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1.01 The purpose of this Agreement is to:
(a) promote and maintain harmonious relationships between the Employer and the Employee;
(b) define wages and conditions of employment;
(c) provide an amicable method of settling and preventing grievances or differences which may from time to time arise; and
(d) provide for the carrying on of the Employer’s business under methods which will further, to the fullest extent possible, efficiency and economy in operation, while promoting the safety and wellness of the Employees.
It is the duty of both parties to cooperate fully, both collectively and individually, for the promotion of the aforesaid conditions.
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2.01 The following definitions shall apply to this Collective Agreement:
(a) “Bargaining Unit” where used in this Collective Agreement, refers to those members of the bargaining unit described in Article 4.01 who are employed by the Employer and who work in Martha’s Place. For greater clarity, the Bargaining Unit does not include members of Local 2107 who are covered under a collective agreement between Local 2107 and Shannex RLC Limited carrying on business at Mary’s Court. 
(b) “Casual Employee” means a person who works “on-call” or on an “as-needed basis” but is not regularly scheduled. Casual Employees are not members of the bargaining unit.
(c) “Employee” means a Full-time or Part-time Employee in the Bargaining Unit.
(d) “Employer” means Shannex RLC Limited carrying on business as Martha’s Place, 153 NS-337, Antigonish Landing, Nova Scotia
(e) “Full-time Employee” means an Employee in the Bargaining Unit who

(i) is regularly scheduled to work eight (8) hours (paid for 7.5) shifts, would normally average eighty (80) hours scheduled (paid for 75) hours bi-weekly; or

(ii) is regularly scheduled to work twelve (12) hours (paid for 11.25) shifts, would normally average eighty (80) hours scheduled (paid for 75) hours bi-weekly

(f) “Hours worked” includes regular hours worked, vacation hours paid, paid sick leave, paid holidays, paid leaves of absence, paid union leave, but excludes overtime, hours worked as a casual employee, and any time on Workers’ Compensation.

(g) “Part-time Employee” means an Employee in the Bargaining Unit who is employed on a regular basis, but who is regularly scheduled to work less than the regularly scheduled hours of a full-time Employee. 

(h) “Probationary Period” means the first six hundred (600) hours of employment as an Employee in the Bargaining Unit, excluding orientation hours.

(i) “Spouse” means a person to whom an Employee is married, or with whom the Employee is living in a conjugal relationship of at least one year in duration and includes a person of the same or opposite sex. A conjugal relationship as used in this Agreement requires common co-habitation and representation in the community of a marital relationship. The term “spouse” also includes the term “partner” if the relationship meets the requirements of this sub-article.

(j) “Temporary Position” is a full-time or part-time position for a designated period in excess of eight (8) weeks. A temporary position may be terminated at any time, subject to the provisions of Article 14-Layoff and Recall. Full-time and part-time Employees who accept a temporary position, will maintain their entitlement for group health benefits and RRSP entitlement, but scheduling, sick leave accrual, statutory holidays, and vacation benefits will be based on the temporary position.

(k) “Union” means Unifor, Local 2107.

(l) “Working Day” means, for the purpose of Articles 9 and 10, Monday to Friday, (inclusive), but excluding the general holidays referred to in Article 19 of this Agreement.

2.02 Throughout this Agreement, the gender specific pronouns will be replaced using gender inclusive language.

2.03 There will be no pyramiding under this Collective Agreement. Not to restrict the generality of the foregoing, no Employee shall receive for any work performed under this Agreement more than time and one-half (½) the Employee’s normal rate of pay outlined in Schedule “A” to this Agreement.
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3.01 The Union acknowledges and agrees that, subject to the terms of this Agreement, it shall be the exclusive right of the Employer to manage the business and the operation in all respects including, but not restricted to the right to:
(a) operate and manage the business and operations of the Employer and working force of the Employer and establish standards and procedures for the service, care, welfare, safety, and comfort of clients of the Employer, consistent with the terms of this Agreement.
(b) maintain order and efficiency and to make or alter rules and regulations to be observed by Employees which are not in conflict with any provision of this Agreement; and
(c) select, hire, direct, transfer, promote, demote, classify, re-classify, lay-off, re-hire, suspend, discharge immediately for just and proper cause or otherwise discipline Employees.

3.02 The Union recognizes that the Employer has the sole discretion in the creation of the job descriptions for classifications for which the Union is the bargaining agent. The Employer agrees to draw up job descriptions for these positions and present them to the Union.
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4.01 The Employer recognizes the Union as the exclusive bargaining agent for all Full-time and Part-time Employees in the Bargaining Unit working as:
(a) Housekeepers;
(b) Dietary Staff;
(c) Wellness Coach; 
(d) Client Services Assistants; and
(e) Maintenance Workers.
For greater certainty, the Bargaining Unit excludes Receptionists, Chefs, Maintenance Coordinators/Managers, LPN Team Leaders, Supervisors, and those persons excluded by paragraphs (a) and (b) of subsection (2) of section (2) of the Trade Union Act.
4.02 The provisions of this Agreement may be waived only by written agreement of the parties. No employee shall be required or permitted to make any written or verbal agreement with the Employer, its representatives or supervisors which is contrary to the terms of this Agreement.
4.03 Should a new classification be created by the Employer within the Bargaining Unit during the term of this Agreement, the Employer and the Union shall negotiate the rate of pay with the working conditions subject to this Agreement. Nothing herein prevents the Employer from filling such position, assigning a rate of pay and working conditions to the position and having Employee working in such positions during such negotiations.
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5.01 The Employer and the Union are committed to providing a positive environment for staff. All individuals have the right to be treated with respect and dignity. Each individual has the right to work in an atmosphere which promotes respectful interactions and is free from discrimination, harassment and aggression on the basis of grounds protected by Human Rights legislation.

5.02 The Employer and the Union agree to cooperate with each other in preventing and eliminating harassment. All parties to this agreement agree to treat each other with dignity and respect.

5.03 The Employer shall post its policy on Respectful Workplace and Anti-Harassment. Employees have the right to work in a respectful workplace, free from disrespectful behavior, discrimination, and harassment. All Employees are expected to uphold and abide by this policy. Disrespectful behavior, discrimination or harassment will be reported to the direct Supervisor or another member of the management team if the Employee chooses. The Employee has the right to decide to be accompanied by a Union Representative.

