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ARTICLE 1: DEFINITIONS 

1.01 Employer 
The Federation of Metro Toronto Tenants’ Associations’ Board of Directors and the 
Executive Director that represent and manage the affairs of the organization as defined 
in Article 3. 

a) Executive Director 
un-unionized supervisory or management staff. 

1.02 Union 
The Canadian Union of Public Employees, Local 1281. 

1.03 Employees 
Those individuals within the bargaining unit as defined in Article 4. 

a) A regular full-time Employee is any Employee who has been hired for a permanent 
position of 28 hours or more per week and has passed their Probationary period. 
She/he is entitled to all benefits outlined in this agreement except where otherwise 
specified. 

b) A regular part-time Employee is an Employee who has been hired for a regularly 
scheduled position of less than 28 hours per week. She/he is entitled to all part-
time benefits outlined in the agreement except where otherwise specified. 

c) A casual employee is an employee who works on an on-call basis or Employee 
hired for an emergency hire under Article 8.02.01. 

d) A Relief Worker is an Employee on the hotline that works for relief purposes and 
has no regularly scheduled shift. 

e) Temporary Employees are employed for temporary workload situations such as 
the situation described in Article 8.02. 

f) Pro-Rate – Where the staff is part-time, temporary, or casual Employees, coming 
back from unpaid leave or newly hired, their salary and benefits shall be pro-rated 
to the anniversary of the signing of the Collective Agreement unless otherwise 
specified. 

1.04 Spouse 
A person of the same or opposite sex to whom an Employee is married, or with whom 
an Employee is living in a common-law relationship. For the purposes of conferring rights 
and benefits under this Collective Agreement, a common-law relationship shall be 
defined as six (6) months or more of co-habitation in a continuing conjugal relationship. 

1.05 a) Employer’s Representative 
The Executive Director is the Employer’s primary Representative, and the 
Employer agrees that the Executive Director has the authority to act on behalf of 
the FMTA regarding all labour relations matters including administration of the 
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collective agreement. A Board member will be appointed to act as the Employer’s 
secondary representative in the Executive Director’s absence. 

b) Staff Liaison 
A Board member who acts as the main contact person for the Board and the 
Employer’s secondary representative for all matter related to labour relations 
including administration of the collective agreement, an any issues that cannot be 
resolves by the Executive Director, or in the absence of the Executive Director. For 
clarity, it is understood the at the Union generally deals with the Executive Director. 

1.06 Dependent 
A spouse and/or child as defined in the Income Tax Act of Canada, or any other person 
for whom an Employee holds the primary responsibility of providing care and ensuring 
health and wellbeing. Dependent eligibility will be determined on a yearly basis. 

1.07 In Writing 
For the purposes of this agreement the term “in writing” shall refer to a hard-copy letter 
or an electronic mail drafted on the FMTA or Union’s letterhead, and delivered by hand, 
mail, fax, electronic mail, or other means. 

1.08 Time In Lieu 
For the purpose of this Agreement, time in lieu refers to a part-time or full-time Employee 
who may take time off as compensation for extra time worked. 

Relief Employees shall not accrue lieu time and shall be awarded additional hours, 
rounded to the next half hour. 

1.09 Day 
A business day (ie: Monday to Friday, excluding statutory holidays). 

1.10 Working Day 
Scheduled working day of an Employee. 

ARTICLE 2: PURPOSE AND SCOPE 

2.01 Purpose 
The purpose of this Collective Agreement is to promote the mutual interests of the 
Employer and its Employees and to provide for the operation of the Federation of Metro 
Toronto Tenants’ Associations under conditions which will further the welfare of the 
Employees, the economy of the Employer’s operations, and the quality and quantity of 
work. 

2.02 Scope 
This Agreement will establish and maintain rates of pay and other forms of remuneration, 
other working conditions, and appropriate procedures for the resolution of grievances 
and problems during the term of the Agreement. Both parties will make every effort to 
settle issues at the initial levels through constructive consultation and discussion. 
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2.03 Cooperation 
It is recognized by this Agreement that it is the duty of the Employer and the Employees 
to co-operate fully, individually, and collectively for the advancement of the conditions 
defined above and to further the interests of the FMTA and its members. The provisions 
of this Agreement shall take precedence over any conflicting rules, policies, or 
procedures developed by the Employer. In the event of any conflict between any of the 
terms of this Agreement and the terms of any other rule, policy, or procedure, the terms 
of this Agreement shall prevail. 

ARTICLE 3: EMPLOYER’S RIGHTS 

3.01 Employer 
The Employer shall appoint a Staff Liaison who will represent the Employer to the Union 
and Employees. The Staff Liaison shall be appointed in a manner that is consistent with 
the terms of this Agreement, and is not arbitrary, discriminatory, or in bad faith. The Staff 
Liaison shall be the Union’s point of contact for all purposes of this Agreement, except 
where otherwise explicitly provided. 

a) The employer may delegate authority to an Executive Director. 

3.02 Employer’s Exclusive Function 
The Union recognizes that it is the function of the Employer to hire, schedule, direct, 
transfer, promote, demote, relocate, discipline, lay off, recall, and classify Employees; to 
maintain order and efficiency, determine the standards of the work to be performed, and 
establish and enforce working rules; and to discipline, suspend, or discharge Employees 
for just cause. The Employer will act to create a healthy and safe work environment for 
staff by being a resource and assisting with the work of Employees and the FMTA as 
required. 

The Employer agrees to exercise such functions in a fair, reasonable, and equitable 
manner, and in a manner which is consistent with the other provisions of this Agreement. 

Two (2) Staff Liaisons shall be appointed by the Employer and shall be designated 
“Alternates” in the case of the Executive Directors absence, unavailability, and/or conflict 
of interest in particular circumstances dealing with the grievance procedure 

ARTICLE 4: RECOGNITION AND JOB SECURITY 

4.01 Recognition 
The Employer recognizes the Union as the sole and exclusive bargaining agent for the 
Employees. 

4.02 Job Description 
A job description (including hours) is appended to the Collective Agreement for each 
position. The job descriptions may not be amended or eliminated without the written 
agreement of the Union. Such agreement shall not be unreasonably withheld. 

Page 6 of 70 



4.03 Replacement of Employees 
It is agreed that should the Employer desire to replace an Employee covered by this 
agreement who is absent by reason of vacation, leave of absence (paid or unpaid) or 
other Employer-approved reasons, the Employer shall have the right to hire 
replacements on a temporary basis. All provisions of the Collective Agreement shall 
apply to Temporary Employees hired to replace a permanent position, with the exception 
of their ability to grieve a termination caused by the return to work of the permanent 
Employee. 

4.04 Temporary Employees Hired to Permanent 
Any Temporary Employee who has worked for a continuous period of at least 3 months 
and who is hired again in a permanent position for the same position they held as a 
temporary Employee shall be deemed to have completed their probationary period. 

4.05 Shop Steward 
Shop Stewards shall be elected by and from the members of the bargaining unit as 
defined in Article 4.01, to represent them to the Employer, in a manner that is consistent 
with the terms of this Agreement and is not arbitrary, discriminatory, or in bad faith. The 
Shop Steward shall be the Employer’s point of contact for all purposes of this Agreement, 
except where otherwise provided. 

4.06 Independent Contractors 
The Employer is may use independent contractors but may not contract out positions 
covered by the Collective Agreement (see appendices). The Employer shall consult with 
the Union prior to hiring an independent contractor. 

ARTICLE 5: HEALTHY WORK ENVIRONMENT 

5.01 Policies, Laws, and Regulations 
The Union and the Employer agree to observe the provisions of the Ontario Human 
Rights Code, the Ontario Health and Safety Act, Municipal By-Laws and any other 
relevant legislation. Any claim by an Employee or the Union pertaining to a violation of 
Human Rights legislation or any labour relations legislation may be subject to a grievance 
which will be processed in accordance with the Grievance Procedure. 

5.02 Electronic Monitoring 
The Employer will disclose any ways in which they monitor employees electronically. 
Employees will be informed at the outset of employment and in advance of any changes. 

ARTICLE 6: NO DISCRIMINATION / HARASSMENT 

6.01 Workplace Equity Statement 
The parties understand that the “promotion of employment equity” is intended to achieve 
a workforce that is representative of all groups in the population served by the Employer. 
The parties will strive to meet this objective not simply because it is just, but also in order 
to remain relevant and to promote leadership of oppressed communities in tenant rights 
and social justice movements. 
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The parties acknowledge: 

• that we live in a society rooted in oppression and inequalities; 
• that structural injustice and unconscious prejudice influence our experiences; 
• the need to compensate for these inequalities in the Employer’s hiring policy; 
• the importance of incorporating the knowledge and guidance from oppressed 

people’s experience within the organization. 

The Employer and the Union agree in the non-existence and impossibility of a “level 
playing field” with regards to people’s experience and job qualifications and methods of 
evaluating the above. It is recognized that a representative workforce will only be 
achieved by ensuring that designated equity group members are not only given fair 
opportunities in obtaining jobs but that they are also provided with a workplace that 
encourages them to stay and to advance to all positions within the organization. It is 
noted that the promotion of employment equity does not mean placing Employees in 
positions for which they are not qualified or in maintaining different performance 
expectations. 

6.02 Designated Groups 
For the purposes of this agreement “designated groups” include those identified under 
the Federal Employment Equity Act as being disadvantaged in employment: 
• Women; 
• Aboriginal people; 
• People with disabilities; 
• People of colour (referred in the Federal Employment Equity Act as “Visible 

minorities”). 

In addition to: 
Queer and trans-identified (namely lesbians, gays, bisexuals, two-spirited people, 
trans-gendered people, transsexuals and inter-sexed) people and; 
People of poor and/or working poor backgrounds. 

6.03 Promotion of Workplace Equity 
The promotion of workplace equity means: 

• adopting special measures to correct systemic barriers to assure that designated 
equity-seeking groups are included and are not excluded; 

• the employer has a duty to accommodate all Employees in designated groups, 
including a review of employment systems, policies and practices; 

• maintaining fair and transparent recruitment and job selection procedures; 
• ongoing consultation on, and improvement of policies and practices to increase 

access to workplace equity. 

6.04 No Discrimination 

6.04.1 The Employer recognizes that we exist within the context of an oppressive society. The 
dynamics of that oppression are complex and multi-layered. Oppression has severe 
adverse effects on those who experience it. These effects include, but are not limited to: 
• emotional or mental distress 
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• under/unemployment 
• decreased/no access to housing 
• decreased/no access to education 
• decreased/no access to health care 
• decreased/no quality of life 
• decreased/no access to sense of community 
• decrease/no access to social participation 
• increased interaction with police/(in)justice system 
• increased incarceration and wrongful death. 

In order for oppression to be eradicated the social institutions on which this society is 
built need to be completely dismantled and restructured in such a way that ensures full 
participation from oppressed and silenced people. 

The Employer agrees that there shall be no discrimination, interference, restriction, 
harassment, or coercion exercised or practiced with respect to any Employee or 
applicant for employment by reason of: 
• age; race; creed; colour; place of origin; ethnic origin; citizenship; status; ancestry; 

native language; 
• political or religious affiliation, beliefs or activities (not contradicting the FMTA’s 

mandate); 
• gender identity; sex: sexual preference, orientation or identification; marital status; 

family status; parental status; number of dependents; 
• class; place of residence; 
• record of offences except where it relates to a bona fide qualification because of 

the nature of employment; 
• Acquired Immune Deficiency Syndrome (AIDS), AIDS-related Complex (ARC), 

positive Human Immune Deficiency Virus (HIV) test and any other illness or 
disability so long as it does not significantly impair the performance of the duties of 
the position; 

• Union membership or activity; nor by reason of the exercise of any of the rights 
contained in this Agreement. 

• Body Normativity 

6.04.2 No Employee or applicant for employment shall be required to submit to a blood test, lie-
detector test, or any other test for illness or drug dependency. 

6.05 No Harassment 

6.05.1 The Employer agrees that there shall be no form of harassment exercised or practiced 
with respect to any Employee or any applicant seeking to become an Employee by 
reason of any grounds as set forth in Article 6.04. 

6.05.2 There shall be no harassment of the Employees by the Employer. Any complaint alleging 
harassment shall be made first to the Staff Liaison, who shall be the Employer’s 
representative. 

Harassment by volunteers of the organization is the responsibility of the Employer. 
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Harassment shall be defined as conduct that is vexatious or should reasonably be 
understood to be unwelcome in an employment setting, such as but not limited to: 
• Emotional Abuse/ Sexual Harassment; 
• Unwelcome remarks, jokes, innuendoes, or taunts about a person, either in person 

or via mail, email, telephone calls, or voice mail; 
• insulting gestures or practical jokes of a nature which cause awkwardness, 

embarrassment or offence; 
• offensive comments and/or actions which demean, humiliate or threaten an 

individual or group; 
• displaying graffiti, offensive pictures or written material including mail or email; 
• leering, smirking (suggestive staring); 
• ‘outing’ one at work, to family, associates, or government agency; 
• unwanted attention of a sexually oriented nature, stalking, fondling, patting, kissing; 
• refusing to talk to, or work with, a person by reason of any of the prohibited 

grounds; 
• demands for sexual favours; 
• implied or expressed promise of reward for complying with a sexually oriented 

request; 
• implied or expressed threat of reprisal, actual reprisal, or the denial of opportunity 

for the refusal to comply with a sexually oriented request; 
• sexual assault – any non-consensual, sexual, violent physical and emotional act 

involving psychological manipulation, coercion, or physical force. Such contact 
may include rape (sexual intercourse – oral, anal or vaginal involving another 
person without that person’s consent or cognizance), anal or genital penetration 
with or without object, or the touching of an unwilling person’s intimate parts 
(genitalia, groin, breast, buttocks, chest or clothing covering them) or forcing an 
unwilling person to touch another’s intimate parts. Persistent unwanted contact or 
attention after the end of a “consensual” relationship; 

• physical assault/intimidation/abuse- hitting, slapping punching, kicking, pushing or 
harming one in any way. Forced feeding of undesired food and medications, 
throwing of objects, confining, holding or preventing one from leaving or from 
entering; 

• behavior which may reasonably be perceived to create a negative working 
environment; 

• reprisal or threat of reprisal against any griever, witness or any person involved in 
the investigation of a grievance under this Agreement. 

6.06 Gender Harassment and Discrimination 
Gender Identity is defined herein to refer to the understanding of gender outside of 
biological sex and/or limited to a Male/Female definition. Gender identity is fluid and 
rooted in self-identity or multiple genders, trans-sexualism, intersex, transgender identity 
or gender-less. 

Gender-based Harassment refers to discrimination, alienation, intimidation and/or 
silencing or the differential treatment of a person as a result of their gender identity. 

Gender-based Harassment may include the following forms: 
• denial of employment, resources, promotion, fair wages and/or underemployment 

of a worker due to gender identity; 
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• unwanted or unwelcome comments, conduct or behavior, such as gestures, 
threats, or verbal, written or physical abuse, that humiliate, intimidate, exclude or 
isolate an individual or group based on gender identity; 

• intentional or unintentional privileging of certain individuals due to their gender 
identity; 

• reinforcing in policy and/or practice gender-based resources, work environment, 
services, programs that are rooted in gender-locked binaries; 

• systemically excluding, alienating or creating a silencing work space for individuals 
whose gender identities surpass Male/Female dichotomy; 

• creating work space that tolerates harassing treatment, fear, hatred, or extreme 
negative attitudes to workers due to gender identity; 

• advocating for policy or procedural changes that deems reverse genderphobia or 
reverse oppression as a legitimate basis to terminate programs, services, or staff; 

• unwanted attention, both psychical and emotional to individuals due to gender 
identity behavior, language or terminology which could reasonably be interpreted 
as patronizing or undermining self-respect or adversely affecting performance or 
working conditions; 

• negative or derogatory comments, offensive nicknaming or name-calling, 
innuendo, insults or slurs that are rooted in gender identity; 

• silencing of talk about gender-identity or treating such topics differently than other 
issues; 

• forcing workers to ‘come out’ or stay ‘in the closet’ against their wishes with respect 
to gender identity; 

• written threats or derogatory emails, telephone calls, voice mail, or mail, that are 
rooted in gender identity; 

• genderphobic graffiti or posters; 
• negative stereotyping of particular groups based on their gender orientation; 
• maintaining values, belief systems or disseminating literature that promotes hatred 

or discrimination towards persons based on their gender orientation. 

