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Summer is past already and we are heavy into 
the fall season. Fall always feels like the start of a 
‘new year’ for me, and the start of a new plan for 
the local. 

There have been difficult issues over the last little 
while, not the least of which was the very difficult 
and tragic events in the Adult Emergency 
Department. Each of us as nurses share in the 
feelings that those nurses in the department must 
be feeling. 

There have been busy times in the Child Health 
Program over the summer and the PICU has had 
its share of those as well. The PICU area is 
utilizing the NAC process and venue to present 
the concerns and some resolutions as well, to the 
employers. 

There is much to be celebrated in that the wage 
settlement that was to keep us as fourth across 
Canada has been settled with the arbitrator and 
government and 5% wage increase will be 
implemented retroactive to October 1st, 2008. 
Thank you again to the Provincial Collective 
Bargaining Committee and to our representative 
Lana Penner.

An attendance support and management 
program is being implemented by the employer 
here and regionally. The intent of this program, at 
the outset, is to be supportive in ensuring that 
employees are able to attend to work regularly, 
and that issues affecting attendance will be 
recognized and addressed if possible.

Nurses will be also included in the program. If you 
have concerns or questions, please do not 
hesitate to contact your unit representative, 
centre representative, or the local office for 
information.

At the last provincial annual 
general meeting, a constitutional 
amendment was passed which would allow 
locals to provide for elections to positions at the local 
level to be done outside of the annual meeting setting 
only. This would mean that there would not be a 
need for proxy votes. There is a proposal for the 
amendment to be accepted at this local level. A 
meeting to discuss this is set for December 15, 2008. 
If you are interested in having a voting for positions in 
some other way than only at the annual general 
meeting, please come to this meeting to 
discuss/decide.  We have also been requested by 
members to look at the economic feasibility and 
possibility of increasing the amount of time that the 
vice president is seconded to the office. To that end 
the consultation and number crunching has been 
done by the executive and at a general meeting in 
November, we will be bringing that back to the 
members for a decision.

The allocation of monies for the books and journals 
was increased as per direction of members at the 
annual general meeting. 

We are attempting at the local office, (thanks to 
Sandra Moffat who is organizing and compiling) for 
members who would like to receive bulletins via their 
HOME email address. It is not possible, nor 
reasonable to expect to use the HSC email for these 
purposes, however, members can submit their home 
email to be used in this list. If you would like to be 
added to this list, please contact the local office either 
by phone or by the website at www.mnu10.ca. 

There are other things happening around the local at 
HSC. The website is one way of keeping up to date; 
attending at some of the general meetings is another; 
becoming active in some of the positions and 
committees is yet another. You would be surprised 
how much you know, or how much you want to learn 
once you have begun to get involved.

Thanks again for all your hard work out there.
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Fall has now arrived and along with it cool weather.  The activity in the office has picked up significantly 
since the beginning of September 

The number of nurses on the Return to Work program continues to grow. This a good thing as it means that 
nurses are returning in a safe manner following injury or illness. It benefits the Employer as well as the 
Employee. If you have any questions regarding this program please call the office and either I or Brenda 
would be happy to answer them.

Workplace Health and Safety
The committee meets every month to discuss issues at HSC in regards safety. 
Please remember to dispose of sharps in sharps containers. There have been several injuries because of 
carelessness. Some sharps are ending up in the laundry i.e.; needles. Many of you have noticed that there 
has been some activity outside their units. Many of the units in the General are being wired so that they will 
have the ability to lockdown their units in case of code white or at night, so that visitors that wish to see a pt 
after hours will have to phone the unit in order to gain entry. I will keep you updated as I get more 
information.
As winter approaches and the days are getting shorter be aware of your surroundings at all times. If you are 
parked away from the center please try and walk with someone.

Labour Education
After very quiet summer. Labour education is once again active. We had an all day planning session at the 
end of August. We are very hopeful that we will be able to present a Nurse Abuse workshop in January. 
Thank you to all the nurses that took time to fill out the Nurse Abuse survey.
All books and Journal orders have been picked up by the units. Be on the look out for the applications 
coming out sometime in February.
Labour School has come and gone, we were able to send 7 people from HSC. A great time was had by all 
that attended. 
It is my hope to be able to present Lunch & Learn sessions later this fall on Workload forms, overtime and 
additional available shifts.
There are some units within the center that do not have a union rep at present. The role of the unit rep is 
important as they receive all notices and mail outs from Local 10 and post them on the union boards for all 
the members. They are the person that co-workers can go to with union questions or concerns. If you are 
interested in becoming a rep call the office to set up an orientation session. Local 10 will begin having Unit 
Rep meetings beginning in Late November.
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There are now links to the ‘Contract Interpretation Manual’ online. This manual is based 
on central agreement language and has some differences to the Health Sciences Centre 
agreement so always read it with that in mind, but sometimes this is a useful resource for 
members in interpreting the collective agreements. 