5.04 Employees will maintain confidentiality related to the investigation process, cooperate with Respectful Workplace and Anti-Harassment processes as required (including investigations) and complete mandatory Respectful Workplace and Anti-Harassment training.
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6.01 The Employer will deduct from the earnings of each Employee within the scope of the Bargaining Unit defined in the recognition clause of this Agreement the monthly dues of the Union in accordance with the provisions of the Constitution of Unifor. The Union must advise the Employer in writing of the amount regular monthly dues.

6.02 (a)	All amounts deducted, together with the record of names, amounts and dates shall be transmitted by the Employer to the Local Financial Secretary of Local 2107 Unifor not later than the 15th of the month following the month for which such deductions were made.

(b)	The Employer will provide the Local Financial Secretary-Treasurer on the 15th day of each month with a list of all new Employees who are within the Bargaining Unit and all such Employees who were included on the previous month and have since:

i. left the employment of the Employer;
ii. been promoted to a Non-Bargaining Unit position;
iii. changed surnames (to the knowledge of the Employer);
iv. been granted a leave of absence.

6.03 Upon the receipt of a written request from an Employee, the Employer will deduct and remit to the Union the Union’s initiation fees.

6.04 The Union shall indemnify and save the Employer harmless from any liability arising out of deduction made in accordance with this Article 6.

6.05 No Employee will be discriminated against, interfered with, restricted or coerced on account of membership or non-membership in any labour organization or by reason of any activity or lack of activity in any labour organization.
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7.01 The Union and the Employer agree to share equally the cost of printing a limited number of the Collective Agreement.

7.02 The Employer agrees to acquaint new Employees with the fact that a Collective Agreement is in effect.

7.03 All correspondence between the parties arising out of this Collective Agreement shall pass to and from the General Manager (or designate) and the Unit Chairperson (or designate). A copy of any correspondence between the Employer and any Employee in the Bargaining Unit pertaining to discipline shall be forwarded to the Unit Chairperson (or designate).

7.04 The Employer recognizes the right of the Union to elect representatives who shall be responsible for the day-to-day administration of the Collective Agreement. The Union will advise the Employer of the names of such representative(s).

7.05 Any member of the Union who is designated by the Union to handle grievances shall be allowed a reasonable amount of time, without loss of pay, to assist in the representation of Employees in a matter relating to a grievance. Such representative must request and must obtain permission from their immediate supervisor prior to leaving work and report back to their Supervisor upon return; such permission shall not be unreasonably withheld.

7.06 The Union agrees to allow a National Representative of the Union access to the premises of the Employer, provided the Union first obtains permission from the General Manager (or designate) of the Employer; such permission will not be unreasonably withheld. Where possible, any such request to access the premises of the Employer will be made by the Union at least twenty-four (24) hours in advance.

7.07 Meetings between the Employer and the representatives of the Union requested by the Employer and/or the Union shall be held, by mutual agreement on the premises of the Employer and if the meeting is held during the Union Representative’s normal working hours, they will be paid at their basic hourly rate.

7.08 Any unionized Employee, who the Employer requests to meet with, has the right to Union representation.

7.09 Up to two (2) representatives designated by the Union, shall not suffer loss of pay as a result of involvement in direct negotiations between the Employer and the Union for up to at least two (2) days. For any further days, the Employer shall continue the wages and benefits of the representatives of the Union and the Union shall reimburse the Employer for such wages including the cost of benefits. The Union will advise the Employer in writing of the names of the Employee representatives on this committee. Part-time Employees who are committee members shall receive pay to compensate for any shifts lost due to direct negotiations for up to at least two (2) days.
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8.01	(a)	A Labour Management Committee (“Committee”) shall be established consisting of two (2) representatives of the Union from the Bargaining Unit and two (2) representatives of the Employer.

(b) The Committee shall meet at mutually agreeable dates and times. Unless otherwise mutually agreed, there shall be a minimum of four (4) meeting per year. Matters for the proposed agenda to be discussed at any meeting shall be exchanged by the parties at least three (3) days prior to the meeting.

(c) By mutual agreement of the Committee, other persons may be invited to attend a meeting of the Committee.

(d) Employee representatives shall not incur any loss of pay for times spent at meetings of the Committee.

(e) The Committee representatives shall concern itself with matters of the following general nature:

(i) identification and resolution of common problems;
(ii) the facilitation of communications between the Union and the Employer; and
(iii) development of viable solutions to identified problems and the recommending of proposed solutions to problems or issues.

(f) Minutes shall be prepared and signed by representatives of each of the parties who attended a meeting of the Committee as promptly as possible after the meeting and a copy of such minutes provided to the Union.
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9.01 A grievance under this Agreement shall be defined as any difference or dispute arising out of the interpretation, application or administration of this Collective Agreement.

9.02 The Employer will recognize a Grievance Committee of the Union who shall have the responsibility to deal with complaints and grievances.

9.03 Employer Grievance-The Employer may institute a grievance by delivering the same in writing to the President of the Union (or designate) and the President of the Union shall answer such grievance within five (5) working days. If the answer is not acceptable to the Employer, the Employer may, within ten (10) working days from the date the President of the Union gives their answer, refer the dispute to arbitration by giving a written notice to the Union.

9.04 Policy Grievance-It is agreed that in the case of any general allegation by the Union that the Employer has violated this Agreement in a manner that affects broad principles, rather than specific individuals, the Union may present the grievance, in writing, directly to the General Manager (or designate). Subsequent action will be governed by Steps 3 and 4 of the normal grievance procedure.

9.05 The parties to this Agreement are agreed that it is of the utmost importance to address complaints and grievances as quickly as possible. The Employer shall be under no obligation to consider or process any grievance unless such grievance has been presented to the Employer in writing within five (5) working days from the time the circumstances upon which the grievance is based were known, or reasonably out to have been known by the Griever or the Union, as the case may be.

9.06 Grievances or complaints arising under this Agreement shall be adjusted or settled as follows:

(a) Informal resolution - Within five (5) working days from the time the circumstances upon which the grievance is based were known, or should reasonably be known, the Employee, together with a Union Representative (if requested by the Employee) shall first discuss their grievance with their immediate Supervisor (or designate) of the grievance. If the Supervisor and the Employee are unable to achieve a resolution at the informal stage, the Union shall have immediate recourse to Step 1 of the grievance procedure. 