6.07 Racial/Ethnic Harassment and Discrimination 
Racial motivated incidents – refers to the actions, gestures and incidents that are rooted 
in systemic or interpersonal racism. 

The occurrences of racial motivated incidents that lead to the creation of an intimidating, 
hostile, or offensive work environment for the worker; or unreasonably interfering with 
the work performance, living environment, personal security, or threatening the 
employment opportunities of the Employee. Racial-based harassment can occur within 
the work environment or outside the physical workspace while in the company of people 
associated with the work environment. This may include Employers, Employees or 
members of other agencies, organization’s patrons, committee members, or other staff. 

Racial Harassment can include the following: 
• demeaning racist statements, off-colour jokes, crude remarks, offensive stories, 

and remarks rooted in a person's clothing, body, hair, appearance, etc.; 
• the display or circulation of written materials, pictures, telephone calls, emails, 

voice mail, or mail that staff finds racist; 
• intentional and unintentional privileging of European descended people over non-

European descended people; 
• providing resources, service, programs that are exclusionary on racial grounds; 
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• advocating for policy or procedural changes that deems “reverse racism” or reverse 
oppression as a legitimate basis to terminate programs, services or staff; 

• bias in administrative decisions, employment and workplace practices, promotion, 
appointment, leave, and salary increases due to one’s racial identity; 

• behaviors which could reasonably be interpreted as offensive and patronizing, and 
as undermining self respect or adversely affecting performance or working 
conditions; 

• undue and unwanted attention, such as repeated flirting, compliments about 
clothing or physical attributes, staring, or making racially-connoted gestures; 

• ongoing devaluing of staff’s concerns around identifying racism; 
• making staff’s work difficult due to a racially hostile environment; 
• using a position of power and authority to: 

o threaten or punish, either directly or by implication, for refusing to tolerate 
racism, or for reporting racism, or 

o promise rewards for dropping a complaint rooted in racism 
• engaging in inappropriate verbal and other expressive behavior of a racial nature 

in instructional settings; 
• unwanted attention to staff due to racial background leading to watching, repeated 

unsolicited contact or gifts, etc, the term stalking may be appropriate. 

6.08 Sexual Orientation 
Homophobia/heterosexism or harassment based on sexual orientation is defined as a 
set of actions, behaviors, decisions and gestures rooted in the systemic intolerance, 
erasure and exclusion of individuals from aspects of the public sector as a result of their 
sexual orientation which sometimes includes individuals self defining as bisexual, queer, 
transsexual, two-spirited, ‘women loving women,’ transgender, lesbian, asexual, gay 
homosexual, poly-gendered, gender questioning or undecided. 

Harassment based on sexual orientation can include the following: 
• abuse of power by a superior in such matters as, for example, appraisal, promotion 

or discretionary pay; 
• inappropriate or derogatory remarks in connection with work performance, 

appearance or personal attributes in front of others or in private towards queer or 
trans Employees; 

• homophobic remarks, innuendos, gossip, or jokes including the transmission of 
offensive materials or statements via electronic means, telephone, or mail; 

• suggesting that posters, images, publications and other print materials that are 
trans or queer be removed from the work environment; 

• threatening to ‘out’ a staff member or going ‘outing’ them either in a meeting, 
community event or in the work environment; 

• engaging in a discussion with trans or queer identified staff in order to ‘convert’ 
them according to a religious belief; 

• advocating for policy or procedural changes that deem ‘reverse’ homophobia or 
‘reverse’ oppression as a legitimate basis to terminate programs, services or staff; 

• proposing or requesting that same-sex partners of staff be excluded from 
community or public events organized by the FMTA; 

• persisting that trans or queer identified staff explain, justify or tell stories about their 
experiences that are linked to sexual preferences, orientation or choices; 

• perpetuating the belief, actions, advantages, assumptions, in superiority (in policy, 
procedure, services, programming, or interpersonally) of heterosexuals or 
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heterosexuality. It includes unrecognized privileges of heterosexual people and 
the exclusion of non-heterosexual people from policies, procedures, events, and 
decisions. 

6.09 Ableism 
Ableism or Harassment on the Basis of Hidden or Visible Disability shall be defined as 
offensive comments and/or actions, exclusion from what one would otherwise have a 
right or privilege to have, which demean and belittle an individual(s) and/or cause 
personal humiliation, on the basis of a hidden or visible disability. 

Ableism Harassment can include: 
• Physical and environmental barriers, along with inaccessible workspaces. 
• Fragrance and chemicals in the workplace preventing a scent-free environment. 
• Attitudinal and behavioral bias, along with ableist language. 
• Communication and process barriers, digital accessibility barriers and policy 

barriers. 

6.10 Family Status 
Discrimination based on Family Status is defined as a ‘set of actions, behaviors, 
decisions or gestures rooted in the systemic intolerance and exclusions of individuals 
based on their family status, i.e.: single parents, parentless people, trans, queer parents, 
or polyamourous/polygamous families. 

Discrimination based on Family Status can include the following: 
• Not recognizing all spouses/family types in Employee contracts or support 

initiatives. 

6.11 Class 
Class based discrimination or harassment is defined as a set of actions, behaviors 
decisions or gestures rooted in the systemic intolerance, erasure or exclusion of 
individual from the public sector based on their financial/economic status or holdings, 
personal/ familiar class background, or persons collection government/ social assistance 
or Support, such as EI, Welfare, ODSP or other assistance programs. 

Class based discrimination or harassment can include the following: 
• expecting Employees to pay out of pocket expenses with the expectation of re-

imbursement for FMTA related materials; 
• not providing travel cost for scheduled work at the FMTA for the first week of 

employment or until first paycheck kicks in, whichever first; 
• there will be no uniform, specific attire requirements or dress code expected of 

Employees with the exceptions of the prohibition of any article of clothing that 
depicts oppressive images or statements. When representing the FMTA, 
Employees should dress in a manner consistent with the public image of the FMTA 
at public or community events. 

6.12 Harassment from Member of the Employer. 
Harassment from a member of the FMTA Board shall be defined as complaints not 
related to work performance, but any offensive written or verbal comment and/or action 
which demeans an Employee or causes personal humiliation. Therefore, the Employer 
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will neither tolerate nor condone behaviour that creates an intimidating, hostile, offensive, 
or poisoned environment. 

6.13 No Barrier to Employment Equity 
Nothing in this article shall be construed as a barrier to the formation or the implementation 
of any employment equity plan mutually agreed upon by the Employer and the Union. 

6.14 “Harassment-Free Workplace” Postings 
All locations in which Employees in the bargaining unit regularly perform duties shall have 
posted, in a prominent location, a sign the measurements of which shall be at least 50cm 
by 50cm, stating that all work locations operated by the Employer are harassment-free 
workplaces. 

6.15 Personal / Performance Harassment 
Any work or performance related complaint expressed in a public forum and not 
addressed to the Staff Liaison, whether expressed by a member of the FMTA Board, 
Executive Director, or patron, shall also be defined as harassment. 

6.16 Personal Services 
The rules, regulations and requirements of employment will be limited to matters 
pertaining to the work requirements of each Employee. Employees are not required to 
do personal services which are not connected with the operation of the Employer. 

6.17 Denial of Services 
The Employer recognizes the right of staff to refuse service to individuals who behave 
belligerently or abusively, or that contravene the Board’s policies related to harassment 
and discrimination, in accordance with health and safety policy. 

ARTICLE 7: UNION SECURITY – DUES AND LABELS 

7.01 Compulsory Membership 
The Employer agrees that all Employees, as a condition of continuing employment, will 
become and remain, members in good standing of the Union, according to the 
Constitution and By-Laws of the Union, during the life of this Agreement. All future 
Employees of the Employer will as a condition of continued employment, become and 
remain members in good standing in the Union subject to the provision of Article 16 
governing the probationary period. 

7.02 Time for Union Duties 
Those Employees who are Union officers and/or Committee Members will be entitled to 
carry out their functions under this Agreement, including, but not limited to, the 
investigation and processing of grievances, attendance at meetings with the Employer, 
and participation in negotiations and arbitration hearings. Employees must provide the 
Employer with reasonable notice of such required absences, permission for which the 
Employer will not reasonably withhold. Time spent by Employees performing such Union 
duties will be considered as time worked. In the event that such duties fall on a day that 
the Employee is not scheduled to work, Article 28.07 Minimum Length of Shift provisions 
shall apply. 
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7.03 Representation 
No Employee or group of Employees will represent the Union in any meeting with the 
Employer without proper authorization of the Union. 

7.04 Bargaining Unit Work 
Only Employees hired according to the process specified in Article 19 or transferred in 
accordance with Article 20 may perform bargaining unit work, as set out in the job 
descriptions. 

7.05 Correspondence to the Union 
Where notice or reply to the Union is required by any provision of this Agreement, such 
notice will be in writing to the shop steward, with an electronic or e-mail copy immediately 
forwarded to the Union’s email address. 

7.06 Union Dues – Deductions 
The Employer will deduct from every Employee the amount authorized by the Union as 
Union dues and assessments once per pay period. Such deductions will be made from 
the payroll at the end of each pay period and will be forwarded to the Treasurer of the 
Union not later than the 15th day of the following month accompanied by a completed 
dues form that is supplied by the Union. 

7.07 Union Dues – Annual Statement 
At the same time that Income Tax (T4) slips are made available, the Employer will print 
on the amount of Union dues paid by each Union member in the previous year. 

7.08 Union Label 
The CUPE Union label shall be placed and displayed in the workplace and on all the 
materials such as posters, leaflets and/or written document produced by Union 
members. The Union must supply a label to the Employer. 

ARTICLE 8: TEMPORARY AND CASUAL EMPLOYEES AND 
CONTRACTING OUT 

8.01 Commitment to Full-Time Work 

8.01.1 The Union and the Employer share the objective of providing regular full-time 
employment to the extent that it is possible and mutually agreeable. To this end the Union 
and the Employer shall seek not only to retain current full-time positions but to seek 
methods whereby current part-time positions can be converted to full-time positions. 

The Employer shall use new funding made available for new staff positions towards this 
end. 

8.01.2 Temporary, Casual, and part-time Employees will not be hired, and contracting-out will 
not be utilized so as to result in the displacement or layoff of bargaining unit members. 
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8.02 Temporary Employees 
Notwithstanding the above Article, the Union recognizes the need for the Employer to 
hire temporary employees under certain circumstances. The Employer agrees that such 
appointments are not substitutes for, or alternatives to, regular employment. Such 
Employees are hired only: 

to replace a regular Employee on leave as defined in Article 27; or, 

where additional work of a short term project, not to exceed 6 months, requires the 
hiring of an added full-time Employee; or, 

8.02.01 Casual Employees 
Notwithstanding the above Article, the Union recognizes the need for the Employer to 
hire casual employees under certain circumstances. The Employer agrees that such 
appointments are not substitutes for, or alternatives to, regular employment. Such 
Employees are hired only: 

where the immediate filling of a vacancy is not feasible. 

8.03 Temporary Position Description 
When a temporary position is created, the Employer must consult with the Union to 
establish the job description. 

8.04 Temporary Employee Rights 
Temporary Employees will be compensated at a rate equal to the base rate of permanent 
employees. Furthermore, the person filling the position will enjoy all the rights and 
benefits of the Collective Agreement effective from the first day of their temporary 
employment, save and except: 

layoff procedures as defined under Article 21 except when the Employee is laid 
off before the term of the contract expires. 

temporary and Casual Employees are entitled to the same rights and provisions of 
Permanent Full-time employees except where otherwise specified in this 
agreement. 

8.05 Retention of Benefits 
Where a temporary Employee who has attained the Benefits defined in Article 30, is 
subsequently hired to a permanent position through the hiring process in Article 19, such 
benefits will continue uninterrupted. 

8.06 Creation of Permanent Position 
If the new temporary position is to be subsequently made permanent, the union and the 
Employer must mutually agree to amend the Appendix related to the position. 

Should a permanent position arise that is being filled by a Temporary Employee, or has 
been filled by a Temporary Employee within the previous 3 months, this Temporary 
Employee has the right to apply as an internal candidate provided that their work 
performance has been satisfactory. The hiring process for filling vacancies as defined 
under Article 19 will then be followed. 
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8.07 Notification 
Where an appointment is made under Article 8, the Employer will notify the Union. 

8.08 No Contracting Out 
In order to provide job security for the members of the bargaining unit the Employer 
agrees that all duties or services performed by the Employees shall not be 
subcontracted, transferred, leased, assigned, or conveyed, in whole or in part, to any 
person, company or non-unit Employee without consent of the Union. 

ARTICLE 9: ACQUAINTING OF NEW EMPLOYEES 

9.01 Informing New Employees 
The Employer agrees to inform new Employees that a Union Agreement is in effect. To 
give them a copy of the CBA and to introduce them to the shop steward at the earliest 
possible convenience. 

9.02 Employee Introduction to Union 
On the Employee’s commencing employment, the Employer will introduce the new 
Employee to the Shop Steward. It will be the responsibility of the Union to convey to the 
new Employee all information concerning benefits of membership in the Union. 

The appropriate Union representative shall be permitted to meet with a new Employee 
once, any time prior to completion of probation, for the purpose of explaining the benefits 
and duties of Union membership. This meeting, which shall not exceed two hours, may 
take place during working hours at the Employee’s request, at a time to be approved by 
the Employer. 

9.03 Board of Directors Introduction to Union 
Members of the sub-local and the Employer will meet with the members of the newly 
elected Board of Directors as soon as possible or within 2 months after taking office for 
an introduction session with regards to the Collective Agreement and the Union. 

ARTICLE 10: LABOUR / MANAGEMENT CO-OPERATION 

10.01 Right to Participate 

10.01.1 Desiring to maintain participation in the Employer’s operations over and above the 
participation provided for in the job descriptions, the Employer agrees that all meetings 
with an open membership or open to the public will be open to staff with the exception of 
the portion of those meetings which deal with contract negotiations, staff evaluations, 
formal grievances, or matters concerning staff discipline and discharge. Any active 
participation in such meetings must be permitted by the committee or meetings terms of 
reference. 

Participation is allowed with exception to Board and or Executive meetings. At Board and 
or Executive meetings staff is allowed to attend in observer capacity. 
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If Employees are required or requested to attend meetings, participation as described in 
this clause shall be time in lieu or time worked, decided by the Employees. 

10.01.2 Management responsibility lies solely with the FMTA Board of Directors but permanent 
staff may be placed in a supervisory position over term and Temporary Employees with 
the mutual agreement of the permanent staff, the Union, and the Employer for ease of 
operational functions. Such “supervisory duties” shall not imply any Employer functions 
pursuant to Article 3. 

10.01.3 The Employer and the Union recognize the right of all Employees of the FMTA who are 
members of the FMTA to participate as full members of the FMTA. This includes the right 
to full participation at the Annual General Members Meeting and on Committees of the 
Board of Directors. Employees shall have the right to vote while participating in these 
meetings subject to a financial conflict of interest. 

10.02 Ongoing Education 
The Employer agrees to undertake ongoing education for FMTA Board and Employees 
regarding this Agreement. 

10.03 Structure of Meetings 
Labour Management Committee (LMC) meetings may be scheduled no more than once 
per month or as required at the request of either party, after which a meeting time will be 
scheduled as soon as possible upon agreement by both parties. Meetings should take 
place when requested and at a time that is mutually agreed to discuss any questions, 
excluding grievances, which may arise in connection with office procedures or any 
suggestions for the organization and its services. More frequent meetings may be 
scheduled at the consent of both parties. The meetings shall not be held to discuss 
wages or any other matters related to bargaining and or the administration of this 
Agreement. The minutes for meetings will be taken on a rotating basis with an agenda 
made available before meetings. 

10.04 Scope of Meetings 
Labour Management Committee (LMC) meetings will deal with information sharing, 
clarification of management or union practices, letter of understanding negotiations, 
coordination of mutually beneficial campaigns and any other issue mutually agreed to by 
the parties. It is understood that LMC meetings will not deal with matters which are 
properly the subject of Collective Bargaining or the administration of the Agreement, 
unless otherwise mutually agreed to by the parties. 