When a nurse who is full time or part 
time, goes to a casual position within 
the facility, they relinquish ALL 
seniority hours and access to income 
protection hours, any stats will be paid 
out and any vacation hours not used 
will be paid out. It is in essence a 
resignation as the nurse will no longer 
have a ‘guaranteed rotation’ or any 
‘guarantee’ of hours to be worked. 
This is true even if the nurse goes 
casual for a very short time.
Article 35 is the clause which addresses the 
casual nurses and their rights and 
responsibilities in our Collective 
Agreement.

When a nurse goes to another employer under 
the mobility or portability they need to resign 
completely from the sending employer, and let 
the receiving employer be aware there are 
seniority and benefits that you wish to mobilize 
or port from the sending employer. They may 
then apply for/or request to be put on the 
casual roster at the original employer.  If a 
nurse goes to casual status at the sending 
facility prior to ensuring mobilizing or porting, 
there are no benefits or seniority to mobilize 
there are no benefits or seniority to mobilize or 
port.

When a nurse becomes an employee at a 
facility, there is the minimum salary that can be 
paid, however, the nurse can and should 
provide evidence to the employer of nursing 
experience/hours from other 
experiences/employers. The employer can then 
determine that the experience will allow for 
placement on the salary at a different scale 
dependent on experience. See Article 38-
salaries and increments for more detailed 
information.

Sick Leave of Absence (LOA’s)

MNU members who go on leaves of absence should not forget to make arrangements for 
paying benefit premiums while away, but particularly when on sick leave of absence, to 
maintain their Disability and Rehabilitation coverage benefits through the Health Care 
Employees Benefit Plan. 

The D&R plan requires that the coverage be maintained during the elimination period, 
either by the generation of pay through the income protection bank, or by payment by the 
member.  Any member who is on unpaid sick leave must pre-pay their Disability and 
Rehabilitation (D&R) benefits. If this is not paid, the D&R benefits will terminate and if the 
nurse is not ready to return to work at the 119 day period, the member will not be covered 
by the D&R benefits. In cases where the member may need to be off work for medical 
reasons, this is critical.

If you are off work for any reason, ensure that a formal LOA is requested and approved, and 
discuss with the Human Resources Benefits department about maintaining your benefits plans, 
or call the local union office for some guidance to ensure you are ‘keeping covered’.
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November 5th, 2008 and 
December 10th, 2008

Drop by our table in the ms mall 
for some cake

MNU LOCAL 10
ANNUAL GENERAL 

MEETING

MARCH 12TH, 2009

WATCH FOR UPDATES

GENERAL MEETING
DECEMBER 15TH, 2008

AT 1630 IN NA105 GENERAL MEETING
NOVEMBER 19TH, 2008

AT 1630 IN NA105

RETIREMENT IN A NUTSHELL
DECEMBER 3RD, 2008

1900 IN NA201
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R U ELIGIBLE 
FOR A DUES 
REFUND??

You may qualify for a refund of the PROVINCIAL PORTION OF MNU dues deducted 
by the employer, if you paid MNU dues at two or more facilities/employers during 
2008, and exceed $572.00 in Provincial Dues.

Union dues consist of two components:  the PROVINCIAL and Local dues portions.  
Only the PROVINCIAL portion, of MNU dues is refundable.

PROVINCIAL DUES are $22.00 per pay period X 26 pay periods = $572.00. 