(b) Step One- Should the answer given by the Supervisor (or designate) during the informal resolution not be acceptable to the Employee, the grievance shall be submitted in writing to the General Manager (or designate) within five (5) working days of receipt of the answer resulting from attempt at informal resolution. The Employee, together with a Union Representative (if requested by the Employee) shall first meet with and discuss their grievance with the General Manager (or designate). The General Manager shall give a decision on the grievance within five (5) working days of the meeting.

(c) Step Two-Should the decision of the General Manager (or designate) not be acceptable to the Employee, the grievance shall be referred to the Regional Director (or designate) within five (5) working days from the receipt of the decision of the immediate Supervisor (or designate) at Step One. The Regional Director (or designate) shall, if operational requirements permit, convene a meeting with the Employee and the Union Representative within five (5) working days following receipt of the grievance. The Regional Director (or designate) shall render a decision in writing within five (5) working days from the date of the meeting, if a meeting has been held, or within five (5) working days from the date of the receipt of the grievance if no meeting is held. Both parties will cooperate to ensure that, wherever possible, there is a meeting held at this Step Two.

(d) Step Three-If the decision of the Regional Director (or designate) at Step Two is not acceptable, the Union may refer the grievance to arbitration by notice in writing within ten (10) working days from the date of the receipt of the decision at Step Two. If the grievance is not submitted, or advanced from one step to another within the time limits in this Article, the grievance shall be deemed abandoned and all right of recourse to the grievance and arbitration procedure shall be at an end. The time limits may be extended by mutual agreement in writing between the parties.
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10.01 In the event that a grievance is submitted to arbitration, the grievance shall be heard by a single Arbitrator. The Union and the Employer shall attempt to agree on the appointment of the Arbitrator and if they are unable to agree within twenty (20) working days, either party may request that the Minister of Labour appoint the Arbitrator.

10.02 The fees and expenses of the Arbitrator shall be shared equally between the parties. Each party shall pay its own costs and the fees and expenses of its witnesses.

10.03 The decision of the Arbitrator will be final and binding upon the parties and Employees affected by the decision. The Arbitrator shall not have jurisdiction or the authority to add, delete, or modify any provisions of this Agreement. Where the Arbitrator determines that an Employee has been disciplined or discharged by the Employer for just cause, the Arbitrator has power to substitute for the discharge or discipline any other penalty that to the Arbitrator seems just and reasonable in the circumstances.

10.04 Mediation may be used as an additional or an alternative process to arbitration with the mutual agreement of the Union and the Employer.
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11.01 No Employee shall be disciplined or discharged without just cause, except that a probationary Employee can be dismissed for unsuitability and such a dismissal may not be the subject of a grievance.

11.02 A Steward, or representative of the Union, shall be present when an Employee is being disciplined with a written warning or more serious discipline. Where an Employee is being verbally disciplined with a written record to be placed in the Employee’s file, a Steward shall be present if requested by the Employee.

11.03 Employees shall be notified in writing of the reasons for discharge.

11.04 Notwithstanding that the disciplinary procedure is progressive, there is certain conduct of an extremely serious nature which may, in the appropriate circumstances, lead to the immediate discharge of an Employee, examples include but are not limited to:

(a) resident Abuse;
(b) theft (from a resident, the Employer or another Employee);
(c) reporting for, or being at work, under the influence of alcohol or non-prescription drugs;
(d) threats, intimidation or harassment;
(e) insubordination;
(f) breach of confidentiality; and
(g) intentional damage of Employer property, subject to the right to file a grievance.
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12.01	(a)	The first six hundred (600) hours of employment as an Employee in the Bargaining Unit excluding orientation hours, shall be considered as the Probationary Period.

(b) Notwithstanding anything contained in this Agreement, an Employee may be dismissed at any time during the Probationary Period if, in the sole opinion of the Employer, the Employee is unsuitable for the job to which they have been assigned. Without limiting the generality of the foregoing, Probationary Employees shall not be entitled to the provisions of the grievance procedure for discipline or discharge during the Probationary Period.

(c) The Employee and/or Union may request a meeting to review the performance record of the Employee at any time during the Probationary Period.

(d) All terms and conditions of the Collective Agreement except for Article 9-Grievance Procedure shall apply to Probationary Employees.
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13.01 Seniority shall operate on a Bargaining Unit wide basis.

13.02 Upon successful completion of the probationary period, an Employee shall have their Seniority date established as of their first day of work as an Employee in the Bargaining Unit.

13.03 (a)	A seniority list shall be prepared and posted within thirty (30) days of the signing of this Collective Agreement, and updated every year thereafter, with a copy sent to the Unit Chairperson.

(b)	Within the thirty (30) days following the posting of the seniority list, an Employee in disagreement with their seniority thereon must indicate their disagreement in writing to their Supervisor. Within five (5) working days following, the Supervisor shall respond to the Employee, in respect to the problem raised. Failing satisfactory response, or in the absence of a response, the Employee may submit a grievance at Step 2 in accordance with the provisions of Article 9, starting from the date the Supervisor gave or should have given their response.

	In the event that more than one (1) Employee commences work on the same date and at the same hour, all such Employees will have their seniority determined by a draw in the presence of a representative of both the Union and the Employer. The results of such draw are to be acknowledged in writing and signed off by the Employee.

13.04 Loss of Seniority
Seniority shall ease and employment shall be deemed to be terminated for any of the following reasons:

(a) If an Employee is discharged, and such discharge is not revered under the grievance or arbitration or arbitration procedure;

(b) If an Employee voluntarily resigns;

(c) If an Employee is absent for more than three (3) scheduled working days without a reasonable cause;

(d) If an Employee fails to report to work at the expiration of a leave of absence or maternity leave unless the Employee has advised the Employer of their ability to return to work with a reasonable excuse;

(e) If after receiving notice of recall from a layoff, the Employee has failed to notify the Employer as to whether or not they will accept the recall within seven (7) calendar days;

(f) If an Employee transfers out of the bargaining unit for more than six (6) months;

(g) If an Employee is laid off for twelve (12) consecutive months; and

(h) If an Employee retires.
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14.01	(a)	In the event of a layoff, Employees shall be laid off in reverse order of seniority provided the remaining employees have the immediate skills and ability to effectively perform the work that is available.