10.04.01 Labour Management Committee Membership 
Membership will consist of up to two representatives of the employer and at least two 
representatives of the union. If a conflict of interest arises with a member of the Labour 
Management Committee (LMC) then another representative, will attend in that person’s 
place. For clarity, it is understood that a representative of CUPE 1281 may also attend 
these meetings and will not be counted towards the union limit. It is agreed that the LMC 
will meet at least once per quarter, and the Union will schedule all meetings. 
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10.05 Recommendations 
Labour Management Committee (LMC) meetings may forward recommendations to the 
Union and/or the Employer. 

10.06 Time Off for Union Duties 
Time spent by Employees in Labour Management Committee (LMC) meetings shall be 
considered to be time worked, in accordance with 7.02. 

ARTICLE 11: NEGOTIATIONS 

11.01 Negotiating Committees 
The Union will be entitled to select a negotiating committee, for the purpose of collective 
bargaining, of no more than three persons and not less than two persons. The Union will 
advise the Employer of the names of the members of this committee at the time it gives 
notice to bargain to the Employer. The Employer will select a negotiating committee of not 
more than three persons and not less than two persons. The Employer will notify the Union 
of the names on this committee within five business days of the Union’s notice to bargain. 

11.02 CUPE Assistance 
In accordance with the CUPE 1281 by-laws, the Union will have the right to have the 
assistance of representatives of the Canadian Union of Public Employees when 
negotiating with the Employer, in addition to the three Union members on the committee. 
The Union will have the right at any time to have the assistance of representatives of the 
Canadian Union of Public Employees when dealing with the Employer. Such 
representatives will have access to the Employer’s premises in order to investigate and 
assist in settlement of grievances as defined in Article 13. Such access will be at a 
reasonable time on prior notice to the Employer and will not unreasonably interfere with 
the operation of the Employer’s business. 

11.03 Time Off for Union Duties 
The Employees selected by the Union to represent it on the negotiating committee will 
be entitled to attend all Union/Employer negotiating meetings held within working hours 
without loss of remuneration in accordance with 7.02. 

11.04 Exchange of Information 
In order to facilitate Collective bargaining the parties agree to share all information, data, 
and reports, save only those privileged communications passing between the Employer 
and its Industrial Relations Counsel and/or its Board of Directors and between the Union 
and its Industrial Relations Counsel and/or its members. Such information may include 
the following list of items which is offered here as being merely illustrative: job 
descriptions, positions in the bargaining unit, current wage and benefit levels, technical 
information relating to comparative wage surveys, cost of living, other economic 
indicators, and budget data. 
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ARTICLE 12: INFORMAL COMPLAINT 

12.01 Expediency 
The Employer agrees that it is the desire of the parties hereto that complaints of 
Employees shall be adjusted/dealt with as quickly as reasonably possible. It is 
understood that an Employee has no grievance until they have first given the Executive 
Director and/or Staff Liaison an opportunity to adjust/deal with their complaint. It is 
understood that an employee shall have the option to skip the informal complaint 
procedure in the case of a harassment complaint. 

12.02 Initiation of Informal Complaint 
If an Employee has a complaint, they shall first discuss the matter with the Executive 
Director, within forty (40) business days after the Employee would reasonably be 
expected to have become aware of the circumstances giving rise to the complaint. An 
Employee who is making an informal complaint has the right to be accompanied by a 
support person of their choice. If the Employee’s complaint is against their Executive 
Director, they may discuss the matter with their Staff Liaison first in addition to or instead 
of with their Executive Director. 

12.03 Response 
The Executive Director shall be allowed ten (10) business days after the most recent 
Board of Directors or Personnel Committee meeting, to seek information and advice from 
the Employer, along with communicating their decision, in writing, to the complainant. 
Failing settlement, the Executive Director shall immediately forward all files, notes, 
correspondence etc. to the Employer. The complainant has the right to file a written 
grievance in the following manner and sequence. 

ARTICLE 13: GRIEVANCES 

13.01 Definition 
A Grievance will be defined as any difference arising out of the interpretation, application, 
or alleged violation of this Agreement or a case where the Employer has acted 
improperly. 

13.02 Types of Grievances 

13.02.1 Individual Grievance 
A grievance, whether initiated by an individual or by the Union, that is confined in scope 
to a particular Employee. 

13.02.2 Group Grievance 
Where the matter is of concern to a group of Employees or where several individual 
grievances, after being consolidated at some stage, are brought forward as one 
grievance. 

13.02.3 Policy Grievance 
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Where either party disputes the general application, interpretation, or alleged violation of 
an Article of this Agreement, where the matter of concern is not specifically confined in 
scope to any particular Employee. 

13.02.4 Union Grievance 
Where the matter is of specific concern to the Union. 

13.03 Notice of Grievance 
A Notice of Grievance will include all of the following: 

a) the type of grievance, as defined in Article 13.02 
b) the specific provisions of the Agreement which are alleged to have been violated 

c) the details and nature of the grievance 
d) the remedy to be sought through the resolution process 

13.04 Resolution Process Starting Point 
Individual Grievance and Group Grievances begin at Step One as defined in Article 
13.05. Policy Grievances and Union Grievances, and those pertaining to Layoffs under 
Article 21, shall begin at Step Two as defined in Article 13.05. 

13.05 Grievance Procedure 
Grievances shall be dealt with in the following manner: 

13.05.1 Step One: 

The Union will file a written Notice of Grievance as defined in Article 13.03 with 
the Employer within ten working days of the conclusion of the informal complaint 
process or within ten (10) working days of the person becoming aware of the 
incident, except for a grievance filed under Article 23 (Health and Safety) in which 
case the Grievor will have 15 working days. 

2. The Employer's representative will provide the Union with a written response to the 
Notice of Grievance within ten (10) business days. 

3. The Union will seek to settle the dispute with the Employer’s representative to the 
satisfaction of the Grievor, which may include a meeting. The Grievor has the right 
to be present at this step. 

4. Failing resolution of the grievance to the mutual satisfaction of the Union and the 
Employer, either may request an escalation of the resolution process to Step Two 
within ten business days of the issuance of the Employer’s response. 

5. Should no further request or response be brought forward by the Grievor or the 
Union within ten days of the Employer’s response being issued, the matter will be 
considered to be resolved to the mutual satisfaction of the parties, and no further 
action will be expected or required. 

13.05.2 Step Two: 
1. Failing resolution of the grievance under Step One, the Grievor may request a 

meeting between the Union, the Employee(s), and the Employer’s representative 
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to attempt to resolve the matter. This meeting will occur no later than ten business 
days following the request. 

2. Failing resolution of the grievance to the mutual satisfaction of the Union and the 
Employer, either may request an escalation of the resolution process to Step Three 
after ten business days following the last meeting attended by all parties. 

3. Should no further request or response be brought forward by Union within sixty 
days following the last meeting attended by all parties, the matter will be considered 
to be resolved to the mutual satisfaction of the parties, and no further action will be 
expected or required. 

13.05.3 Step Three: 
1. Failing resolution of the grievance under Step Two, the grievance will be resolved 

through the arbitration process as defined under Article 14. 

13.06 Time Limits 
The time limits defined in Article 13.05 may be extended by mutual agreement between 
the Union and the Employer. 

13.07 Required Responses 
Where a response to a grievance is required, such response will be in writing at all 
stages. Where a response denies a grievance, such response will include reasons for 
denying the grievance. 

13.08 Limit to Discussions 
After a grievance has been initiated by the Union, the Employer will not discuss the 
grievance with the Grievor, without an additional representative of the Union being 
present and without consent of the Grievor. 

13.09 Time Off for Union Duties 
The Employee may be present at any stage in the grievance procedure if so requested 
by either party. Absence from work shall be permitted where it is required in connection 
with the handling of a grievance. Time spent in handling grievances shall be considered 
time worked in accordance with 7.02. 

13.10 Without Prejudice 
If the Union, an Employee or group of Employees chooses not to grieve a particular 
situation or to withdraw at any stage, such action or lack of action will be entirely without 
prejudice. 

13.11 Confidentiality 
The Employer recognizes the principle of confidentiality and agrees that the identity of 
any party, and the fact and substance of any grievance, shall only be made available to 
members of the Personnel Committee and the Griever on a “need to know” basis. Need 
to know includes members of the Board and staff involved. 

13.12 Investigations 
Where a complaint is not subject to a grievance, and upon request by either the Employer 
or the Union, the parties agree to use an external investigator, with expertise in the area 
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of labour relations, human rights and harassment cases, to investigate the complaints 
and make recommendations to the Employer. The cost of which shall be borne by the 
Employer. The Employer shall offer options for a formal third-party investigator, who will 
be selected through mutual agreement between parties. 

ARTICLE 14: ARBITRATION 

14.01 Selection of Arbitrator 
a) The Union and the Employer will meet within ten business days of notification of 

the intent to proceed to arbitration, for the purposes of selecting a single arbitrator. 

b) Where a single arbitrator has been agreed upon by the Union and the Employer, 
the arbitrator will be requested in writing by the party requesting the arbitration, to 
set a place, time and date for the hearing within 120 days of such request. 

c) Where a single arbitrator does not accept the request to arbitrate, or where they 
are unable to set a hearing date within the 120 day period stipulated, the Union 
and the Employer will meet within ten business days to select another arbitrator. 

d) Where the Union and the Employer are unable to agree on a single arbitrator within 
ten business days of meeting for that purpose, or where two arbitrators have been 
selected but decline or were unable to set a date within the 120 days specified, 
either the Union or the Employer may request, in writing to the Minister of Labour, 
for the Government of Ontario to appoint an arbitrator. 

14.02 Arbitrator’s Authority and Process 
a) The Arbitrator will hear and determine the subject of the grievance and will issue a 

decision which is final and binding upon the parties and upon any Employee or 
Employer affected by it. 

b) The Arbitrator will determine their own procedure, but will give full opportunity to all 
parties to present evidence and make representation. 

c) The Arbitrator will not have the power to alter or amend any provision of this 
Agreement. 

d) The Arbitrator will have the power to amend a grievance, modify penalties, and 
relieve against non-compliance with time limits, or any other technicality or 
irregularity. 

e) The Arbitrator will have jurisdiction to determine whether a grievance is grievable. 

14.03 Clarification of Decision 
Should the Union and the Employer disagree as to the meaning of the decision of the 
arbitrator, either party may apply within 15 business days to clarify the decision. 

14.04 Arbitrator’s Expenses 
The Union and the Employer will bear the expenses of its representative and both will 
share equally the fees and expenses of the arbitrator. 

Page 23 of 70 



14.05 Access to the Work Place 
The Union and the Arbitrator will have access to the Employer’s premises to view working 
conditions, machinery, or operations which may be relevant to the resolution of the 
grievance. Such timely access will not be unreasonably withheld upon notice being 
given, and will not unreasonably interfere with the operation of the Employer’s business. 

14.06 Time Limits 
The time limits defined under Article 14 may be extended by mutual agreement between 
the Union and the Employer. 

14.07 Time Off for Union Duties 
Absence from work shall be permitted where it is required to prepare for, travel to and 
attend any arbitration process. Time spent in the preparation of, travel to and attendance 
of any arbitration process shall be considered time worked in accordance with 7.02. 

ARTICLE 15: PROGRESSIVE DISCIPLINE 

15.01 Just Cause 
The Employer shall not discipline, suspend or discharge an Employee unless there is 
just cause. In any grievance over disciplinary action, the burden of proof of just cause 
lies with the Employer. 

15.02 Progressive Discipline 

15.02.1 The Employer accepts and gives effect to the principle of progressive discipline by 
adopting the procedures set forth below. The Employer recognizes that, prior to imposing 
disciplinary action, an Employee shall be given a reasonable opportunity to correct the 
situation complained of. 

15.02.2 Any of the time allowances set out in this Article may be extended if mutually agreed to 
in writing by the Employer and the Employee. Such agreement shall not be unreasonably 
withheld by either Party. 

15.02.3 Failure to reasonably conform to the provisions of this Article shall render the progressive 
discipline, suspension or discharge null and void. 

15.03 Progressive Discipline Process 

15.03.1 Step One: Notice of Informal Meeting 
Prior to any consideration of progressive discipline, the Employer who has a complaint 
or who has received a complaint concerning an act, omission, or failure to conform to a 
required standard (including but not limited to, gender, sexual, racial or ethnic 
harassment) shall, within ten (10) days of receiving the complaint, notify the Employee 
in writing and schedule a meeting to be held within fifteen (15) days to discuss the subject 
matter of the complaint informally. The Notice of Meeting shall include a brief but clear 
statement of the allegations which form the basis of the complaint, as well as the time, 
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place, and date of the meeting, and shall inform the Employee of their right to Union 
representation at the meeting. If the complaint is dismissed by the Employer, the Notice 
of Meeting and all other relevant documentation shall be destroyed. 

15.03.2 Step Two: Letter of Warning 
If the complaint is not dismissed, or otherwise resolved, as a result of the meeting 
referred to in Article 15.03.1, or where the Employee waives explicitly, or implicitly by 
not attending, their opportunity for such meeting, the Employer may, within fifteen (15) 
business days of the meeting, send the Employee a Letter of Warning. The Letter of 
Warning shall state the progressive discipline action that may be imposed if the 
Employee fails to conform to the required standard by a given date to be determined by 
the Employer. Such date shall give the Employee reasonable opportunity and outline 
what is reasonably expected to correct the problem(s) referred to in the Letter of Warning. 
No act, omission, or failure to conform to a required standard shall appear in a Letter of 
Warning which did not appear in the Notice of Meeting issued under Article 15.03.1. If 
the problem(s) referred to in the Letter of Warning are addressed by the Employee, the 
letter shall remain in the Employee’s Progressive Discipline File and the Progressive 
Discipline Process will be considered resolved. 

15.03.3 Step Three: Progressive Discipline Meeting 
If the Progressive discipline Process is not resolved within fifteen (15) days of the time 
period described in the letter of warning, and prior to imposing discipline, the Employer 
shall notify the Employee in writing of the time and place of the Progressive Discipline 
Meeting to enable the Employee to make adequate response to the allegations. The 
Employer shall also inform the Employee that they are entitled to Union representation 
at the meeting. During the Progressive Discipline Meeting, the Employee shall have the 
right to make their views known verbally and to have these views taken into consideration 
before the final decision to take action is made. 

15.03.4 Step Four: Notification of Action 
The Employer shall advise the Employee in writing of its decision within fifteen (15) days 
of the Progressive Discipline Meeting referred to in Step Three and the decision shall 
include the reasons as to why any disciplinary action is to be taken. The Employee shall 
have the right to respond in writing to any written discipline within five (5) days of 
receiving the Notification of Action. The Employee’s response shall be appended to their 
Progressive Discipline File. 

15.04 Confidentiality 
The Employer and the Employee agree that all correspondence and meetings relating to 
disciplinary procedures shall be kept strictly confidential between the parties involved in 
the investigation and processing of the complaint. 

15.05 Progressive Discipline Files 

15.05.1 Both parties agree that an Employee’s personnel file may contain entries of a disciplinary 
nature and must be kept in a locked and safe place. 

15.05.2 The record of a progressive discipline action and matters forming the basis of or raised 
during such a progressive discipline action shall not be referred to or used against an 
Employee after a period of twelve (12) months following such an action, unless a directly 
related progressive discipline action occurs during such a period. In such actions, the 
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earlier action and matters forming the basis of or raised during such action may be 
referred to or used against an Employee for a further twelve (12) months following the 
subsequent progressive discipline action. Any time during which an Employee is on total 
layoff shall not be regarded as part of the twelve (12) month period(s) specified above. 

15.06 Extreme Situations 
Notwithstanding Articles 15.02, 15.03.1 and 15.03.2 it is understood that the Employer 
reserves the right, in extreme situations, to suspend an Employee with pay for just cause 
without having to first issue a Letter of Warning (15.03.2). Extreme situations are those 
in which an Employee jeopardizes the health and safety of other Employees, Managers, 
Coordinators or the Employer; if their conduct places the functioning of the FMTA in 
jeopardy; by defaming or bringing into disrepute the reputation of the FMTA; or, theft. 