LOCAL DUES are $4.75 per pay period X 26 pay periods

JUNE --- SEPTEMBER --- DECEMBER

Labour School 2008 was a blast!  This was my first 
time attending and I was in for a treat.  It was great to 
meet other nurse’s form all over the province.  Sharing 
the challenges and rewards of our profession made 
me realize how much we have in common and yet, 
how unique each experience can be.  The course I 
enrolled in was “The Grievance and Arbitration 
Process” facilitated by Deb Jenkins (Labour Relations 
Officer) Allan Rosky (Consultant) and Garth Smorang 
(Legal Council).  This session absolutely demystified 
the entire process; it was interactive and great fun.  
We participated in mock grievance and arbitration 
meetings resulting in my being a much better informed 
representative and resource.  As I made my way 
through Labour School, met others from Local 10, the 
Executive, the President, the facilitators, the 
committees and those from other Locals in Manitoba.  
I realized how rich this conference was in knowledge, 
strength, compassion, dedication and mentorship.  Did 
I mention the evenings consisting of a fashion show, a 
bonfire on the beach as well as a movie and snacks 
with my roomie Bev?  The meals and lake views from 
our rooms in Gimli were beautiful.  Kudos to all 
involved in organizing this wonderful opportunity for 
our membership.  I hope to attend labour school again 
as I soaked up all I learned; knowledge is power and 
now I want to know more.   Labour school rocks.
Melody Bodnarchuk
Unit Representative, Health Action Centre

Attention Local 10 Members
Change in Dates for Education Trust Fund 

Disbursements

At a recent meeting, the Board of the Education 
Trust Fund (ETF) made a decision to change the 
dates for our disbursements meetings.  This 
decision was reached at the request of many 
members.  Effective this December, we will be 
meeting in June, September and December
instead of January, June and September.   For 
January 2009 only, we will have a disbursement 
meeting to accommodate those members who 
have planned their university work on the old 
schedule.
Linda Newton
Administrator
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PCBC Representative
Lana Penner

So, another year has zipped by. October 2008 is upon us and now we will enjoy our 5.2% raise with the 
Arbitrator's further application to come!!!! Remember, before long, your PCBC will be back at the table 
with the Employer as well as our new President, Sandi Mowat (HSC Alumni) as well as the new Director 
of Negotiations, Sabeer Sandhu. It will be the beginning of something both new and exciting and I urge 
all members to offer their ideas and dreams for where we go from here. I will do my best to represent 
Local 10 as we forge into the next chapter in our bargaining, continue to watch for news regarding our 
next Collective Agreement.

Childrens' Hospital Report
Anne Boyd

The majority of issues facing nursing staff at Childrens are related to Master Rotations. CH4 
master rotation is in development CK5 and Relief Team Rotation grievances are settled NICU 
self scheduling is in abeyance, awaiting the development of a standard set of guidelines (to be 
approved by MNU Executive)to be added as a Memo to the Collective Agreement. 
Stats and Master Rotation issues are ongoing other units. Grievance regarding expenses incurred during 
patient transport is still not settled.
We are looking for Unit Representatives or those willing to receive mail for the following units.   PSCU,
Relief Team, CH3, CH5, CK5 (Mat leave term)

BOARD MEMBERS for Local 10
Submitted by Kim Fraser & Cheryl Lange 
Health Science Centre has 2 members of 26 that sit on the Board of Directors for the 
MNU.
The Board Members shall carry out generally the objectives of the Union. The Board 
Members shall also be charged with the particular responsibility of establishing and 
maintaining the flow of the communication between the Union and its members who are employed in 
the respective Regions of the Union.
The Board Members shall assume such other duties as the Board of its Executive or the President may assign 
from time to time.
The Board of Directors shall meet at the call of the President or at the request of no fewer than 5 Board Members. 
The Board usually meets 5 times a year. We have recently changed our meetings from 2 days to a 1 day meeting. 
Elections for the various committees within the Board are held at the May Board Meeting with the Board Members 
voting for the members.
We are there to represent the members of the Health Science Centre at the Provincial Level. We are your voice. If 
you have any questions, please feel free to contact us, through Local 10 Office.
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MOBILITY PORTABILITY
MOVE TO A 
NEW JOB VIA 
APPLICATION

Health Sciences Centre, St. Boniface Hospital, Grace Hospital, Seven Oaks 
Hospital, Concordia Hospital, Victoria General Hospital, Misericordia 
Hospital, Riverview Health Centre, Deer Lodge Centre, Public Health Local 
1, Home Care Local 97, Breast Health Centre, CNS and Pan Am Clinic

For all other Locals/Worksites represented at Central 
Table Negotiations.
Please check  your Collective Agreement to see if you 
are included

Bridging 
Timelines

6 Weeks from date of leaving sending facility to starting at receiving facility6 Weeks from date of leaving sending facility to 
starting at receiving facility