(b)	In the event of a reduction of hours, the hours will be reduced in reverse order of seniority. There will be no taking hours from other Employees unless mutually agreed.
14.02 Employees on layoff shall be recalled in order of seniority when work becomes available provided they have the immediate skill and ability to effectively perform the work that is available.

14.03 Notwithstanding 14.01 and 14.02, Employees may not benefit from a layoff; e.g. a part-time Employee may not displace a full-time Employee, however, a full time Employee may displace a part-time Employee provided there are no full-time positions available as a result of the layoff.

14.04 The Employer will endeavor to give to the Union as much prior notice of a layoff as it is possible in the circumstances.

14.05 It is the obligation of each Employee on layoff to keep the Employer advised at all time of their current address and phone number.

14.06 The Employer shall give notice of recall by phone or mail to the last known phone number or address of the Employee. An Employee is expected to return to work on the dated requested by the Employer.  The Employee may, if their personal circumstances require extend their date for a return to work for a maximum of seven (7) calendar days.
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15.01 Where a new Full-time position is created within the Bargaining Unit or a full-time vacancy occurs within a job classification which the Employer intends to fill (including a temporary position expected to last more than ten (10) weeks, the Employer shall post notice on a designated bulletin board for a minimum of seven (7) days.

If a Temporary Full-time position becomes available and the position is less than ten (10) weeks, the Employer will offer the position to the most senior Employee in that job classification who has indicated in writing their interest in working additional or changed hours.

15.02 Each posting shall be accompanied by either a brief description of the position or information as to where position information can be found.

15.03 If an Employee is interested in applying, an application in writing must be submitted directly to the General Manager (or designate).

15.04 In determining the successful candidate when filling a vacant position, seniority shall be the determining factor where two or more candidates are deemed by the Employer to be relatively equal in their ability, skills, qualifications and demonstrated work performance to perform the required duties of the position. The Employer shall within seven (7) days of the posting coming down, choose the successful candidate and the Employee selected shall assume the position as soon as reasonable possible.

15.05 No applications received from persons outside the Bargaining Unit shall be considered until the applications of present Employees have been fully considered.

15.06 If an Employee is not successful in an application for a position, the Employer will meet with the Employee, on request, and explain the reason(s) why the Employee was not successful.

15.07 If a part-time position becomes available, the Employer will offer the position to the most senior Employee in that job classification who has indicated in writing their interest in working additional or changed hours.

15.08 Should the successful candidate be an existing Employee, she shall be placed on a trial period for two hundred and forty (240) hours worked in their new position. If the Employer determines that they are unsatisfactory in the new position, or if the Employee feels that they are unable to perform the duties, prior to the expiry of the trial period, the employee shall be returned to their former or equivalent position and salary and any other Employee promoted or transferred because of the rearrangement of positions shall be returned to their previous position. An Employee who feels that they are unable to perform their duties after one hundred and twenty (120) hours, but before the end of the trial period may return to their previous position. An Employee may only request to leave a new position within the two hundred and forty (240) hours worked if they have not requested to leave another position within the two hundred and forty (240) hours worked. The trial period may be extended by mutual agreement of the parties acting reasonably.
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16.01 The hours of work for a Full-Time Employee will normally average eighty (80) hours scheduled (paid 75 hours) bi-weekly for Employees working eight (8) hour scheduled shifts and would normally average eighty (80) hours scheduled (paid 75 hours) bi-weekly over a schedule cycle for Employees scheduled twelve (12) hour shifts

16.02 (a)     The Employer will post at least two (2) weeks in advance a schedule of working hours for all full-time Employees and regular part-time Employees. The union president or designate shall be permitted to review the work schedule at any reasonable time and make a copy thereof.

(b) The Employer will endeavor to provide twenty-four (24) hours’ notice to an Employee when hours of work as posted have to be changed.

(c) The Employer recognizes that regular full-time Employees want and deserve as much regularity and predictability in their hours of work as possible. The Employer will continue to work towards that end. The Union recognizes that scheduling issues exist and will continue to exist. The Employer agrees that there will be no arbitrary or unreasonable changes to shifts.

(d) Shift rotations will be part of the schedule in accordance with Article 16.01 (e).

(e) When any major change is being considered by the Employer in the shift schedule, the Employer agrees that there will be prior consultation with the Union and the Employer will take into consideration the preferences of a clear majority of the Employee’s affected provided that such wishes do not adversely impact upon operational or cost acquirements of the Employer.

16.03 The following breaks will occur during each shift of eight (8) hours or more, but less than twelve (12) hours:

(a) a paid meal break of thirty (30) minutes;  and

(b) two (2) unpaid breaks of fifteen (15) minutes each.

16.04 The following breaks will occur during each shift of twelve (12) hours or more:

(a) one (1) paid meal break of forty-five (45) minutes, and

(b) one (1) unpaid break of forty-five (45) minutes.

16.05 For Employees working shifts of four (4) hours or more but less than eight (8) hours there will be a paid break of fifteen (15) minutes.

16.06 (a)	Employees will be paid an overtime rate of time and one-half (1 ½) the Employees basic hourly rate for all hours worked in excess of twelve (12) hours (11.25 paid) on any day. 

(b)	Employees who regularly work an eight (8) hour shift rotation will be paid an overtime rate of time and one-half (1 ½) the Employees basic hourly rate for all hours worked in excess of eighty (80) hours (75 hours paid) in a bi-weekly period.

(c) 	Employees who regularly work a twelve (12) hour shift rotation will be paid an overtime rate of time and one-half (1 ½) the employees basic hourly rate for all hours worked in excess of eighty- four (84) hours (78.75 hours paid) in a bi-weekly period.

16.07 Hours worked for the purpose of overtime entitlement do not include paid sick time, vacation, or Worker’s Compensation hours.

16.08 Management must authorize overtime in advance. Overtime will not be claimed for less than fifteen (15) minutes at the end of a shift.

16.09 Nothing in this Article 16 shall be construed as a guarantee by the Employer to any Employee of a minimum or maximum number of hours of work in a day, a week, or in a bi-weekly period.

