodation

e For Long-Term Care Facility, the initial claim must be accompanied by a copy of the Ministry of

Health:

a) 'Application for Reduction in Long-Term Care Home Accommodation Fees' form completed by
the facility. A revised application is required annually thereafter based on the covered person’s
income for the previous year; and

b) ‘Authorization for Admission to a Long-Term Care Facility’ form completed by the Community
Care Access Centre (CCAC). This authorization confirms that the resident has qualified for
long-term admission to an approved facility.

For dental claims, forward a dental claim form, completed by both the plan member and the dentist. If your
claim is the result of an accident, a Dental Accident Report Form and your dental X-rays must be submitted
to GSC for prior approval. Failure to comply may result in non-payment.

Submit all Claim Forms to:
Green Shield Canada

Attn: Drug Department P.O. Box 1652 Windsor, ON N9A 7G5
Attn: Medical Items P.O. Box 1623 Windsor, ON N9A 7B3
Attn: Professional Services P.O. Box 1699 Windsor, ON N9A 7G6
Attn: Hospital/ Vision Department P.O. Box 1615 Windsor, ON N9A 7J3
Attn: Out-of-Country Department P.O. Box 1606 Windsor, ON N9A 6WA1
Attn: Dental Department P.O. Box 1608 Windsor, ON N9A 7G1

Reimbursement

Reimbursement will be made by one of the following methods:
a) Direct deposit to your personal bank account, when requested;
b) A reimbursement cheque; or
c) Direct payment to the provider of services, where applicable.

All dollar maximums and limitations stated are expressed in Canadian dollars. Reimbursement will be
made in Canadian or U.S. funds for both providers and plan members, based on the country of the payee.

Overpayments
GSC reserves the right to recover all amounts resulting from overpaid or unsupported claims for benefits
by deducting such amounts from future claims and/or by any other legal means.

Limitation on Legal Action
In Ontario, every action or proceeding against GSC for recovery of benefit payment under the plan is
absolutely barred unless commenced within the time set out in the Limitations Act, 2002.

In British Columbia, Alberta and Manitoba, every action or proceeding against GSC for recovery of benefit
payment under the plan is absolutely barred unless commenced within the time set out in the Insurance
Act.
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Subrogation

GSC retains the right of subrogation if benefits paid on behalf of you or your dependent are or should have
been paid or provided by a third party liability. This means that GSC has the right to recover payment for
reimbursement where you or your dependent receives reimbursement, in whole or in part, in respect of
benefits or payments made or provided by GSC, from a third party or other coverage(s). In cases of third
party liability, you must advise your lawyer of our subrogation rights.

Co-ordination of Benefits (COB)

If you are covered for extended health and dental benefits under more than one plan, your benefits under
this plan will be coordinated with the other plan so that you may be reimbursed up to 100% of the eligible
expense incurred.

Claims must be submitted to the primary payer first. Any unpaid balances should then be submitted to the
secondary payer. Use the following guidelines to identify the primary payer and secondary payer:

GSC Plan Member
GSC coverage for you is the primary payer. If you are the plan member under two group plans, priority
goes in the following order:

e The plan where you are a full time plan member

e The plan where you are a part time plan member

e The plan where you are a retiree

Spouse
If your spouse is a plan member under another benefit plan, this GSC coverage is always secondary. Your
spouse must first submit claims to his/her benefit plan.

Children
When dependent children are covered under both your GSC plan and your spouse’s benefit plan, use the
following order to determine where to submit the claims:
e The plan of the parent whose birth date (month and day) occurs earliest in the calendar year
e The plan of the parent whose first name begins with the earlier letter of the alphabet, if the parents
have the same birth date
e In cases of separation or divorce with multiple benefit plans for the children, the following order
applies:
- The benéefit plan of the parent who has custody of the dependent child
- The plan of the spouse of the parent who has custody of the dependent child
- The plan of the parent who does not have custody of the dependent child
- The plan of the spouse of the parent who does not have custody of the dependent child

If the parents have joint custody and both have the children listed as dependents under their plans,
claims should first be submitted to the plan of the parent whose birth date (month and day) occurs
earliest in the calendar year. Balances can then be submitted to the other parent's plan.

Travel Benefits
In the event of a travel claim, all plans equally share the cost of the claim.

When GSC is identified as a secondary payer, submit the original Explanation of Benefits statement from
the primary payer and a copy of the claim form in order to receive any balances owing.
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Access to Information

If you live in a province where the law permits you to request copies of your records, GSC will provide one

copy of the following at no charge:

a) any enroliment form you completed for coverage under this plan that was submitted to GSC;

b) any written statements or other record about your health that you submitted to GSC during the course
of applying for coverage under this plan;

c) one copy of the group contract.

GSC may charge you to provide any additional copies.
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