15.07 Grievance 
Grievance related to the procedures set forth in this Article, or to any disciplinary action, 
suspension or discharge, may proceed to Step One of Article 13 within fifteen (15) days 
of the date of notification by the Employer stipulated in Article 15.03.4. The grievance 
may then proceed according to the remainder of Article 13. 

15.08 Right to Refuse 
The Employees covered by this Agreement shall have the right to refuse to cross legal 
picket lines that directly interfere with the performance of their duties. Failure to cross 
such picket lines shall not be grounds for disciplinary action. Salary shall not be deducted 
for any time not worked as a result of such refusal. Staff shall endeavor to continue 
working in an alternate location. 

15.09 Without Prejudice 
If the Employer chooses not to apply progressive discipline to a particular situation or to 
withdraw at any stage, such action or lack of action will be entirely without prejudice. 

15.10 No Prospect of Retuning to Work 
Relief and Casual employees who are offered shifts and do not accept a shift for a 
continuous period of two (2) years (not including leaves) can be terminated for having 
No Prospect of Returning to Work. This provision applies only to Relief and Casual 
employees who work the Appendix A position. It is understood that an employee who 
indicates that they are available to work a shift but is not ultimately assigned that shift 
shall be deemed to have accepted the shift for the purposes of this article. 

ARTICLE 16: SENIORITY 

16.01 Definition 
Seniority is defined as length of service in the bargaining unit and will be applied on a 
bargaining unit wide basis. Seniority will be applied in determining preference for 
promotions, transfers, demotions, layoffs, recall and as set out in other provisions of this 
Agreement. 

16.02 Probationary Period 
Newly hired Employees shall be employed on a probationary basis for a period of three 
(3) months (twelve (12) 7 hour shifts in the case of relief workers). During the 
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probationary period, employees shall be entitled to all rights and benefits of this 
agreement except as otherwise stated and except with regards to discharge. The 
employment of any such employees may be terminated at any time during the 
probationary period, without progressive discipline to the grievance process subject to 
the Employer acting reasonably, fairly, equitably, non-discriminatory and in good faith, 
unless the Union claims discrimination, as noted in Article 6, as the basis of termination. 

The Employee will be given orientation, training, and feedback during this time period. 
After completion of the probationary period, seniority will be effective from the original 
date of hire. 

Before the probationary period ends, the Employer may issue a formal evaluation 
(Article 17.04). If there has been no finding of any unsatisfactory performance prior to 
the end of the four (4) month probationary period, the Employee shall be deemed to have 
completed their probationary period 

Following a finding of unsatisfactory performance, probationary Employees may be 
discharged, subject to the Employer acting reasonably, fairly, equitably, non-
discriminatingly, and in good faith. 

16.03 Seniority List 
The Employer will maintain a seniority list showing the date upon which service in the 
bargaining unit commenced for each Employee. This list will be made available upon 
request by any member of the bargaining unit. 

16.04 Loss of Seniority 
An Employee will not lose seniority while duly absent from work in accordance with other 
applicable Articles of this agreement, because of sickness, accident, layoff or leave of 
absence approved by the Employer, or legal strike action. An Employee will only lose 
seniority in the event that: 

a) The Employee is discharged for just cause and is not reinstated through the 
Grievance Procedure. 

b) The Employee resigns or retires. 

c) The Employee fails to return to work within one week following a layoff and after 
being notified by registered mail to do so, unless through sickness or other just 
cause. It will be the responsibility of the Employee to advise the Employer of any 
such cause, and to ensure the Employer is kept informed of their current address 
and phone number. 

d) The Rehire Limit as defined in Article 20 has passed. 

16.05 Temporary Employee 
Temporary Employees shall accrue seniority for the duration of their contract(s). Also, if 
they are rehired after a contract has terminated, seniority shall be considered accrued 
for all contracted periods. 
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ARTICLE 17: EVALUATIONS 

17.01 Evaluations 
The parties agree that Employees are entitled to receive and the employer is entitled to 
give annual evaluations of the Employee’s work and abilities. 

17.02 Informal Evaluation 
Prior to the completion of a probationary period of three (3) months (twelve (12) 7 hour 
shifts in the case of relief workers), an Employee may request an informal evaluation for 
the purpose of ascertaining their job performance. This evaluation shall be used only as 
voluntary method for gauging an Employee’s work, and shall not be used to penalize or 
discipline an Employee. 

17.03 Formal Evaluation 
a) The Employee or Employer may request a formal evaluation once per year to be 

completed by the program Executive Director and signed by the Employee. The 
Employee will give the Employer 1 months notice to request the evaluation 

b) New Employees under their probationary period can be given an evaluation after 
approximately two (2) months of employment (five (5) shifts for relief workers) 
which will be given to the Employee before their probationary period expires. 

17.04 Method of Evaluation 

17.04.1 The Executive Director, in consultation with the Employee, shall decide a time and a date 
for an interview where the Executive Director shall discuss the Employee’s performance 
evaluation. 

17.04.2 The Executive Director shall prepare a Summary Evaluation Form. 

17.04.3 The Executive Director shall then discuss the Summary Evaluation Form with the 
Employee indicating both strengths and weaknesses in the Employee’s performance. 

17.04.4 The Executive Director shall also, in consultation with the Employee, set performance 
goals that should be reviewed at the next annual evaluation. 

17.04.5 The Executive Director and the Employee shall attempt to find mutually satisfactory 
solutions to any concerns raised in the Summary Evaluation. In the event that a mutually 
satisfactory solution is not found, then either the Employee or the Executive Director may 
refer the matter to the personnel committee. The personnel committee shall find an 
appropriate solution to the matter within 28 days of the following Board Meeting. 

17.04.6 The Employee shall sign the Summary Evaluation Form to indicate that the meeting has 
taken place and that the employee has read the Summary Evaluation Form. 

17.04.7 The Employee may respond in writing to any aspect of the Summary Evaluation and the 
Employee’s response shall be appended to the Summary Evaluation Form. 
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17.04.8 The Executive Director shall report to the Personnel Committee upon the completion of 
all employee probationary and job performance reviews and shall notify them that they 
have been placed in the Employee’s Personnel File. 

17.05 Confidentiality 
All information will be kept private and confidential. All evaluations will be kept in the 
Employee’s Personnel File at the FMTA premises, in a locked cabinet in the office. The 
contents of the Employee's Personnel File shall be confidential. The Executive Director 
shall release the contents of the Personnel File only to the Employee affected. No 
documentation or written or oral extract from the file may be released to anyone other 
than the Personnel Committee members without the Employee's written consent for such 
release except as stated in Article 21. 

ARTICLE 18: STRIKES AND LOCKOUTS 

18.01 No Strikes and Lockouts 
For the duration of this Agreement, there will be no strikes or lockouts by the Employees 
covered by this agreement, except as outlined in the Ontario Labour Relations Act. 

18.02 Third Party Pickets and Political Action 
In the event that any other Employees who are members of either CUPE or other parties 
that are engaged in a strike and maintain a picket line: 

Employees covered by this Agreement shall have the right to refuse to cross picket lines 
that directly interfere with the performance of their duties. Failure to cross such picket 
lines shall not be grounds for disciplinary action. Salary shall not be deducted for any 
time not worked as a result of such refusal. If the Employer requires, Employees who 
refuse to cross picket lines that directly interfere with the performance of their duties shall 
en devour to work in an alternate location. 

18.03 Toronto Transit Commission Strike 
In the event of a Toronto Transit Commission strike it is expected that Employees will 
make an effort to report to work. For the 1st day of TTC Industrial Action the employer 
will not penalize either in terms of wages or time who either reports in late or is unable 
to report to work. On subsequent days of a TTC Industrial Action, FMTA employees are 
expected to report to work as usual. If the cost of taking alternative transportation to work 
during these times are significant, a Labour-Management meeting shall be held to 
resolve the issue. 

ARTICLE 19: FILLING OF VACANCIES / HIRING PROCESS 

19.01 Definition of Vacancy 
For the purposes of this article, “Vacancy” shall be defined as any position listed under 
the Appendices, which becomes vacant whether through layoff, discharge, resignation, 
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or retirement, or any bargaining unit position created by the Employer which has yet to 
be filled for the first time. 

19.02 Notice of Vacancy 
In the event of a vacancy, the Employer shall take steps to inform all Employees of such 
vacancy in writing, which will include providing written notice to the Union. Current FMTA 
Employees shall have priority for vacancies, in accordance with Article 20. 

19.03 Equity Hiring Process 

19.03.1 All vacancy and hiring notices will include the following equity statement: 

FMTA welcomes the contributions that individuals from oppressed communities bring to 
our organization, and invites aboriginal people, people of colour, women, gays, lesbians, 
bisexuals, two-spirited people, transgendered people, transsexuals, single parents, 
members of ethnic minorities, immigrants and people with disabilities to apply. Any 
personal disclosure will be held in confidence. 

If applicable hiring notices will also include: 

We regret that the FMTA office is currently not fully wheelchair accessible. 

19.04 Examination of Vacant Positions 
In the event of a vacancy, and prior to any action under this Agreement to fill such 
vacancy, the Union and Employer shall attend a meeting to discuss the job description 
for the vacant position. The Employer will provide the Union with two days notice of such 
meeting. In accordance with other provisions of this Agreement, the Union and Employer 
must mutually agree to amend any job description, or portion thereof. 

19.05 Recall of Employees on Layoff 
No new Employees will be hired when there are Employees on layoff, qualified and willing 
to do the job and able to start within ten working days. Accordingly, the recall process as 
defined in Article 21 must be satisfied prior to undertaking any internal hiring or hiring 
process. 

a) Any vacancy established through the creation of a new position shall be subject to 
the recall provisions as set out in Article 21.05 

b) An employee that is laid off shall be recalled into equal or lesser hours but not more 
hours then they held before laid off. However an employee may be recalled into 
more hours if the employee is recalled into the same position the employee was 
laid off from and that position has been amended (with the consent of the union 
and employer) to include more hours. 

c) Employees shall have recall rights to their previous position, if it becomes available, 
within the limits set out in Article 21.05 

d) A permanent employee recalled into a temporary position shall be deemed to be a 
permanent employee and shall have all the rights of a permanent employee under 
the collective agreement 

Page 30 of 70 



19.06 Hiring Committee 

19.06.1 The role of the Hiring Committee shall be to recommend potential candidates. The Board 
shall have ultimate authority in the hiring of Employees. 

19.06.2 A Hiring Committee (herein for the remainder of Article 19 referred to as “the 
Committee”) will be appointed for the purposes of undertaking the hiring process for any 
vacancy of a position that is lasting more than six weeks and is covered by the bargaining 
unit. A hiring committee may be struck at the discretion of management, for positions 
lasting six weeks or less. Hiring for positions lasting under 6 weeks will be done in 
consultation with the Union in accordance with Articles 19.09 and 20.01. The 
Committee will consist of two members appointed by the Union, and two members 
appointed by the Employer. The Employer will notify the Union of the creation of the 
Committee, following which both the Union and the Employer will have five business 
days to appoint their respective members. The Union and the Employer shall endeavor 
to appoint Hiring Committee members from a diversity of oppressed groups, as 
designated in Article 6.03. 

19.06.3 A Hiring Committee as proposed in Article 19.06.2 will also be struck with regards to the 
hiring or creation of any new positions including positions that would be outside the 
Bargaining Unit with the exception of management positions. The Employer recognizes 
the importance and right of staff participation in the expansion of the FMTA. 

Notwithstanding the above article it is understood that one Union Representative will sit 
on the Hiring Committee of Management positions, regardless of the type of hiring 
committee struck by the Board. 

19.07 Conflict of Interest 
No person shall be part of the hiring process if the person has a conflict of interest. A 
conflict of interest or bias exists if any candidate is related to or living in the same 
residence or in a relationship with a member of the staff, Board member or member of 
the Personnel Committee, the employer, management, or any other person. 

No application for any Permanent or Temporary position shall be accepted from a 
director or officer of the FMTA or from their spouse, child or common-law relation unless 
the applicant has not held a position on the board of directors for a minimum period of 
12 months. 

No application for any position shall be accepted from any member of the Board or 
Personnel Committee. 

19.08 Hiring Process Determination 
The Committee will determine the best qualifications for the vacancy, and the criteria and 
process to be used for evaluating applicants, prioritizing equity and seniority. These 
qualifications, criteria and process must be established in a fair and equitable manner, 
so as not to be discriminatory. The Committee will not have the authority to alter or 
amend the job description in any way, without consent of the Union. 

19.09 Job Posting 
The Committee will draft a posting for a vacancy, which will contain the position title, the 
nature of the position, the defined responsibilities contained within the position 
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description under the Appendices, the qualifications, required knowledge and education, 
skill, shift, wage rate, the method for properly applying, the preferred format for 
applications, and the deadline by which applications must be submitted. 

19.10 Internal Posting Period 
The posting for a vacancy shall be first advertised internally by print and electronic mail. 
At the same time, employers will take reasonable steps to ensure Employees on leave 
are informed of the posting. Employees are required to submit an internal application 
within five (5) business days after they have been informed of the vacancy. The interview 
and hiring process will then continue as described in Article 20. 

19.11 External Advertising 
Where no application has been received from an Internal Applicant, or where the 
requirements of Article 20 have been fulfilled and a vacancy still exists, hiring notices 
should be sent within reason to any local women’s, aboriginal, people of colour, cultural, 
lesbian, gay, bisexual, transsexual, transgendered, two-spirited, single parent, 
newcomer, and disability centre(s), organization(s) and/or e-newsletters, as well as 
through non-traditional recruitment methods that target under-reached equity-seeking 
groups, for no less than fourteen (14) working days. The union shall have access to this 
list of organizations and be able to contribute to it. 

19.11.1 The hiring shortlist shall include members of designated groups included in Article 6. 

19.12 Hiring Committee Recommendations 
The Committee will endeavor to evaluate the applicants based on the criteria established 
at the start of the hiring process. Based on these evaluations, the Committee will 
recommend the most appropriate applicant to the Employer. Where a unanimous 
recommendation from the Committee members is not possible the Committee may: 

a) Issue “majority” and “minority” recommendations, outlining the supporting rationale 
for two candidates 

b) Propose to the Employer further steps to be taken to identify the most appropriate 
applicant, which may include re-inviting previous applicants to a subsequent 
interview 

The Employer and the Union agree that, given the mandate of the Federation of Metro 
Tenants’ Associations, the Employer will not hire for any position either full-time, part-
time, or temporary any person who is either a residential landlord or an agent or 
Employee of a residential landlord. 

19.13 Hiring Decision 
In accordance with Article 3.02(c), the final hiring decision shall be the sole purview of 
the Employer, who may accept or reject any recommendation made by the Committee 
under Article 16.02. The Employer has the responsibility of informing the chosen 
candidate about the decision. 

If the Committee is hiring more than one Employee, the Committee will recommend 
which candidate shall be hired with an earlier start date for the purposes of establishing 
seniority. 
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19.14 Starting Salary 
The starting salary of all new Employees shall be the base rate, as defined by Article 
29. 

19.15 Training Period 
The Employer is responsible for ensuring that an Employee, upon hiring, is provided with 
formal and adequate training in the fulfillment of the duties of their position. 

ARTICLE 20: INTERNAL HIRING 

20.01 Internal Hiring Priority 
An Internal Applicant, must apply and be qualified, or could reasonable be trained in a 
timely manner, to fill any position that becomes available. Internal Applicants shall be 
considered on the basis of seniority and qualifications. 

However, workplace equity considerations may take precedence over seniority: 

a) When there is under-representation of designated employment equity groups in 
full-time and/or permanent positions and all applicants to the open position have at 
least two years of seniority, and/or; 

b) When fluency in languages other than English or French are a priority skill for the 
open position. 

20.01.1 In cases where a position calls for higher qualifications, more specialized skills, or 
certifications that this applicant does not possess, the Employer must consider whether 
the job is such that the applicant could learn and perform the duties after a reasonable 
time during which training is provided, an orientation occurs, and written information 
regarding the requirements of the position is provided, subject to Article 19.01.1. 

20.01.2 If the Evaluation indicates that the applicant cannot perform the required duties they will 
be returned to their former position. Any Employee displaced by this movement will also 
be returned to their former position except for any probationary Employees who may be 
terminated. 