16.10 An Employee shall be permitted to exchange a shift with another Employee in the same classification, subject to the following:

(a) The Employee exchanging shifts shall give written notification to their immediate Supervisor (or designate) within twenty-four (24) hours, and must receive the consent of their immediate Supervisor (or designate), such consent not to be unreasonably withheld;

(b) There shall be no increased cost to the Employer; for example, no shift exchange can be made if any Employee would receive overtime because of the exchange unless the Employee, the Union and the Employer mutually agree that overtime will not apply; and

(c) The shifts exchanged shall be during the same pay period.

16.11 (a)	The Employer shall endeavor to grant full-time Employees working twelve (12) hour shifts a minimum of one (1) weekend off in every four (4) weeks.

(b) the Employer shall grant full-time Employees working other than twelve (12) hour shifts every other weekend off, which includes Saturday at 00:00 hours to Sunday at 23:59 hours, unless mutually agreed upon otherwise
(c) The Employer shall grant part-time employees one (1) weekend off in four (4) weeks unless mutually agreed upon otherwise.

16.12 The Employer will endeavor to schedule at least twelve (12) hours off between regularly scheduled shifts unless mutually agreed otherwise.

16.13 When extra shifts or hours of work are available to be assigned within a classification, such extra shifts or hours of work will first be offered to part-time employees in the classifications in order of seniority, then to Casual Employees and then to full-time Employees in order of seniority provided that by following the provisions of this Article, no over-time is incurred.

16.14 The Employer will endeavor to distribute overtime equally based on seniority among qualified Employees in the classification; however, if no Employee is willing to work the overtime, the Employee(s) with the least seniority will be required to attend at work.

16.15 (a)	When a full-time Employee is recalled to work outside their scheduled working hours, they shall be paid for not less than four (4) hours.

b) Part-time Employees shall be paid at straight time for the hours worked when posted except for when they are called to work outside their scheduled working hours when they shall be paid for not less than four (4) hours.

16.16 The Employer will endeavor to:

a) For Employees working eight (8) hours shifts, not schedule more than five (5) consecutive days; and

b) For Employees working twelve (12) hours shifts, not schedule more than hour (4) consecutive days.

16.17 A full-time Employee who is required by the Employer to work on their scheduled day off will be paid at the rate of time and one-half (1 ½) for the hours worked.

16.18 If an Employee works four (4) hours or more beyond their regularly scheduled shift, a meal will be provided by the Employer. If a meal cannot be provided by the Employer, the Employee shall be reimbursed for the cost of a meal not to exceed fifteen dollars ($15.00) upon presentation of a receipt.

16.19 Should a full-time employee be required to work on their scheduled day off, they will be paid at the rate of time and one-half (1 ½) for the hours worked. The Employee may take a payout or take another day off without pay at a mutually agreed time within the current pay period.

[bookmark: _Toc65843383]ARTICLE 17-LEAVES OF ABSENCE

17.01 B ereavement Leave

(a) If a death occurs in the Immediate Family of an Employee, the Employee shall be granted five (5) consecutive days leave of absence as bereavement leave, effective midnight the date of death (and for no other days) without loss of pay. Any scheduled shifts occurring inside the five (5) day bereavement leave period shall be paid time off. 

An Employee may choose to defer the one (1) day of their bereavement leave if the funeral or service occurs outside the period immediately following the death. Notice of the deferral shall be given as soon as possible.

"Immediate family" is defined as father (includes step), mother (includes step), brother (includes step), sister(includes step), spouse, common- law spouse, son or daughter(includes step), grandchild and grandparents of the Employee.

(b) Employees shall be entitled to bereavement leave of two (2) consecutive days, without loss of pay, for the purposes of attending the funeral of a Non-Immediate Family Member.  Any scheduled shifts occurring inside the two (2) day bereavement leave period shall be paid time off.

“Non-Immediate Family” means an Employee's son-in-law, daughter-in-law, current father-in-law, current mother-in-law, brother-in-law, sister-in-law, aunt, uncle, niece or nephew, or legal guardian.

(c) Where the burial occurs 400 kilometers away, on request, the Employee shall be granted up to two (2) additional days’ leave without pay which may be taken as vacation or holidays.
(d) In the event of the death of a non-family member, an Employee must seek authorization from the General Manager to be absent to attend the funeral and the leave will be taken as an unpaid leave of absence or the Employee may use time from their accumulated vacation or holiday bank.
17.02 P ersonal Leave

(a) An Employee with two (2) or more years of service may request a personal leave of absence without pay from the General Manager.

(b) All requests for personal leaves of absence shall be made in writing to the General Manager and be submitted twenty one (21) days prior to the start date, except in emergency situations. The request must contain an expected date of return.

(c) The decision whether to grant the request for leave shall be in the sole discretion of the Employer.

(d) An Employee who takes a temporary supervisory position will be able to do so for a period of twelve (12) months. Personal leaves will not be granted for the purpose of maintaining other employment. Employer benefit coverage will not be continued for any period of personal leave; provided, however, that the Employee may maintain benefit coverage for the period of personal leave by prepaying to the Employer the full costs of the benefits for the period of the leave;

(e)	Employees are not eligible for accrual of vacation, sick, or holiday benefits during the period of leave.

17.03 J ury Leave

(a) Leave of absence with pay shall be given to every Employee for each scheduled day of work the Employee serves on jury duty other than an Employee already on leave of absence without pay or under suspension, who are required to service on the jury, but all compensation received by the Employee for any scheduled day of work for such jury duty will be paid over to the Employer provided that the Employee receives the greater amount;

(b) Leave of absence with pay shall be granted by the Employer for each scheduled day at work when an Employee is required to attend as a witness in Court (not an arbitration under this Agreement) with respect to a matter arising in the course of employment, but all compensation received by the Employee for any scheduled day of work for such appearance will be paid over to the Employer provide that the Employee receives the greater amount. “Witness” means a person called by subpoena or summons as a witness to testify under oath or affirmation. However, this term shall not include a person directly or indirectly involved as a party to the proceeding.

17.04 U nion Business Leave

(a) In the event a Union Representative requires a leave of absence to attend to union business, the Union representative must request leave from the General Manager of the Employer.