Nurse can get hired at receiving facility, quit at sending facility and start at 
receiving facility within 6 weeks of quitting date

Nurse can get hired at receiving facility, quit at 
sending facility and start at receiving facility within 6 
weeks of quitting date

Nurse can quit at sending facility, get hired at receiving facility and start at 
receiving facility within 6 weeks of quitting date

Nurse can quit at sending facility, get hired at 
receiving facility and start at receiving facility within 6 
weeks of quitting date

Nurse occupies 
a Casual 
position at rec. 
facility and  a 
Perm. or Term 
at sending fac. 
and subs. 
obtains a perm. 
or term position 
at a rec. facility

Nurse does not have to resign from receiving facility in order to transfer to a 
permanent or term position at receiving facility. Nurse can transfer seniority 
and benefits accrued in the permanent or term position at the sending facility  
to the newly acquired position at the receiving facility  but the seniority 
accrued as a casual at a receiving facility cannot be added to the seniority 
being transferred with the permanent or term position.

Nurse does not have to resign from receiving facility in 
order to transfer to a permanent or term position at 
receiving facility. Nurse can transfer seniority and 
benefits accrued in the permanent or term position at 
the sending facility  to the newly acquired position at  
the receiving facility  but the seniority accrued as a 
casual at a receiving facility cannot be added to the 
seniority being transferred with the permanent or 
term position.

Probationary 
Period

As with any other voluntary transfer to a permanent position in a facility 
other than one in which a nurse is currently working, she/he is subject to a 
probationary period

As with any other voluntary transfer to a permanent 
position in a facility other than one in which a nurse is 
currently working, she/he is subject to a probationary 
period

Positions at 
More Than 
One Facility:  

There can only be one sending and one receiving facility. Even if a nurse has 
more than two (2) permanent positions, (at more than one facility) she/he will 
only be able to port the seniority and benefits from one of the facilities when 
she/he voluntarily transfers to a receiving facility.

There can only be one sending and one receiving 
facility. Even if a nurse has more than two (2) 
permanent positions, (at more than one facility) she/he 
will only be able to port the seniority and benefits from 
one of the facilities when she/he voluntarily transfers 
to a receiving facility.

HEBP & HEPP Transfer all Transfer all 
Window to 
change benefit 
plan

Yes – if only receiving basic can now change to Extended health care planYes – if only receiving basic can now change to 
Extended health care plan.

Pre-retirement 
Leave Credits

Transfer all - calculated in days at the sending facility. Transfer all - calculated in days at the sending facility

Vacation Nurse may transfer vacation bank (both current and accrued for following 
vacation year) and then negotiate with receiving facility for a time period that 
she/he can book the current vacation transferred from the sending facility.

Vacation bank (both current and accrued for following 
vacation year) is paid out by sending facility and nurse 
can request an unpaid LOA if she/he wants to receive 
time off.
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MOBILITY PORTABILITY
Vacation 
Accrual

Accrued vacation banks to be taken in next vacation year are transferred 
and nurse continues to accrue.

Nurse accrues vacation from date she/he starts at receiving 
facility. This will mean that nurse may not have her full 
entitlement to take in the next vacation year-treated as a 
new employee.

Current 
Salary 
Rate

The current rate of pay is not ported. A nurse shall be placed at the greater 
of her/his salary level at the sending facility, or in accordance with the 
recognition of previous  experience clause(s) in Article 38.
Recognition of previous experience may result in a 
higher placement on the salary scale than the 
current salary

Treated as new employee as per Article 38- recognition of 
previous experience used to determine placement on the 
salary scale. This could result in a lower rate of pay 
however Article 38  contains the following provision:
“Starting salaries, as specified above, are to be regarded 
as minimum and shall not prevent the Employer from 
granting a higher starting salary to any nurse, when, in the 
judgment of the Employer, additional experience or other 
qualifications so warrant it.” This allows a nurse to 
negotiate a starting salary that is the same as her/his 
current salary

Hours 
from last 
increment

Transfer all Transfer all

Income 
Protection 
Banks

Transfer all Transfer all

Seniority Seniority is transferred but is dependent upon the receiving facility’s 
Collective Agreement re full reciprocity or partial seniority. (Nurses 
transferring to St. Boniface or Misericordia will have seniority calculated and 
converted in keeping with the St. Boniface or Misericordia Collective 
Agreement.  A nurse hired at the sending facility prior to 1991 will receive 
seniority, upon transfer to St. Boniface or Misericordia, according to their 
start date at the sending facility.  Nurses hired at the sending facility after 
1991 will receive seniority upon transfer to St. Boniface or Misericordia, 
according to the regular hours formula.