20.01.3 An employee hired for less than six (6) weeks without a hiring committee as per Article 
19.06.02 shall not be eligible for internal hiring. 

20.01.4 The Hiring Committee may consider the contents of the internal applicant’s personnel 
file limited to resolved progressive discipline that remain in the personnel file, and the 
last 2 formal evaluations, subject to Article 17.05 

20.01.5 Internal Hiring Interview 
Internal applicants shall go through an internal interview process with the hiring 
committee as specified in Article 19.12. 

Page 33 of 70 



20.02 Denial of Internal Hiring 
If an Internal Applicant is not selected for the position, the Hiring Committee must put the 
details of their decision in writing and send a copy to the applicant and the Union 
steward(s), within five (5) business days. 

20.03 Continuation of Hiring Process 
Should an Internal Applicant decide to grieve the outcome of the internal hiring process, 
the Employer shall have the right to proceed with the hiring process as outlined, and 
make a conditional offer of employment to another candidate. However, if the grievance 
succeeds the Employer shall have the right to terminate the employment relationship 
with the other candidate. 

ARTICLE 21: LAYOFFS AND RECALLS 

21.01 Definition of Layoff 
Layoff shall be defined as the cessation of work including a reduction in the hours of work 
due to lack of funding. 

21.02 Access to Information 
All Employees shall be given access to the financial and/or policy information used in 
justifying the layoff, upon request. Such access shall be given as soon as possible. 

21.03 Seniority and Security 
The Union and the Employer recognize that job security should increase in proportion to 
length of service in the bargaining unit. In the event of a layoff, an Employee about to be 
laid off may bump any Employee with less seniority, providing the Employee exercising 
this right is qualified or could be with training within two (2) months for the position. Such 
bumping rights must be exercised within fifteen (15) working days of the Notice of Layoff 
as defined in Article 21.04. For the purpose of this section a hotline position shall be 
defined as: the amount of shifts a hotline worker holds on the hotline. 

a) An employee can bump into only one position, held by one employee. 

b) An employee cannot bump into more hours. 

c) An employee can bump into less hours but will be deemed to be on partial layoff 
until they gain their hours back either through internal hiring or recall. 

d) A permanent employee bumped into a temporary position shall be deemed to be 
a permanent employee and shall have all the rights of a permanent employee 
under the collective agreement. 
For the purpose of this section a hotline position shall be defined as: the amount 
of shifts a hotline worker holds on the hotline 

21.04 Notice of Layoffs 
The Employer will provide written notice of impending layoffs to the affected Employee(s) 
no less than twenty (20) days prior to the effective date, or will issue equivalent salary 
for the period in lieu thereof. 
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21.05 Recall Order 
The Employer will recall Employees in the order of their seniority, provided they are 
qualified to do the work. Permanent Employees shall be recalled to work in reverse order 
of lay-off. An Employee shall have recall rights for a period equivalent to the seniority the 
Employee had accrued at the time of the lay-off to a maximum of eighteen months. 

b) Any employee deemed to be unqualified after two (2) months training will be put 
back into previous position. 

An employee deemed unqualified for a position will be entitled to a minuted meeting. 
Staff can exercise the right to Union Representation at the meeting. The employee has 
a right to respond in writing within ten (10) business days after the meeting. The 
employee’s response will be presented to the board by management 

21.06 Employer Request to Recall 
When the FMTA receives written notice of re-acquisition of funding, the Employer 
must give at least three (3) weeks written notice (recall note) to the Employee. 

21.07 Employee Response to Recall 
Upon receipt of a recall note, the Employee shall inform FMTA in writing, within one 
week, of their intent to return to work on the recall date. Failure to so inform, or to accept 
the recall, shall result in the loss of recall rights for the particular position, or group of 
positions, offered on the particular date of recall. 

ARTICLE 22: TRAINING AND EDUCATION 

22.01 Commitment to Training and Education 
The parties recognize the organizational and individual benefits to be obtained through 
staff training, and that training shall be understood as an ongoing means of enabling 
Employees to maximize their talents and their abilities. The training provided for shall be 
given during the hours of work whenever possible. Any time devoted to training shall be 
considered as time worked. Documentation of training shall be provided to the Union 
upon request. 

22.02 New Employee Training 
In addition to ongoing training, all new Employees will be provided with a thorough 
orientation and appropriate training for their position. 

22.03 Conflict Resolution Training 
All Bargaining unit Employees are required to attend a Conflict Resolution Training 
session organized by the employer or by an accredited organization within one (1) year 
of their initial start date. The Employer is responsible for ensuring this happens and that 
adequate funds are made available. The Employee can opt out of such training, if they 
show completion of similar training. 

22.04 Human Rights, Anti-Oppression, and Equity Training 
Recognizing that achieving workplace equity goals is an ongoing process, all Employees 
and the Executive Director will undergo training on workplace equity and anti-oppression. 
The Board of Directors will be encouraged to attend and will strive to attend this training 
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in the spirit of maintaining workplace equity In the absence of requests otherwise, the 
mandatory training will take place at least once per year, within six (6) months following 
the Annual General Meeting. The Employer, in consultation with the Union, is responsible 
for organizing this training and ensuring that adequate funds are made available. The 
Union and Employer will jointly commit to ongoing assessment, evaluation, and 
monitoring of workplace equity training needs. 

22.05 Training and Education Requested by the Employee 
FMTA shall maintain a line item of $400 for each employee for training and education, 
per calendar year. Training must be related to the employee’s position and shall only be 
withheld if their attendance adversely affects the operation of the FMTA or if the line item 
has been exhausted for the year. Payment will only be made upon proof of successful 
completion of such training and education. Requests for the subsidy must be submitted 
to and approved by the Management prior to the commencement of the course. Excludes 
agency-wide or department-wide training that includes all staff members. This amount 
does not roll over. 

ARTICLE 23: HEALTH AND SAFETY 

23.01 Workplace Health and Safety 
The Employer shall make all reasonable provisions for the health and safety of 
Employees during working hours, and abide by Ontario’s Health and Safety Act, as well 
as the Federal and Municipal health and safety regulations. The Union may, from time 
to time, bring to the attention of the Employer in writing any suggestions in this regard 
for their consideration. 

23.01 The Employer shall post the names of the members of the health and safety committee 
and the committee’s function in the workplace. 

23.02 Flood, Fire, Natural Disaster or Man-Made Disaster 
In the case of flood, fire, natural disaster or man-made disaster that affects the workplace 
environment and requires the Employer to shut down the FMTA, the Employer must 
continue to pay the regular salaries of the Employees. As soon as it is possible, the 
Employer shall recall the Employees in writing. The Employee’s can refuse to work or 
stay at work if the conditions are deemed to be dangerous with no loss of wages. The 
Employees will resume their duties and the time away from the workplace will not affect 
the seniority list, sick days, or vacations. 

23.03 Emergency / First Aid Training 
CPR training and/or Emergency/First Aid Training will be offered to at least three (3) 
Employees per year. The time spent for this training will be considered hours worked and 
the Employee will be paid according to their salary. CPR training will be available on an 
annual basis. 

23.04 Computer Stations 
a)	 Employees shall have the right to refuse to work at computer stations with video 

display monitors which emit radiation. 
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b) In purchasing new or replacement computer station equipment, the Employer shall 
ensure that emission levels from VDT equipment do not exceed those allowed by 
current Ontario governmental standards and shall ensure that other computer 
station equipment adequately provides for the comfort and health of the Employee. 

c) The Employer shall provide the Employees with an ergonomic environment, 
including chairs, desks and other technologies. 

23.05 Right to Refuse Work 
An Employee has the right to refuse hazardous work. 

23.06 Work-Life Balance 
Recognizing the importance of a work-life balance for all Employees, no member of the 
Outreach and Organizing Team shall be required or expected to organize in a building 
or complex in which they reside or Tenant Association in which they are a member. 

23.07 Bed Bugs 
a) In the event that an Employee has a bed bugs infestation at their home, the 

Employer will reimburse up to $1000 for bed bug treatment 

b) The Union and Employer will develop an Office Bed Bug Policy towards protecting 
the office from bed bug infestations. This policy will include all Employees receiving 
training on preventing and treating bed bug infestations. 

23.08 Emergency Contact 
The Employer will provide an alternative contact to call in emergency health and safety 
situations when the Executive Director is away and/ or cannot be reached. The Employer 
shall advise all employees, not on leave, when the Executive Director will plan to be away 
and the duration of the absence at least three days in advance and in writing. 

23.09 Board Training 
Given the Employer’s responsibility to maintain the health and safety of its employees, 
including issues such as harassment, discrimination and overwork, it shall also organize 
orientation and training for all members of the FMTA board within a reasonable time 
frame after taking office (no later than four (4) months if elected during AGM, or six (6) 
months if appointed in between AGM’s). 

23.10 Joint Health and Safety Committee 
(a) The FMTA recognizes the existence of a Joint Health and Safety Committee 

(JHSC). 
(b) The Employer shall maintain the JHSC for the purposes of addressing health and 

safety matters. CUPE Local 1281 shall appoint 2 Members to the JHSC. The JHSC 
shall be co-chaired by one (1) worker member and one (1) Management member 
as determined by the JHSC. 

(c) The JHSC shall: 
i. make recommendations to the Employer and workers for the improvement 

of the health and safety of workers; 
ii. consider and expeditiously dispose of matters concerning health and safety 

raised by members of the committee or referred to it by a JHSC or a health 
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and safety representative, the Employer shall consider all recommendations 
made byJHSC; 

iii. make recommendations in the establishment, provision, and monitoring of 
programs for the prevention of hazards in the workplace that also provides 
for the education of Employees in health and safety matters; 

iv. participate in investigations as outlined in the Risk Management Manual 
Program for Reporting & Investigating Injury/Incident/Occupational Disease, 
and in inspections in accordance with the OHSA; 

v. make recommendations in the establishment, provision, and monitoring of a 
program for the provision of personal protective equipment, clothing, devices 
or materials; 

vi. cooperate with Ministry of Labour inspectors; 
vii. monitor data on work accidents, injuries and health hazards; and 
viii. make recommendations in the planning of the implementation and in the 

implementation of changes that might affect occupational health and safety, 
including work processes and procedures. 

(d) The JHSC may request from the Employer any information that it considers 
necessary to identify existing or potential hazards with respect to materials, 
processes, equipment or activities. 

(e) The JHSC shall have full access to all government and Employer reports, studies 
and tests relating to the health and safety of Employees in the workplace, or to the 
parts of those reports, studies and tests that relate to the health and safety of 
Employees, but shall not have access to the medical records of any Employee 
except with the Employee’s consent. 

(f) The JHSC shall meet during regular working hours at least monthly unless 
otherwise decided by JHSC after consensus and, if other meetings are required as 
a result of an emergency or other special circumstances, the Committee shall meet 
as required during regular working hours or outside those hours. 

(g) The JHSC will be structured in accordance with the OHSA and its members will 
have the power and authority specified therein. There shall be at least the same 
number of worker members as management members at the JHSC meetings. 

(h) In the event the CUPE 1281 member of the JHSC is not able to attend a JHSC 
meeting, the Union may substitute another member as a designate. 

(i) The Union and Employer may have advisors attend the JHSC meetings with voice 
but no vote, as determined by the meeting agenda. At least one week prior to the 
meeting, an agenda will be circulated to all members of the JHSC. 

(j) The Employer shall ensure that minutes be taken of all JHSC meetings and copies 
provided to all members of the JHSC. 

(k) Terms of reference of the JHSC will be determined by consensus of the 
Committee. 

(l) The JHSC shall meet at least quarterly as per OHSA requirements. 

ARTICLE 24: HOLIDAYS 

24.01 Paid Holidays and Statutory Days Off 
Employees shall be given the following paid holidays: New Year's Day, Good Friday, 
Easter Monday, Victoria Day, Canada Day, Family Day, August Civic Holiday, Labour 
Day, National Day for Truth and Reconciliation, Thanksgiving Day, Christmas Eve, 
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Christmas Day, Boxing Day, one (1) Personal Floating holiday to be used with two (2) 
weeks advance notice. And all other days proclaimed as statutory holidays by the 
Federal, Provincial and/or Municipal governments. 

The days between December 24th until and including January 2nd shall be considered 
as time off with pay. 

24.01.01 Definition of Personal Floating Holiday 
To be used as a holiday for whichever purpose the employee requires. 

24.02 Holidays Falling on Saturday or Sunday 
In the event any of the holidays listed occur on a Saturday or Sunday, the preceding 
Friday or the following Monday shall be the holiday as set out by the government. 

24.03 Holidays during Vacation 
If any of the holidays listed occur during an Employee's vacation, such holiday shall be 
recorded as a holiday, not a vacation day. 

24.04 Part-Time Employees 
All part-time Employees shall be entitled to payment for vacations pursuant to Article 
25, pro-rated to their part-time hours. 

24.05 Religious Holidays 
The Employer recognizes that an Employee may, for religious or cultural reasons, wish 
to observe holidays other than those listed in 24.01. In such cases, and subject to two 
weeks advance written notice, the Employee shall be entitled to observe such holidays 
a maximum of two (2) times per year. If additional days are required, Employees may 
use accumulated vacation or lieu time, to observe such holidays. 

ARTICLE 25: VACATION 

25.01 Vacation Year 
Yearly periods shall be calculated based on a calendar year. Employees who start within 
the year will accrue vacation pro-rated from the date employment commenced to the end 
of the calendar year for the first year only. 

25.02 Vacation Entitlement 
All New Permanent Staff shall be entitled to paid vacation as follows: 

a) In the first three years of employment, employees are entitled to vacation at the 
rate of eighteen (18) business days per year 

b) In the fourth, fifth and sixth year of employment, employees are entitled to vacation 
at the rate of twenty-three (23) business days per year 

c) In the seventh, eighth and ninth year of employment, employees are entitled to 
vacation at the rate of twenty-eight (28) business days per year 
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d) In the tenth and subsequent years of employment, employees are entitled to 
vacation at the rate of thirty-three (33) business days per year 

e) Part-time staff shall have paid vacation time pro-rated to hours worked per week. 

f) Casual and Relief workers shall be entitled to have vacation pay for thirteen 
percent (13%) of their straight time pay in lieu of scheduled vacations, which shall 
appear on each paycheque. 

25.03 Payment in Advance of Vacation 
Should the Employee’s vacation fall on the fifteenth and/or the last business day of the 
month, the Employer shall pay the Employee in advance of the Employee’s vacation. 

25.04 Probationary Vacation Entitlement 
New Employees may only use Vacation entitlement accrued under Article 16.02 
following three months of employment. 

25.05 Carry Over of Vacation Entitlement 
Vacations shall be taken within the year in which it is accrued. Employees may carry up 
to a maximum of one week (5 business days) vacation entitlement which remains unused 
at the end of any Vacation Year, for use in the next Vacation Year. 

Beginning with the Vacation Year during which their fifth employment anniversary falls, 
Employees may carry forward up to two weeks (10 business days) of vacation 
entitlement which remains unused at the end of any Vacation Year, for use in the next 
Vacation Year. 

25.06 Vacation Requests 
Vacation entitlement shall be used at times mutually agreeable to the Employee and the 
Employer. The Employee shall inform the Executive Director regarding vacation plans, 
at least thirty (30) days in advance. Approval will only be denied if the FMTA's operations 
will be adversely affected. 

25.07 Seniority and Vacation Scheduling 
If scheduling conflicts occur or in the case where concurrent vacations will have an 
adverse affect to the Employers operations, vacations will be granted first on the basis 
of seniority. 

ARTICLE 26: SICK/MEDICAL LEAVE 

26.01 Definition of Sick Leave 
Sick leave means the period of time an Employee is absent from work, with full pay, as 
a result of being ill or temporarily disabled, exposed to contagious disease, the illness 
of an Employee’s child or dependent that necessitates their absence, or because of an 
accident for which compensation is not payable under the Worker’s Compensation Act. 
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26.02 Sick Leave Accrual 
Employees can earn sick leave entitlement of twenty-four (24) days per calendar year, 
beginning at the date of hiring. There shall be no pay-out of sick leave credits 
accumulated at the time of lay-off, discharge, or retirement. It is understood that 
employees can carryover their accrued sick days from year to year to a maximum of ten 
(10) days per year. Such days shall not accumulate. 