(b) The Union will give two (2) weeks’ notice of the requirement for such leave.

(c) Reasonable requests for leave in this circumstance shall not be denied.

(d) If such leave is granted, it will be unpaid and without benefits provided, however, if requested by the Employee, wages and benefits will be continued for the period of the union business leave and the Employer shall invoice the Union for the cost of the lost wages and benefits that the Employee would have earned during the period of absence.

(e) The Employee on such leave shall continue to accrue seniority for the duration of the leave.

17.05	Pregnancy & Parental Leave

Employees will be entitled to unpaid leave in accordance with the Pregnancy and Parental leave provisions in the Nova Scotia Labour Standards Code R.S.N.S. 1989, c. 246, as amended (available from the Employer on request).

17.06 C ompassionate Care Leave

Employees will be entitled to unpaid leave in accordance with the Compassionate Care leave provisions in the Nova Scotia Labour Standards Code R.S.N.S. 1989, c. 246, as amended (available from the Employer on request).

17.07 S ick Leave

(a) Only Full-time, Part-time and Probationary Employees can accumulate paid sick time credits and only Full-time and Part-time Employees can use sick leave credits.

(b) Paid sick leave credits will accumulate at the rate of 0.045977 hours per actual hours worked, not including sick time.

(c) The maximum allowable accumulation will be 250 hours.

(d) An illness or injury for which Worker’ Compensation is payable shall be deemed not to be a personal illness or injury for which an Employee is eligible to receive sick leave pay from the Employer or a third party Insurer.

(e) If requested by the Employer, an Employee claiming entitlement to sick leave must produce a medical certificate after two (2) days absence with the cost of such medical certificate to be paid by the Employer. If such medical certificate is not produced, the Employee shall have no claim for pay in respect of the absences from work. The Employer may request such certificate be obtained from a Medical Doctor of its own choice.

(f) In the event of an unjustified failure by an Employee to notify the Employer that they will be absent from work due to sickness, the Employee shall not be entitled to sick leave pay for that day. The Employer reserves the right to investigate any reported illness of an Employee. Fraudulent requests for obtaining sick leave shall be cause for discharge.

(g) Employees who are off work and insured by Workers Compensation Benefits must keep the Employer aware of their progress/change and condition.

(h) Payment for time lost due to workers compensation injury will be made according to the Workers’ Compensation Act (Nova Scotia). Workers’ Compensation cheques will be made payable directly to the Employee;

(i) Employees on long term leave of absence for illness shall be permitted up to twenty- four (24) months in which they may return to their former position, but an Employee shall give at least two (2) weeks’ notice of their intention to return to work. The period of illness shall commence with the first day of illness. In the event the illness exceeds twenty-four (24) months, the period in which the Employee may return to work may be extended by mutual agreement. When an Employee has been on leave for a period in excess of six (6) months, the Employee may be required to attend a one (1) day period of orientation with pay upon return to work. Any return to work from long-term leave of absence shall be subject to the following:

(i) prior to the Employee’s return to work, satisfactory medical documentation must be provided by the physician of the Employee of the Employer. Such information is to be adequate for the Employer to make a determination as to the ability of the Employee to return to full duties; and

(ii) once an Employee is cleared to return to work by the Employer after being on long-term leave of absence for illness, the Employee will have the right to return to the position equivalent to the Employee’s former position within two (2) weeks from the clearance date. The Employee may return at an earlier or later date if mutually agreeable.

(j) Provided an Employee has sufficient sick leave credits, an Employee may be permitted to use such sick leave credits for urgent matters of a personal nature subject to the following:

(i) the Employee has given as much advance notice as is reasonably possible to the Employer;
(ii) the Employee has made all reasonable efforts to accommodate the absence through an exchange of shifts with another employee; and

(iii) the Employer is able to make arrangements, where required, to have another Employee cover the requested period of absence.

The decision whether to grant the request for leave shall be in the sole discretion of the Employer, acting responsibly.

17.08 E ducation Leave

An Employee may at the sole discretion of the employer be granted a leave of absence without pay for the purpose of taking continuing education where such education is required in order to maintain the Employee’s professional status and where such education cannot be taken outside normal working hours, such permission shall not be unreasonably withheld. In addition, the employer may grant unpaid education leave for varying periods for training which will enable the employee to fill their present position more adequately or to undertake studies in some fields in which training is needed in order to provide a service which the Employer requires or is planning to provide.

17.09 A dverse Weather Conditions

An Employee who is unable to come to work on time, due to unsafe or impassable road conditions as declared by the highway authority or the police will be:
(a) Paid for a full shift if the Employee arrives for work within the first one (1) hour of the scheduled shift;
(b) Only be paid for hours of actual work if the Employee arrives past the first one (1) hour of the scheduled shift;
(c) An Employee who has been called in or who is working overtime as a result of replacing the Employee, who is late, shall be paid for all hours worked at applicable rates. At the time of arrival of the originally scheduled Employee, the replacement Employee will be relieved and no further payment will ensue;
The above clauses do not remove the responsibility from an Employee to contact the Employer, if able, in regard to their intent to come to work.

17.10 A bsent Days

An Employee may request up to three (3) shifts without pay per calendar year at no cost to the Employer subject to operational requirements and;

(a) Staff replacement for such days must be secured by the Employee;

(b) The Employee must inform the workforce coordinator or their manager in writing of staff replacement within twenty-four (24) hours of the absent day.
17.11 D omestic Violence Leave
Employees shall be entitled to leave for Domestic Violence in accordance with the provisions of the Nova Scotia Labour Standards Code, as amended from time to time.

17.12 L eave for Family Illness\Specialist Appointments

Employees with sufficient sick leave credits shall be allowed paid leave of absence up to twenty-four (24) hours per calendar year:

(a) to attend a specialist appointment; if possible, two (2) weeks advance notice must be given to the Employer, the Employer reserves the right to verify the appointment; and/or

(b) in case of illness or accident affecting the Employee’s spouse, common law spouse, child or parent, to make such arrangements as are necessary to permit the Employee to return to work.

(c) For a critical condition which requires the Employee’s personal attention resulting from an emergency (flood, fire, etc) which cannot be served by others or attended to by the employee at a time when they are off duty.