Yes – seniority transferred to new term or permanent 
position. 
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A bump on the blog
Two recent arbitrations provide a cautionary tale for nurses who “Web Log”

MDS, computer charting, e-mail, intranet and internet. Some of 
these tools have been around for an entire generation; others 
are just now making an appearance. Computers are common 
in most workplaces and while some of us consider this 
technology a miraculous advance, there are some pitfalls of 
which to be aware. As new members enter the nursing 
profession we are seeing an increase in computer literacy, and 
comfort. With this increased technological savvy, we are 
entering new frontiers where what we do on our own time and 
on our own computers in our own homes, can meet – or collide 
– with our employment relationships. One such example is the 
relatively new phenomena of blogs, on-line diaries and social 
networking sites such as FaceBook and MySpace. Nurses 
must be aware that seemingly benign comments or attempts to 
be humorous can have the potential to result in discipline. Two 
recent arbitrations provide nurses with a cautionary tale when 
making use of this technology.

The first arbitration involved a government employee who 
started a blog on the advice of her health care provider to deal 
with the grief of her father’s death. Much of the blog was 
personal but some was work-related. In March of 2006, she 
posted a blog that was insulting and complaining of her 
colleagues. Among other things, she posted that the erratic 
behavior of “Roberta” was due to menopause. Further, she 
made mocking and derogatory comments with regard to a 
colleague’s sexual orientation. In addition, she divulged 
sensitive information about the internal operations of her 
department. In April of 2006, she posted a blog that was critical 
of her employer and supervisor. Among other things she 
posted, “I work in a lunatic asylum… with imbeciles and idiot 
savants.” 

IIn July of 2006, her colleagues complained to the employer 
and her employment was subsequently terminated. She 
grieved the termination citing her right to free speech and that 
there was no malice in her postings; rather, a misguided 
attempt to be humorous, and therefore termination was not 
warranted. During the arbitration, the Union further argued that 
the employer was grossly over-reacting and that termination 
was a disproportionate response to the employee’s actions.  
The employer took the position that the employee

demonstrated a lack of remorse, a lack of understanding and 
made comments that were so offensive as to permanently 
damage and undermine the griever’s employment relationship 
with supervisors and colleagues. The arbitration board upheld 
the termination. 

In the written decision, the arbitrator made note of the fact that 
blogging and the like are such new phenomena that there was 
only one other arbitration on point. In an earlier arbitration the 
terminated griever was an employee in a long term care facility.  
She had posted photographs and divulged information about 
colleagues, supervisors and residents. Again, the comments 
posted were deemed by the arbitrators to be insubordinate, 
insolent and contemptuous and the behavior of the employee 
was sufficiently egregious as to warrant termination.

What both cases have in common are:

�v���%�R�W�K���J�U�L�H�Y�H�U�V���E�U�H�D�F�K�H�G���W�K�H�L�U���R�E�O�L�J�D�W�L�R�Q�V���I�R�U���F�R�Q�I�L�G�H�Q�W�L�D�O�L�W�\
�v�����������%�R�W�K���J�U�L�H�Y�H�U�V���Z�H�U�H���J�X�L�O�W�\���R�I���L�Q�V�X�E�R�U�G�L�Q�D�W�L�R�Q
(*Note: insubordination is not confined to the mere failure of an 
employee to follow the reasonable instructions of the employer. 
Arbitrators have held that words and actions that are insolent 
and contemptuous are considered insubordinate and subject to 
discipline)
�v�� �� �7he comments were disrespectful, hostile and insulting to 
colleagues
�v�������7�K�H���S�R�V�W�L�Q�J�V���Z�H�U�H���D�Y�D�L�O�D�E�O�H���W�R���D�Q�\�R�Q�H���Z�L�W�Kinternet access

The moral of the story for MNU members is that when making 
use of this technology, it is wise to be cautious and 
circumspect. Much of what you post online is available for all to 
see and is often permanently archived. Remember, do not 
display anything on your blog, FaceBook page or other public 
forums that you would not post on the bulletin board in the staff 
room. As always, contact your local/worksite President or MNU 
for more information.