26.03 Sick Leave Usage 
One sick leave day will be deducted from an Employee’s accrued total, for all normal 
working days – exclusive of holidays as defined under Article 25 – that an Employee is 
absent from work for the purposes and reasons defined under Article 26. Where an 
Employee attended work for any part of a regular working day, 0.5 of a sick leave day 
will be deducted. 

26.04 Sick Leave Notification 
Employees will take all reasonable steps possible to notify their defined Supervisor of 
their impending absence, prior to the start of the work day, or as soon as is known 
where a health situation will necessitate an anticipated extended absence. For the 
purposes of Article 26, telephone conversations, voice mail, and/or e-mail will be 
accepted forms of notification 

In the event of recurring or lengthy illness, the employee’s supervisor may request a 
doctor’s certificate. Where such certificate is required by the Employer, the Employer will 
pay the full cost of the certificate. 

The Employer and the Union agree that Employee health information is strictly 
confidential and that access thereto shall be given only to those persons directly involved 
in administering that information. 

26.05 Wellness & Preventative Medical Leave 
Employees will be granted up to 14 half-days or 7 full-days per year with full pay, in 
order to engage in activities that promote wellness or reduce stress, personal self-care 
preventative medical, dental or other such health care. Such time is not to be 
considered sick leave as outlined in Article 26.1 and Article 26.3. 

26.06 Retention of Sick Leave Entitlement 
When an Employee is given Leave of Absence as defined under Article 27, or is laid 
off as defined under Article 21, such Employee will retain the sick leave accrued prior 
to leave or layoff upon returning to work. 

26.07 Sick Leave Without Pay 
Sick leave without pay will be granted to an Employee who does not qualify for sick leave 
with pay until such time as the long term disability provision outlined in Article 30.03 
comes into effect. An Employee who qualifies for long-term disability payments shall be 
granted leave until they are able to return to their job. 

26.08 Notice of Return 
Employees must provide a medical note stating when it is possible for the employee to 
safely return to work following an unpaid sick leave. 
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26.09 Calendar Year 
For the purposes of Article 26, calendar year means January 1st  to December 31 

26.10 Menstrual and Menopause Leave 
An employee is entitled to 5 days leave with pay per year in the event of inability to 
perform work duties because of menstruation and menopause., and their associated 
symptoms. A medical certificate is not required. Such time is not to be considered sick 
leave as outlined in Article 26.01 and Article 26.03. 

ARTICLE 27: LEAVE OF ABSENCE 

27.01 Retention of Benefits – Layoff 
The Employer agrees to maintain the Employee’s benefits described in Article30.01 
during the first four (4) months of a layoff. 

27.02 Retention of Benefits – Paid Leave 
While exercising any Paid Leave, Employees shall maintain all rights, protections and 
benefits prescribed to them within this Agreement. 

27.03 Retention of Benefits – Unpaid Leave 
While exercising any Unpaid Leave, Employees shall maintain all rights, protections and 
benefits prescribed to them within this Agreement, with the exception of Vacation 
Entitlement Accrual as defined in Article 25 and Sick Leave Accrual as defined in Article 
26. 

An Employee on unpaid leave shall retain their benefits for two (2) months or up to $500. 

However, an Employee on unpaid leave beyond two months will have the choice of 
remaining on the Extended Health and Dental Group Benefits Plan or a similar plan only 
at their own expense, if possible. The Employer will cooperate with the Employee in 
facilitating this arrangement. When the Employee returns from Unpaid Leave, the 
Employer shall ensure that the Employee’s benefits are re-activated for the Employee’s 
first day of return, or the first date possible. 

27.04 Retention of Seniority 
In no case shall any Leave on the part of an Employee, as defined under Article 27, 
result in a loss of seniority to the Employee. 

27.05 Bereavement Leave 
Employees will be granted Bereavement Leave with full pay, as follows: 

a) Ten working days in the case of death of a child, parent, partner or sibling 

b) Five working days in the case of death of an extended family member or close 
personal friend 
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c) In cases where the Employee is compelled to travel to attend to a bereaved family 
member or friend in excess of 500 kilometers one-way from their primary place of 
residence, the Employee will be granted an additional two working days paid leave 

27.06 Compassionate Leave 
Employees will be granted Compassionate Leave with full pay, as follows: 

a) Five working days per year, in the case of illness of a child, close personal friend, 
parent, partner or sibling 

b) Three working days per year, in the case of an extended family member 

27.07 Marriage Leave 
Employees will be granted Marriage Leave with full pay, as follows: 

a) Two working days in the case of an Employee’s marriage or other commitment 
ceremony to be taken on, or as an immediately adjacent working day to, the day 
of such ceremony 

b) One working day per year in the case of the marriage or commitment ceremony of 
an Employee’s child, sibling, partner, or parent, where the ceremony will fall on a 
regularly schedule working day, or where the ceremony will take place 500 
kilometers or more from FMTA. 

27.08 Pregnancy/Parental Leave 
Employees will be granted Pregnancy/Parental Leave in accordance with the Ontario 
Employment Standards Act. 

While on standard Pregnancy/Parental Leave (within 52 weeks/12 months), full-time and 
part-time Employees will receive their full salary less any Employment Insurance benefits 
they are entitled to. While on extended parental leave (within 78 weeks/18 months), 
employees will receive salary less any Employment Insurance Benefits they are entitled 
to pro-rated to an amount equal to Standard Pregnancy/Parental Leave Salary. 

Employees shall continue to receive their normal benefits at the employer’s expense 
during pregnancy/parental leave, and shall continue to accrue seniority for the duration 
of such leave. 

Employees will be reinstated in their former position at the expiration of 
pregnancy/parental leave. 

The Employer shall accommodate the needs of pregnant Employees in performing the 
essential duties of their jobs, unless to do so would cause the Employer undue hardship. 

If Employees wish to return to work they must give two weeks’ notice of their intention to 
return. 

27.09 Household Leave 
Employees will be granted Household Leave with full pay, as follows: 
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a) Up to three (3) days as required, in the case of a flood, fire, or other catastrophe 
causing significant damage to an Employee’s home 

b) One (1) working day per year to allow for the relocation of an Employee’s 
household 

27.10 Election Leave 
Employees will be allowed Election Leave with full pay, three (3) consecutive hours off 
before the closing of polls in any federal, provincial, or municipal election or referendum. 

27.11 Judicial Leave 
Employees will be granted Judicial Leave to serve as a juror or subpoenaed witness in 
any court of law, during which period the Employee will receive the difference between 
their normal earnings and any payment received for such service – excluding payment 
for travel, meals or reimbursement for other expenses. Accordingly, the Employee will 
present proof of service and the amount of pay received within ten business days of 
receipt of such payment. 

27.12 Paid Union Leave 
Two Employees will be granted Union Leave with full pay, upon five working days’ notice 
being provided, to attend Union Meetings of CUPE 1281, the Stewards’ Councils and the 
Annual Convention scheduled during regular working hours to a maximum of thirty-two 
(32) hours per calendar year, per Employee. Time spent at such meetings will not be 
used in the calculation of overtime as defined in Article 28. 

27.13 Unpaid Union Convention Leave 
Employees will be granted Union Convention Leave without pay, upon five working days 
notice being provided, where such Employee has been elected to represent the Union 
at any Union function as provided in the Agreement and in the CUPE Constitution. Such 
Leave will not exceed a total of fifteen (15) working days per Employee in any calendar 
year, and only one Employee will be granted Leave under this clause at a time. 

27.14 Unpaid Elected Union Leave 
Employees will be granted Elected Union Leave without pay, upon one month notice 
being provided, where such Employee has been elected or appointed to a full time 
position with the Union or any organization with which the Union is affiliated, such leave 
not to exceed one year. Further, upon request, any Employee who is elected to the 
Union’s Local executive committee and who requires unpaid leave to perform the part-
time duties of that office shall be granted unpaid leave. 

27.15 Unpaid Public Office Leave 
Employees will be granted Public Office Leave without pay, upon one month notice being 
provided, where such Employee has been elected to a full time position of public office, 
with the Municipal, Provincial, or Federal governments, such leave not to extend beyond 
the first term of office for such position. 

27.16 General Unpaid Leave 
Leaves of absence without pay are granted under the following schedule: 
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a) Leave shall be granted by the employer upon condition of available resources and 
shall not be unreasonably withheld for up to one year, providing that satisfactory 
reason is provided to the Employer 

b) Written notice shall be given two months in advance and must include the 
commencement date and the term of the leave 

c) Employees shall be eligible for such leaves of absence only after six (6) months of 
service 

As is the case for all extended leave approved by the Employer, an Employee granted 
such a leave shall be returned on terms no less favorable than those enjoyed prior to 
such leave, with previous seniority retained at the prevailing rate of pay. 

27.17 Unpaid Penitentiary Leave 
Employees will be granted Penitentiary Leave with pay, where such Employee is 
incarcerated as a result of their reasonable actions undertaken with the purpose of 
implementing the directions of the Employer. The Employer shall pay all fines levied on 
Employees by criminal courts as a result of such actions by the Employee. 

Employees have the right to refuse to undertake any action which the Employee 
reasonably expects could result in a fine or incarceration. 

27.18 Unpaid Personal Leave 
With the exception of unpaid leaves for Articles 27.05, 27.06, 27.07, Article 27.08, 
27.10, 27.11, 27.12 – temporary, casual and relief workers will not be granted leaves 

27.19 Quarantine Leave 
An employee is entitled to leave with pay for lost time due to quarantine where they are 
unable to work, as certified by a qualified medical practitioner due to public health 
concerns. Such time is not to be considered sick leave as outlined in Article 26.01 and 
Article 26.03. 

ARTICLE 28: HOURS OF WORK, OVERTIME AND STAFFING 

28.01 Normal Work Week 
The normal work week for Employees shall be in accordance with Appendices A, B, C 
and D exclusive of meal periods, unless otherwise specified. 

28.02 Time in Lieu 
Time in Lieu means the Employee may take time off for extra time worked as defined in 
Article 1.08. 

Staff attending meetings outside of the working day shall be allowed lieu time. The lieu 
time for the meeting must be used by the end of the following month. If the lieu time hours 
are not used as described above, it cannot be carried over. 

28.03 Time Records 
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The Executive Director shall keep a daily record of hours including overtime hours 
worked and vacation, sick leave and other leave taken. 

The Executive Director shall maintain a record of each Employee's required hours of 
work, holiday and vacation entitlements, sick leave entitlements, hours worked in each 
day and month, vacation days taken, and leaves taken. The Executive Director shall 
regularly distribute an updated copy of this record to each Employee. This record shall 
also be available to the Personnel Committee. 

28.04 Overtime 
No Employee shall be required to work more than the normal work week without their 
consent. 

However, it is understood that Employees will try to respond to the FMTA's needs, 
particularly when extra Staff hours are required for the completion of important projects 
(e.g. The Annual General Meeting) or in response to unexpected changes in FMTA's 
Staff needs. 

All overtime will be compensated by way of lieu time as set out in Article 28.02. 

28.05 Serious Weather Conditions 
The Executive Director shall close the office if an Orange Weather Alert for the City of 
Toronto is issued by Environment Canada, opting for remote work where possible. The 
Executive Director may also close the office if emergency weather conditions warrant 
such action. Staff will not be required to go to the office or other locations for work 
purposes. No Employee shall suffer a loss of salary in such circumstances. 

28.06 Breaks 
There will be a one hour lunch for each seven (7) hour shift. Pro-rated for shorter shifts. 

Employees shall have the option of a minimum of four (4) 10 minute breaks per seven 
(7) hour work day. Additional breaks for Employee mental health and/or well-being may 
be permitted by the supervisor and shall not be unreasonably withheld. 

28.07 Minimum Length of Shift 
The minimum length of a shift may be three (3) hours and thirty (30) minutes in length if 
there is mutual agreement between the Employer and an Employee. The employee is 
entitled to half hour lunch and two (2) 10 minute breaks. 

28.08 Scheduling 
Scheduling shall take place every six (6) months. Hotline scheduling must be based on 
seniority in accordance with Article 16. 

28.09 Assignment of Relief Hotline Shifts 
As a relief shift becomes available due to a perm anent employee’s temporary illness, 
vacation or leave, it will be offered to existing Hotline Counselors who are not on leave 
or vacation in order of seniority. 

28.10 Assignment of Permanent Hotline Shifts 
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a) As a permanent part-time or full-time position becomes available, it will be 
offered to existing Hotline Counselors in order of seniority up to but not 
exceeding five (5) 7 hour shifts per week and as set out in Article 20.01 Internal 
Hiring Prioirity 

c) Notwithstanding the above article it is understood that permanent hotline shifts 
shall be offered to laid off employees first in order of seniority as set out in Article 
21.05 provided they are qualified to do the work, or could be with training within 2 
months. 

28.11 Loss of Temporary Hotline Shifts at End of Leave 
If Hotline shifts are being filled temporarily due to leaves by more than one Counsellor, 
upon the return of any of these Counselors, those employees filling temporary shifts shall 
be laid off from shifts in order of reverse seniority. 

28.12 Travel Time 
Travel time for employees is considered work time. Anything more than 30 minutes for 
employees when travelling to a meeting outside the office from home or coming home 
from a meeting outside the office is considered time worked. 

28.13 Resignation Notice 
Employees are required to give a minimum of two (2) weeks’ notice before resignation. 

28.14 Remote Work/Alternative Work Arrangements 
The Parties recognize hybrid work as a viable work option. The parties recognize that 
hybrid work affords flexibility, but does not change compliance for Employees and the 
Employer to applicable organizational rules, policies, practices, instructions, and 
statutory obligations. 
a) Working from home or working remotely shall not change a worker’s employment 

status, compensation, benefits or any other term or condition of employment 
stipulated in the collective agreement. 

b) Any Employer equipment provided to an Employee engaged in remote work shall 
remain the exclusive property of the Employer and be serviced by the Employer as 
required from time to time. It is understood that the maintenance and/or 
replacement of the equipment and/or materials referred to above is the 
responsibility of the Employer unless the employee has been proven to be 
negligent. 

c) If an employee suffers a work-related accident or injury in the course of hybrid work 
such accident or injury must be reported to their supervisor who will inform the Joint 
Health and Safety Committee and such accident or injury shall be treated in the 
same manner as if it occurred at the employer’s office. 

d) The Employer agrees to complete a Declaration of Conditions of Employment 
T2200 form for employees when requested. 

e) The Employer reserves the right to designate certain duties and training as 
requiring in-person components, at the Employer’s office or at other work locations 
during regular working hours. 
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ARTICLE 29: EMPLOYEE SALARIES 

29.01 Review of Base Salary Scale 
The base salary for all full-time Employees shall be reviewed annually by members of 
the Personnel Committee, the Finance Committee, the Coordinators and the Union. All 
adjustments to the Base Salary shall be approved by the Board of Directors and the 
Union. Upon changes to the base salary scale, the base salaries shall be appended to 
the Employee Job Descriptions [Appendices A, B, C, D, E]. 

29.02 Part-Time Employee Salary 
All Part-Time Employee salaries shall be in accordance with the base salary and pro-

 

rated. 

29.03 Temporary Employee Salary 
All Temporary Employee salaries shall be in accordance with the base salary and pro-

 

rated. 
29.04 Payment of Salaries 

Employees shall be paid on the fifteenth and the last business day of each month. If the 
fifteenth or the last day of the month is not a business day, then Employees shall be paid 
on the last business day prior to the fifteenth or the last day of the month. 

All Employees shall receive all payments owed to them within seven days of their 
termination date regardless of the reason for termination unless other terms of settlement 
have been authorized by the Personnel Committee and the Union. 

29.05.1 Salaries 
Effective and retroactive to January 1, 2026, a 7.0%, across the board increase to 
salaries shall be provided to all Employees. 

Effective January 1, 2027, a 4.0%, across the board increase to salaries shall be 
provided to all Employees. 

Effective January 1, 2028, a 4.0%, across the board increase to salaries shall be 
provided to all Employees. 