Leave under this Article shall be deducted from the Employee’s sick bank as provided in Article 17.07.

[bookmark: _TOC_250013][bookmark: _Toc65843384]ARTICLE 18 – VACATION

18.01 Annual vacations are earned based upon hours worked.

18.02 (a)	An Employee shall accumulate annual vacation leave as follows:

	Hours Worked
	Accrual per Annum
	Classification

	0-3,915 Hours
	up to 75 hours/10 days
	All

	3,915-5,872.5 Hours
	90 hours/12 days
	All

	5,872.5 - 7.830 Hours
	105 hours/14 days 
	All

	7,830 - 13,702.5 Hours
	112.5 hours/15 days
	All

	13,702.50 – 19,575 Hours
	135 hours / 18 days
	All

	>19,575 Hours
	150 hours / 20 days
	All



(b)	Part-time Employees shall receive vacation leave pro-rated as per 18.02 (a)

18.03 An Employer can accumulate up to one-hundred and twenty (120) hours. If an Employee’s vacation bank is in excess of one-hundred and twenty (120) hours, then the Employee’s vacation will be scheduled by the Employer within a mutually acceptable time within a ninety (90) day period.

18.04 The Employer shall post a vacation request schedule by April 1st of each year. Employees shall select their respective vacation period by May 1st. Vacation preferences will be granted in order of seniority, subject to operational requirements which shall be the determining factor in granting vacation requests. Employees who have not indicated their preference by May 1st, shall not be permitted to displace junior Employees who have made their selection in accordance with time frames outlined in this Article. The Employer post no later than June 1st, a finalized list upon which the Employee’s vacation date shall appear. The vacation schedule will not be changed unless mutually agreed upon between the Employer and the Union.

18.05 Employees who have not indicated vacation preference within the time periods provided herein, shall not have the right to exercise “bumping right” over Employees who have conformed but may, by mutual agreement with the Employer, request dates that remain available; such request will not be unreasonably denied.

18.06 Employees will be given an opportunity to self-schedule for the summer/Christmas period. The Employer will provide the Employees with the parameters and guidelines required for scheduling prior to the self-scheduling process. If an agreement cannot be reached then incidents of conflict will be resolved by preference given to the senior Employee and in accordance with Article 18.04 and 18.05.

18.07 Upon termination of employment, an Employee’s vacation entitled during the year will be calculated based on the appropriate earnings percentage for the hours worked and paid out on the final paycheck.

[bookmark: _Toc65843385]ARTICLE 19-HOLIDAYS

19.01 Paid holidays are:
(a) New Year’s Day
(b) Heritage Day
(c) Good Friday
(d) Easter Monday
(e) Victoria Day
(f) Canada Day
(g) Natal Day
(h) Labour Day
(i) Thanksgiving Day
(j) Remembrance Day
(k) Christmas Day
(l) Boxing Day

19.02 To be eligible for holiday pay under this Article, an Employee:

(a) Must have been paid for at least fifteen (15) of the last thirty (30) calendar days immediately preceding the holiday or has one hundred and twenty (120) hours paid in the thirty (30) calendar days immediately preceding the holiday (includes vacation hours paid, paid holidays, paid leaves of absence, paid union leave, but excludes paid sick leave, time on Worker’s Compensation); and

(b) Must work their scheduled shift immediately preceding and immediately following the holiday. 

19.03	(a)	Full-time Employees will receive seven and one-half (7.5) hours of holiday pay when they do not work on the listed holiday, subject to meeting the requirements of 19.02
	(b)	Part-time Employees will receive pro-rated holiday pay when they do not work on the listed holiday, subject to meeting the requirements of Article 19.02. The calculation for pro-rating will be based on their hours worked in the previous thirty (30) days.
19.04 	(a)	When a Full-time Employee is required to work on any of the paid holidays, the Employer shall pay the Employee for all hours worked at the rate of one and one-half (1 ½) times their regular rate of pay and grant them eight (8) hour off with pay subject to paragraph (c) of this Article 19.04. The time off must be mutually agreed upon between the Employer and the Employee thirty (30) days before or after the calendar date of the holiday where operational requirements permit;
	(b)
	When a part-time Employee is required to work on any of the paid holidays, the Employer shall pay the Employee for all hours worked at the rate of one and one-half times (1 ½) their regular rate of pay. Based on the pro-rata formula in Article 19.03 (b) the part-time Employee shall also be granted time off with pay at a time mutually agreed upon between the Employer and the Employee thirty (30) days before or after the calendar date of the holiday where operational requirements permit; and

	
	

	
	

	
	

	
	

	(c)
	If mutual agreement on time off with pay cannot be reached, an Employee shall be paid out holiday pay for the holiday or have the holiday placed in their bank at the request of the Employee. Any holiday bank remaining at the end of the calendar year will be paid out no later than the second pay in January.

	
	

	
	



19.05 	When a holiday falls within the Employee’s vacation period or on an Employee’s scheduled day off, the Employee may schedule another day at a time mutually agreeable to the Employee and the Employer. If the Employer is unable to accommodate an alternate day due to operational requirements, the Employee will be paid for the holiday.
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ARTICLE 20-WAGES 

20.01 Employees shall be paid the rate of pay set out in the salary scale attached to this Agreement as Schedule “A”, which shall be part of this Agreement. Wages shall be paid bi-weekly.

20.02 (a)	Full-time and part-time Employees shall advance to the next increment on the wage scale after working in the position for the period outlined on the wage scale.

	(b)	Progression in the wage scale is based on service in the classification listed in 20.02(a) with the Employer, provided however, on hiring in the classification, an Employee may, at the discretion of the Employer, be given credit for previous experience in the classification prior to employment with the Employer.
20.03 (a)	Payment of wages will be on a bi-weekly basis and is on a direct deposit system.

	(b)	If an Employee has a shortfall in their pay of more than hour (4) hours’ pay, the Employer shall pay the shortfall to the Employee within two (2) business days of being notified by the Employee.
20.04 Promotions
When an Employee is promoted permanently into a higher paid position, they will be paid the rate for the new position.

20.05 Temporary Assignment
Where an Employee is assigned temporarily to perform work in a classification paying a lower rate than their own, they shall be paid their classification rate. If an Employee is assigned to perform work in a higher classification, they shall receive the rate for the higher classification. This Article does not apply to Employees who chose to work in a classification with a lower rate of pay.