29.05.2 Base Salaries 

Employee’s present salaries cannot be less than the increased base salaries for their 
particular jobs. If this is the case, the employee’s salary must meet or exceed the base 
salary. 

29.05.3 COLA Adjustments 
In order to protect the living standards of Employees and promote wage equity, the 
Employer agrees that in the event that the CPI (Consumer Price Index) for the city of 
Toronto in the year prior is greater than the annual wage adjustment, a Cost of Living 
Allowance (COLA) will be applied to annual wage adjustments subject to a maximum of 
5%. 

29.06 Salary of bumped position 
The salary of a bumped employee shall be the base salary of the bumped position. When 
an employee bumps into a position where the wage per hour of the salary of the bumped 
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position is lower than the wage per hour of the base salary of the position laid off from, 
then this employee shall receive any percentage increases they have obtained through 
collective agreements since their hire date. 

This provision will not apply to positions where contractual funder restrictions prevent 
such salary increases. In the case where there are contractual funder restrictions 
preventing the salary of a bumped employee being the base salary, the employer will 
raise the wage to maximum allowed by the budget. 

29.07 Salary of Position Transfers 
The salary of an employee that transfers into a different bargaining unit position shall be 
the base salary of the transferred position. When an employee transfers into a position 
where the wage per hour of the salary of the position is lower than the wage per hour of 
the base salary of the position transferred from, then this employee shall receive any 
percentage increases they have obtained through collective agreements since their hire 
date. 

This provision will not apply to positions where contractual funder restrictions prevent 
such salary increases. In cases where there are contractual funder restrictions 
preventing the salary of a bumped employee being the base salary, the employer will 
raise the wage to the maximum allowed by the budget. 

ARTICLE 30: EMPLOYEE BENEFITS 

30.01 EI, CPP, and Workers Compensation 
Starting immediately upon commencement of employment, the FMTA shall pay the 
Employer’s share of all EI, CPP, Workers Compensation and EHT premiums on behalf 
of all employees. 

30.02 Health and Dental Benefits 
All full-time and part-time employees shall receive health and dental benefits under 
FMTA group insurance in accordance with the provisions of the Insurance Benefits 
plan(s) regarding eligibility. Changes to the health and dental benefits plan shall only be 
implemented with the consent of the Union. 

30.03 RRSP and Long Term Disability 
Employees are entitled to employer paid RRSP contributions in the amount of five 
percent (5%) percent of gross salary and Long Term Disability Insurance in accordance 
with the provisions of the Insurance Benefits plan(s). 

30.04 Temporary Employees 
All Temporary Employees are shall receive OHIP, EI, CPP and Worker’s Compensation 
benefits described in Article 30.01 and shall receive medical and dental benefits under 
FMTA group insurance and be entitled to a Pension Plan and Long Term Disability in 
accordance with the provisions of the Insurance Benefits plan(s) regarding eligibility. 

Coverage under the provisions of this article shall apply to regular full-time, regular part-
time, and temporary full-time, and temporary part-time Employees and shall commence 
on the first day of the calendar month immediately following the completion of three 
months of regularly scheduled work. 
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30.06 Casual and Relief Employee Benefits 
Casual and Relief employees will be reimbursed for benefits covered under FMTA group 
insurance benefit plans for an amount up to five-hundred ($500) per year. 

30.07 Digital Allowance 
Full-time and Part-time employees will be eligible for reimbursement of up to $300 a year 
for digital costs for hybrid/remote/work from home expenses. These include costs 
associated with cellular telephones where awork phone is not provided, internet, and all 
other digital service costs that may arise as a result of work outside of the office. 
Employees will provide the Employer with a verified receipt upon request. Relief 
Employees will receive a reimbursement of up to $100, save and except for The Shop 
Steward as defined in Article 4.05, who will receive up to $300. 

30.08 Transportation Benefit 
All employees shall be reimbursed for parking as well as travel by car at a rate equivalent 
to the CRA’s yearly mileage rate, alongside reimbursement for all work-related transit 
expenses. Organizing and Outreach employees shall be given the option to forgo this 
and instead receive a monthly contribution to their PRESTO account equivalent to 47 
TTC trips. 

ARTICLE 31: COPIES OF THE AGREEMENT 

31.01 Employer to Print 
The Employer shall print a copy of the Collective Agreement for each Employee and 
Board Member within thirty (30) days of signing. 

ARTICLE 32: FINANCIAL DISTRESS 

32.01 Emergency Meeting 
In the event that capital reserves (not including assets) drop below $10,000.00, the 
Labour Management Committee will call for an emergency meeting to discuss the issue. 
Both parties shall negotiate the terms of employment and benefits for the affected 
Employees. 

32.02 Reinstatement of Benefits 
Should the finances of the FMTA stabilize all employment conditions of Employees shall 
be reinstated subject to Article 28, Article 29, Article 30, and Article 16 of the Collective 
Agreement. 

32.03 Presence On Board Committees 
The Union reserves the right to sit on the Board and Financial Committee as a non-
voting, ex officio member counting towards quorum except for staff bargaining or 
personnel issues involving discipline. 

ARTICLE 33: DURATION OF THIS AGREEMENT 
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33.01 Duration 
This Agreement shall be binding and remain in effect from January 1, 2026 to December 
31, 2028. 

33.02 Invitation to Bargain 
The Union or the Employer may not more than two months and not less than one month 
prior to expiration date of this Agreement present to the other, in writing, proposed terms 
for a new further Agreement and/or amendments to this Agreement. Following such 
notice, arrangements for a meeting between the Union and the Employer will be secured 
within one month. At such meeting, the parties will commence negotiations on the 
proposed amendments and/or terms of a new Agreement. 

33.03 Extension of this Agreement 
Failing Agreement by December 31, 2028 on a new or amended Agreement, this 
Agreement and all its terms will continue in force until a new Agreement is executed, or 
the right to strike or lockout accrues whichever comes first. 

33.04 Retroactive Pay for Severed Employees 
An employee who has severed their employment between the effective date of this 
Agreement and the signing of this new Agreement shall receive full retroactivity of any 
increase in wages. 

SIGNED this 3rd  day of July, 2026 at Toronto, Ontario. 

For the Union 

__________________________ michael butler (2026-07-06 09:46:39 EDT) 

Michael Butler, 1281 Staff Rep 

__________________________ Anna Nieminen (2026-07-06 17:41:30 EDT) 

Anna Nieminen, FMTA Steward 

K.B. 
__________________________ K.B. (2026-07-06 12:56:49 EDT) 

Kelly Bently 

Joeita Gupta 
__________________________Joeita Gupta (2026-07-06 12:07:45 EDT) 

Joetia Gupta  

For the Employer 

____________________________ 
Yaroslava Montenegro, Executive Director FMTA 

________________
Helen Chilas 

________________Mason Fitzpatrick (2026-07-03 10:43:39 EDT) 

Mason Fitzpatrick 

:tt/COPE491 
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APPENDIX A: HOTLINE TELEPHONE COUNSELOR FULL & PART-TIME 

HOURS OF WORK: 

28 hrs/week or more for full-time 
Under 28 hours per week for part-time 

A Permanent Hotline Shift is defined as seven (7) hours (Includes a one (1) hour paid lunch.) 
Relief Hotline Shifts are normally seven (7) hours, but in exceptional circumstances, may be 
minimum length of 3.5 hours (including a half hour paid lunch) by mutual agreement of Employer 
and Employee. 

STATUS OF EMPLOYMENT: 

Permanent Full-time and Permanent Part-time 

VACATION ENTITLEMENT: 

18 business days per year in the first three years of employment; 
23 business days per year in the fourth, fifth and sixth year of employment; 
28 business days per year in the seventh, eighth, and ninth years of employment; 
33 business days per year in the tenth, and subsequent years of employment; 

Pro-rated for Part-time Employees 

Casual and Relief workers shall be entitled to have vacation pay for 10 13% of their straight time 
pay in lieu of scheduled vacations, which shall appear on each paycheque. 

SICK DAY ENTITLEMENT: 

Twenty-four (24) days per year (in every twelve (12) months of employment) for Full-time 
Employees 

Pro-rated for Part-time Employees 

BASE SALARY: 

2026 - $49,041.30/yr 

2027 - $51,002.95/yr 

2028 - $53,043.07/yr 

REPORTS TO: 

Executive Director 
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RESPONSIBILITIES: 

Hotline Operations 

• Answer incoming calls and emails through the FMTA Hotline account. 
• Provide information to tenant or caseworker callers on the Residential Tenancies Act 

in a courteous and respectful manner. 
• Provide referrals information as appropriate in a courteous and respectful manner. 
• Provide landlords with referrals to landlord advocacy or City services 
• Consult or do research on more complicated questions and call back the caller 
• Arrange Language Line over the phone interpretation services for callers who do not 

understand or speak English or any other language the counselor speaks. 
• Provide information in the spirit of complete empathy for the tenant's perspective. 
• Mail, fax or email information to callers if such information is requested or would be 

useful to the caller. 
• Enter detailed information about each incoming call into Hotline database for reporting 

and internal purposes in a timely fashion. 
• If there are a large number of complaints against the Hotline (i.e. if there is 5% or 

more of incoming caller complaints) the Hotline shall tape incoming calls for 
monitoring purposes on a bi-monthly basis to be reviewed by the Executive Director 
for purposes of fulfilling contract requirements for the City of Toronto and maintaining 
the high service standards that we have built together. Counselors will be asked to 
tape calls for 2 four-hour periods once every two months. 

• Working with the City of Toronto’s STAR Table initiatives pursuant to relevant STAR 
Certifications. 

Service Improvement and Inter-office Relations 

Attend at Tenant Services Committee when requested by the Executive Director 
Attend Hotline staff meetings with the Executive Director to discuss any service issues, 
trends in calls, Hotline statistical reports. 
Attend educational workshops as required 

Community and Member Relations 
• Contribute short articles, where feasible, to the Tenants newsletter as directed by the 

Executive Director. 
• Upon the Employer’s request, assist at FMTA AGM and community events, where 

feasible. 

Office Tasks 
• Provide assistance to the Executive Director for large office mailings and Hotline-

related informational mailings. 

The following are additional responsibilities for Full-time 
• Take appointments for the Advice Lawyer, enter caller and time information in the 

Advice Lawyer Schedule; confirm appointments prior to the day of the appointment; 
• Update Hotline Resources on a need to know basis 
• Ensure that adequate numbers of copies of LTB forms are available for mail-outs 
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APPENDIX B: TENANT ORGANIZER: FULL-TIME 

HOURS OF WORK: 

35 hours / week, includes a one (1) hour paid lunch. 

STATUS OF EMPLOYMENT: 

Permanent Full-time 

REPORTS TO: 

Outreach Program Coordinator 

VACATION ENTITLEMENT: 

18 business days per year in the first three years of employment; 
23 business days per year in the fourth, fifth and sixth year of employment; 
28 business days per year in the seventh, eighth, and ninth years of employment; 
33 business days per year in the tenth, and subsequent years of employment; 
Pro-rated for Part-time Employees 

SICK DAY ENTITLEMENT: 

24 days per year (in every 12 months of employment) 

BASE SALARY: 

2026 - $51,143.64/yr 

2027 - $53,189.38/yr 

2028 - $55,316.96/yr 

REPORTS TO: 

Executive Director 

OBJECTIVE: 

To work with tenants and Tenant Associations across the City of Toronto in the most effective 
manner possible; to assist them in meeting their objectives – most importantly, to organize around 
challenging Above Guideline Rent Increases. 

RESPONSIBILITIES: 

Outreach & Organizing Team Operations 
• To work collaboratively with the Executive Director and the team on all operational 

aspects of the Outreach & Organizing program 
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• To take responsibility for written materials related to the Outreach & Organizing 
program, including any information pamphlets, flyers, resources, etc. 

• To work in compliance with all contractual obligations of the FMTA and in accordance 
with the policies and procedures of the FMTA 

• To promote a positive image of the FMTA to the community as a whole 
• To be knowledgeable and remain up to date on the current legislation affecting 

tenants, and any other relevant housing or tenant policy 
• To disseminate information about current tenant legislation and policies affecting 

tenants to tenants in the City of Toronto by facilitating workshops and info sessions 
according to tenant needs 

• Outreach to tenants across the city; making agencies, service providers and tenants 
aware of the FMTA 

• Keep records of meetings with tenants and Tenants’ Associations, and update 
database and activity log as required 

• Network with community agencies and tenant groups 

Tenant Organizing/Advocacy 
• To assist tenants in the City of Toronto to organize around issues such as Above 

Guideline Rent Increases, loss of rental housing, evictions, maintenance and repairs, 
privacy, harassment and discrimination, licensing, etc. 

• To assist tenants in starting Tenants’ Associations and to work with existing Tenants’ 
Associations 

• To assist tenants in negotiating the complicated procedures of the Landlord and 
Tenant Board, including provision of assistance for tenants conducting file reviews 
and filling out Tenant Applications 

• Design and facilitate education workshops on the current tenant legislation for tenants 
in the city of Toronto 

• Provide resources and referrals for tenants in the City of Toronto 
• To advocate on behalf of the Tenants of the City of Toronto 

FMTA Operations 
• To assist with operations of the Federation of Metro Tenants’ Associations as required 

by the Program Coordinators and the Board of Directors 
• To assist Coordinators of the FMTA with provisions of information, education and 

reports to the Board as required 

Community and Member Relations 
• Contribute short articles, where feasible, to the Tenants newletter as directed by the 

Executive Director. 
Assist at FMTA AGM and community events as required. 
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APPENDIX C: TENANT COMMUNITY DEVELOPMENT ORGANIZER 

HOURS OF WORK: 

35 hours per week. Includes a one (1) hour paid lunch. 

STATUS OF EMPLOYMENT: 

Full-Time. 

REPORTS TO: 

Executive Director 

VACATION ENTITLEMENT: 

18 business days per year in the first three years of employment; 
23 business days per year in the fourth, fifth and sixth year of employment; 
28 business days per year in the seventh, eighth, and ninth years of employment; 
33 business days per year in the tenth, and subsequent years of employment; 

Pro-rated for Part-time Employees 

SICK DAY ENTITLEMENT: 

24 days per year (prorated for part-time employment) 

BASE RATE: 

2026 - $51,143.64/yr 

2027 - $53,189.38/yr 

2028 - $55,316.96/yr 

RESPONSIBILITIES: 

Tenant Association Capacity Building 
● Provide workshops to tenant groups on building and maintaining tenant associations 
● Work collaboratively with current tenant groups and committees to form operational 

tenant associations (TA’s) 
● Provide support for volunteers 
● Help TA’s set up proper governance structures for long-term maintenance including 

leadership structures, meetings, and record keeping 
● Work with TA’s to establish proper financial systems including fundraising, spending, 

banking, financial reporting and checks and balances 
● Help TA’s develop systems for membership building and engagement including 

membership drives, communications strategies, newsletters and relationship 
building 
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● Troubleshoot tenant association conflicts and help refer to conflict mediation 
services available in the City of Toronto when they arise 

● Provide resources to TA’s in terms of governance, referrals and education 
● Create/Maintain the Tenant Organizing Toolkit 
● Tenant Association Community Building 
● Provide workshops to tenant groups on creating opportunities for residents in their 

building 
● Help TA’s develop action plans to meet needs of the community 
● Help TA’s plan and promote community events including BBQ’s, yard sales, free 

stores, meet and greets, fundraising/toy/food drives, etc. 
● Link City and Provincial projects with TA’s to promote training, education and skill 

sharing initiatives for building residents 
● Provide information on financial and poverty resources to residents in regards to 

housing, health, employment and community service 
● Promote TA engagement with the landlord over landlord-tenant issues such as 

maintenance, health and safety, common space usage, loss of services, etc. 

FMTA Collaboration 
● Work with the FMTA Outreach and Organizing team to establish contacts 25 

with tenant groups and committees created through FMTA rent increase activities 
● Promote membership in the FMTA and long term sustainability of the project 

General Administration 
● Keep records on project and TA activities in FMTA database 
● Generate and provide reports where needed 
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APPENDIX D: ADMINISTRATIVE ASSISTANT: PART-TIME 

HOURS OF WORK: 

17.5 hours / week 

STATUS OF EMPLOYMENT: 

Permanent Part-Time 

REPORTS TO: 

Executive Director 

VACATION ENTITLEMENT: 

18 business days per year in the first three years of employment; 
23 business days per year in the fourth, fifth and sixth year of employment; 
28 business days per year in the seventh, eighth, and ninth years of employment; 
33 business days per year in the tenth, and subsequent years of employment; 

Pro-rated for Part-time Employees 

SICK DAY ENTITLEMENT: 

12 days per year 

BASE SALARY: 

2026 - $51,143.64/yr 

2027 - $53,189.38/yr 

2028 - $55,316.96/yr 

RESPONSIBILITIES: 

General Administration: 

• Assist with the scheduling for the Executive Director and forward requests to the 
appropriate parties. 

● Preparing Agendas and minutes for Staff and other Meetings, as required 
● Maintain office supplies, equipment maintenance, and mail distribution (including 

registered mail). 
● Schedule internal meetings, book event rooms, travel coordination and coordinate 

catering for board meetings and other FMTA gatherings 
● Clerical assistance to the Outreach and Organizing team, including the maintenance 

of team files, digitization and archiving 
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● Assist with the management of Outreach and Organizing team Database and assist 
with Data Entry 

● Assist with grant applications and reporting 
● Research Assistance when required 

Communications Assistance 

● Assistance with Other Communications work as requested by the Management Team 
● Encourage members and tenant associations to affiliate and/or renew FMTA 

affiliations 
● Graphic and design of promotional design of materials when required 

Finance Support 

● Assist with invoice processing, expense tracking, in conjunction with the FMTA 
Bookkeeper 

● Assist with vendor relations and research as directed by the Executive Director 
• Receive and input demolition/conversion information into FMTA databases 

or information systems 
● Collaborate with the AGI/Outreach team on workshop delivery and highlighting 

buildings 
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APPENDIX E: TENANT EDUCATION PROJECT - TENANT EDUCATOR 

HOURS OF WORK: 

35 hours / week. Includes a one (1) hour paid lunch. 

STATUS OF EMPLOYMENT: 

Permanent Full-Time 

REPORTS TO: 

Executive Director 

VACATION ENTITLEMENT: 

18 business days per year in the first three years of employment; 
23 business days per year in the fourth, fifth and sixth year of employment; 
28 business days per year in the seventh, eighth, and ninth years of employment; 
33 business days per year in the tenth, and subsequent years of employment; 

Pro-rated for Part-time Employees 

SICK DAY ENTITLEMENT: 

24 days per year (in every 12 months of employment) 

BASE SALARY: 

2026 - $51,143.64/yr 

2027 - $53,189.38/yr 

2028 - $55,316.96/yr 

OBJECTIVE: 

To ensure all aspects of the Tenant Education Project are carried out in a timely and 
effective manner and in compliance with the Funding Contract. To work in cooperation with the 
Outreach and Organizing Team and the City of Toronto in achieving the objectives of the 
Project. 

Tenant Education Project: 

To design and develop Tenant Education Workshops 
To facilitate Workshops throughout the City’s Priority Neighborhoods, including 
Newcomer 
groups, housing workers, support workers, and various community organizations 
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• To fulfill the reporting requirements of the City of Toronto 
• To collaborate with the funder in implementing program requirements and 

addressing issues arising 
• Design and facilitate education workshops on the current tenant legislation for 

tenants in the city of Toronto 
• Provide resources and referrals for tenants in the city of Toronto Outreach & 

Organizing Team: 
• To work collaboratively with the Executive Director and the team on all operational 

aspects of the Outreach &amp; Organizing program 
• To work in compliance with all contractual obligations of the FMTA and in 

accordance with the policies and procedures of the FMTA 
• To promote a positive image of the FMTA to the community as a whole 
• To be knowledgeable and remain up to date on the current legislation affecting 

tenants, and any other relevant housing or tenant policy 
• To disseminate information about current tenant legislation and policies affecting 

tenants to tenants in the City of Toronto by facilitating workshops and info sessions 
according to tenant needs 

• Outreach to tenants across the city; making agencies, service providers and tenants 
aware of the FMTA 

• Keep records of meetings with tenants and Tenants’ Associations, and update 
database and activity log as required 

• Network with community agencies and tenant groups 

FMTA Operations: 
• To assist with operations of the Federation of Metro Tenants’ Associations as 

required by the Program Coordinators and the Board of Directors 
• To assist Coordinators of the FMTA with provision of information, education and 

reports to the Board as required 
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APPENDIX F: TENANT EDUCATION COORDINATOR 

HOURS OF WORK: 

35 hours / week. Includes a one (1) hour paid lunch. 

STATUS OF EMPLOYMENT: 

Permanent Full-Time 

REPORTS TO: 

Executive Director 

VACATION ENTITLEMENT: 

18 business days per year in the first three years of employment; 

23 business days per year in the fourth, fifth and sixth year of employment; 

28 business days per year in the seventh, eighth, and ninth years of employment; 

33 business days per year in the tenth, and subsequent years of employment; 

Pro-rated for Part-time Employees 

SICK DAY ENTITLEMENT: 

24 days per year (Pro-rated for part-time employment) 

BASE SALARY: 

2026 - $51,143.64/yr 

2027 - $53,189.38/yr 

2028 - $55,316.96/yr 

OBJECTIVE OF THE TENANT SCHOOL: 

1) To provide in-depth and intensive training on housing and tenancy for community 
workers and community leaders 

2) To provide training that is relevant, accessible and useable for those working with 
communities who don’t speak English or French. 

3) To explore how to adapt existing legal education materials for newcomers who don’t 
speak English or French. 
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4) To test outreach strategies to newcomer communities and forge partnerships that will 
continue after the life of this project to ensure that the work of the FMTA is accessible to 
all communities. 

RESPONSIBILITIES: 

Collaboration 
• Working with partner agencies to work on curriculum development, outreach 

strategies and logistical issues (through development of an advisory committee to the 
project) 

• Revamping current curriculum and creating new training documents 
• Using feedback to make proposed changes to documents and the curriculum 
• Creating promotional materials and advertising through networks within the immigrant 

community and our partnerships with settlement agencies 
• Creating registration systems to efficiently and properly deal with an influx of 

registrants including a strategy to handle situations of over-enrollment, and to ensure 
we meet the needs of all those who are interested in attending 

• Handling basic logistical issues including location booking, document preparation, 
technology, refreshments, attendance and feedback 

• Administering the Tenant School sessions 

Reporting and Evaluation 
• Synthesizing survey feedback and making improvements in the tenant school 

structure and curriculum as we implement the school in different locations 
• Collecting evaluation information required by Connecting Communities 
• Incorporating and using the feedback to this project in our ongoing work at the 

Federation 

Tenant Education Project: 
● To design and develop Tenant Education Workshops 
● To facilitate Workshops 
● To fulfill the reporting requirements of the City of Toronto 
● To collaborate with the funder in implementing program requirements and 

addressing issues arising 
● Collaborate with the Civic Engagement Coordinator to oversee the production of 

information pamphlets and leaflets 
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APPENDIX G: CIVIC ENGAGEMENT COORDINATOR - FULL TIME 

HOURS OF WORK: 

35 hours / week. Includes a one hour paid lunch. 

STATUS OF EMPLOYMENT: 

Full-Time 

REPORTS TO: 

Executive Director 

VACATION ENTITLEMENT: 

18 business days per year in the first three years of employment; 
23 business days per year in the fourth, fifth and sixth year of employment; 
28 business days per year in the seventh, eighth, and ninth years of employment; 
33 business days per year in the tenth, and subsequent years of employment; 

Pro-rated for Part-time Employees 

SICK DAY ENTITLEMENT: 

24 days per year (Pro-rated for 10-month contract) 

BASE SALARY: 

2026 - $51,143.64/yr 

2027 - $53,189.38/yr 

2028 - $55,316.96/yr 

OBJECTIVES OF THE POSITION: 

• To help connect tenant leaders and volunteers to FMTA initiatives and tenant 
resources. 

• To organize monthly Tenant Action Committee (TAC) meetings with the tenant and 
housing 

• sector, under the direction of the Executive Director. 
• To coordinate and train volunteers on FMTA’s mission and goals, through an Anti-

Oppressive 
• lens. 
• To assist civic engagement of members. 
• To assist with coordination and administration of the FMTA’s client and member 

relations 
• management (CRM) systems. 
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RESPONSIBILITIES: 

Civic Engagement: 
● Develop and implement strategies to engage tenants in civic processes at all levels 

of government, including local elections, public consultations, and community 
organizing. 

● Build and maintain relationships with tenant groups, community organizations, and 
other stakeholders. 

● Host FMTA initiatives to educate tenants on their rights, housing policies and 
opportunities for civic engagement. 

Sectoral Organizing: 
● Plan and organize ongoing monthly meetings for tenant leaders through the Tenant 

Action Committee, members with lived experience and active agencies in the housing 
and tenant sector. 

● Coordinate meeting logistics, outreach to groups, group agenda setting, meeting 
facilitation, troubleshooting and leadership development. 

● Collaborate with staff, tenant groups and community groups to build advocacy and 
education campaigns in coordination with Management and the Board of Directors 
focused on tenant rights and affordable housing. 

● Support volunteers and members develop advocacy skills and take collective action. 
● Promote membership in the FMTA and educate members on tenant rights through 

outreach materials, including brochures, fact sheets, flyers (etc.) 

Internal Relations: 
● Work collaboratively with the FMTA staff team to establish contacts and opportunities 

for civic engagement. 
● Prepare reports and updates for funders and stakeholders. 
● Engage FMTA volunteers in civic engagement and engaging tenants in FMTA 

volunteer programs 
● Assisting with the coordination and administration of FMTA’s client and member 

relations management (CRM) system 

Reporting and Evaluation: 
● Track and evaluate program outcomes to measure effectiveness and identify areas 

for improvement. 
● Maintain an organized database of contacts, activities and community networks. 
● Generate and provide reports where needed 
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APPENDIX H: POLICY COORDINATOR: FULL-TIME 

HOURS OF WORK: 

35 hours / week (hybrid). Includes a one hour paid lunch. 

STATUS OF EMPLOYMENT: 

Full-Time - Part-Time 

REPORTS TO: 

The Executive Director 

VACATION ENTITLEMENT: 

18 business days per year in the first three years of employment; 
23 business days per year in the fourth, fifth and sixth year of employment; 
28 business days per year in the seventh, eighth, and ninth years of employment; 
33 business days per year in the tenth, and subsequent years of employment; 

Pro-rated for Part-time Employees 

SICK DAY ENTITLEMENT: 

24 days per year (in every 12 months of employment) 

BASE SALARY: 

2026 - $51,143.64/yr 

2027 - $53,189.38/yr 

2028 - $55,316.96/yr 

OBJECTIVE: 

To help monitor, respond to, and provide feedback on various policy positions, at 
various levels of government - municipal, provincial, federal, Indigenous, international - on 
behalf of Toronto tenants and the FMTA. They will provide tenant perspectives on issues, 
programs and policies being designed with an impact on tenants. They will seek out information 
and positions from FMTA clients, staff and members of the Board to help inform important 
perspectives and priorities on the tenant experience. They will also promote tenant interests in 
the public and policy sphere. Participation in round tables and working groups on housing and 
tenant matters will be part of this position. 

RESPONSIBILITIES: 

The Policy Coordinator’s responsibilities shall be carried out in collaboration with the 
Executive Director and the Board of Directors, and other managerial staff. 
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Monitoring: 

● To be knowledgeable and remain up to date on the current legislation and services 
affecting tenants, and report developments. 

● Monitoring emerging policy decisions, consultations, opportunities for comment, from 
various levels of government. 

● Monitoring and participating in roundtable discussions, academic presentations, 
community consultations on various topics important to tenants 

● Monitoring news, government and industry websites, email lists and social media to 
keep track of emerging issues, trends, policy changes and developments 

● Developing and maintaining relationships with government and policy development 
staff to act as a resource for consultation and information 

● Developing FMTA positions and responses 
● To work collaboratively with tenants clients, staff, management and community 

partners on developing FMTA positions and responses to policy matters 
● To work with the Board, Management, staff, and tenants to understand trends, 

important issues, and the practical impacts the policy decisions and laws have on 
tenants rights. 

● Work with the Executive Director and the Board to develop issues policy positions on 
key FMTA policy matters 

● Provide campaign support to the FMTA Board of Directors to help form policy 
responses 

● Work with the FMTA TAC, or other allied external groups, to help develop official 
FMTA positions and responses. 

Deputing, Writing, Organizing: 

● To depute on policy decisions, consultations, opportunities for comment, to various 
levels of government. 

● To help develop and provide policy briefs including deputations, research, graphics 
and data summaries, reports, summaries and legal information. 

● To network with community agencies and tenant groups for help inform and 
collaborate on policy responses. 

● To assist with organizing, supporting, and promoting campaigns related to policy 
responses 

● To promote a positive image of the FMTA to the community as a whole 
● To administer and maintain the FMTA “Policy Book” as a guide and history for the 

organization’s public policy initiatives 

Organizational: 

● To report and keep records as required by the FMTA and funders, and update 
database and activity logs 

● To assist the Executive Director with policy provisions of information, education and 
reports to the Board and funders, as required 

● To work in compliance with all contractual obligations of the FMTA and in accordance 
with the policies and procedures of the FMTA 
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APPENDIX I: PERMANENT ROOMING HOUSE TENANT ORGANIZER 

HOURS OF WORK: 

35 paid hours / week. Includes a one (1) hour paid lunch. 

STATUS OF EMPLOYMENT: 

Permanent Full-Time 

VACATION ENTITLEMENT: 

18 business days per year in the first three years of employment; 
23 business days per year in the fourth, fifth and sixth year of employment; 
28 business days per year in the seventh, eighth, and ninth years of employment; 
33 business days per year in the tenth, and subsequent years of employment; 

Pro-rated for Part-time Employees 

SICK DAY ENTITLEMENT: 

24 days per year (in every 12 months of employment); Prorated for those who start within 
the year 

BASE SALARY: 

2026 - $51,143.64/yr 

2027 - $53,189.38/yr 

2028 - $55,316.96/yr 

REPORTS TO: 

Executive Director 

OBJECTIVE: 

To help tenants, tenant groups and/or tenant associations to organize, build capacity, to settle 
disputes with their landlord; to educate tenants about their rights as a rooming house tenant; to 
help prevent the illegal eviction of tenants, illegal demolition of rooming houses; to help ensure 
the safety and dignity of rooming house tenants 

RESPONSIBILITIES: 

Immediate Support: 
To provide assistance to a tenant, tenant group and/or tenant association in rooming house by, 
but not limited to: 

● Obtaining City and FMTA data relating to licensed and unlicensed rooming houses 
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● Contacting buildings and tenants in Rooming Houses and holding meetings with them 
● Connecting with Rooming House tenants about their rights and responsibilities as 

tenants, options for settling disputes with the landlord and ways to force legal 
compliance from landlords 

● Assisting tenants/tenant associations in completing referrals to Legal Services and/or 
to other community organizations, as needed 

● Facilitating tenant meetings for issues regarding affordability, evictions, repairs, fire 
safety and demolition 

● Working with the City of Toronto’s STAR Table initiatives 
● Implementing other activities (within scope) as required by the funder FMTA contract 

FMTA Operations 
● To work collaboratively with the Executive Director and other FMTA staff on 

departmental coordination 
● To assist with provisions of information, education and reports to the Board and 

funders, by the ED, as required 
● To help develop and provide written materials related to the program and FMTA, 

including any information pamphlets, flyers, resources, etc. 
● To work in compliance with all contractual obligations of the FMTA and in accordance 

with the policies and procedures of the FMTA 
● To promote a positive image of the FMTA to the community as a whole 
● To be knowledgeable and remain up to date on the current legislation and services 

affecting tenants 
● To keep records of meetings with tenants and Tenants’ Associations as required by 

the FMTA and funders, and update database and activity logs as required 
● Network with community agencies and tenant groups 

Page 69 of 70 



APPENDIX J: LETTER OF UNDERSTANDING 

Training and Education: 

The Employer agrees to provide regular training on diversity, equity, and inclusion, 
including the impact of microaggressions. This paid training will be mandatory for all 
employees and will aim to raise awareness and promote respectful interactions. 
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