[bookmark: _Toc65843387]ARTICLE 21-UNIFORMS

21.01 The Employer agrees to provide a uniform allowance of fifty ($50.00) per annum effective date of ratification and on the anniversary of ratification for the life of the Agreement.

21.02 The Employer further agrees to provide each dietary Employee a reimbursement of fifty percent (50%) of the cost of approved anti-slip footwear to a maximum of fifty ($50.00) per annum with receipt.

21.03 It is understood that it is the responsibility of each Employee to maintain and clean the uniform.

[bookmark: _Toc65843388]ARTICLE 22-BENEFITS

22.01 Employees shall participate in the benefit plans currently made available by the Employer, in accordance with the terms and conditions of those plans. The terms and conditions may include, but are not limited to, the following eligibility:

(a) The Employee will be enrolled from Date of Hire;
(b) Employees can opt out with proof of existing coverage;
(c) The Employee must be regularly scheduled thirty-two (32) hours bi-weekly.

22.02 Monthly costs of these premiums fluctuate from time to time depending upon (among other things), market availability and group experience. These premiums will be paid as follows:

(a) Extended health coverage including prescription drugs, dental and vision care- 50% of the cost paid by each of the Employer and the Employee;
(b) Life insurance 100% of the cost paid by the Employer;
(c) Accidental death and dismemberment 100% of the cost paid by the Employer.

[bookmark: _Toc65843389]ARTICLE 23-RETIREMENT SAVINGS PLAN

23.01 The Employer will make available to eligible Employees access to a Registered Retirement Savings Plan and the Employer will match contributions by Employees up to a maximum of five percent (5%) of each Employees’ gross earnings. Eligibility shall be determined in accordance with the plan text.

23.02 Full-time Employees and Part-time Employees may participate in the Registered Retirement Savings Plan provided that they meet the eligibility criteria and the minimum hours of regularly scheduled work as required by the Administrator of that Plan. 

23.03 If permitted by the Registered Retirement Savings Plan and subject to other provisions of this Agreement, when an Employee commences an unpaid leave of absence or layoff an Employee may elect to continue contributions to the Registered Retirement Savings Plan, however, there will be no Employer matching contributions during the period of the unpaid leave or lay-off.

[bookmark: _Toc65843390]ARTICLE 24-STAFF HEALTH & SAFETY

24.01 The Employer, the Employees and the Union will comply with and abide by the provisions of the Occupational Health and Safety Act of Nova Scotia.

24.02 The Occupational Health and Safety Committee shall be established pursuant to the provisions of the Occupational Health and Safety Act. The Committee shall be composed of equal numbers of Employer and Union Representatives. Such Committee shall be authorized and directed to carry out the functions and duties of the Committee as required by the said Act and shall be entitled to all rights and privileges accorded to the Committee and to the individual Members thereof by the said Act.

24.03 The Employer shall make reasonable provisions in respect of the health and safety of Employees during their hours of employment. Protective devices and other equipment deemed necessary by the Employer to protect Employees from injury or health hazards shall be provided by the Employer and Employees shall be required to use them. The Union, the Employees and the Employer shall cooperate to the fullest extent possible towards the prevention of accidents and in reasonable promotion of health and safety of Employees through the Occupational Health and Safety Committee.

24.04 The Union and the Employer recognize that a modified work program is a process which gives structure and organization to the activity of returning injured Employees to the workplace as soon as possible after an accident. The Employer will maintain a facility wide plan for Employees receiving Workers Compensation that recognizes the Employer’s responsibility and participation in the effective rehabilitation of injured Employees. The Union and the Employees agree to participate in a modified work program implemented by the Employer.

24.05 Without detracting from the existing rights and obligations of the parties recognized in other provisions of this Agreement, the Employer and the Union agree to cooperate in encouraging Employees afflicted with alcohol or drug dependency to undergo a coordinated program of rehabilitation directed to the objective of their rehabilitation. Provided Employees have sufficient sick leave credits, they shall be eligible for sick leave benefits for such treatment programs.

[bookmark: _Toc65843391]ARTICLE 25 – PERSONNEL FILE

25.01	An electronic personnel file shall be maintained for all Employees. Employees can access their own file electronically through an Employee Access Portal.

25.02 The Employer will not introduce in any hearing relative to a disciplinary action any disciplinary document from the file of an Employee, the existence of which the Employee was not made aware of at or before the time of filing.

25.03 Employees are required to inform the employer of any change to personal information such as: change of address, telephone number, etc. Such information will only be used by the Employer in the course of normal business operations.

25.04 Except for discipline relating to resident abuse (such as but not limited to emotional, physical, financial, and neglect), the disciplinary record of an Employee shall not be used against them at any time after twenty-four (24) months following a suspension or disciplinary action provided that there have been no other suspensions or disciplinary action during that twenty- four (24) month period.
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26.01	(a)	The Employer will provide and fund any Employer mandatory required training/education for an Employee; and

(b)	The Employee is expected to maintain any certifications or requirements as stipulated by the regulatory bodies at the Employee's expense (such as Food Handler’s, First Aid and CPR);

(c)	The Employer will endeavor to assist the Employees to maintain these requirements.

[bookmark: _Toc65843393]ARTICLE 27-NON-INTERRUPTION OF WORK

27.01	During the term of this Agreement, there will be no lock out by the Employer or any strike, slowdown, work stoppage, suspension of work, either complete or partial by the Union or Employees.
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ARTICLE 28-DURATION OF AGREEMENT

28.01 This Agreement shall be in force from May 15, 2022 until May 14, 2025, and shall continue automatically thereafter for one (1) year, unless either party notifies the other at least ninety (90) days prior to the expiration date, by written notice, that it wishes to terminate or amend this Agreement, or to negotiate a new one.

28.02 No provisions of this Agreement shall be in force prior to the date of the signing of this Agreement except that Schedule “A” wages shall be effective from the first day of the Agreement and any payments required to be made to Employees for the period prior to the date of the signing of this Agreement shall be made within sixty (60) days from the signing of this Agreement.

SIGNED this ________ Day of 		, 2022.
SHANNEX RLC LIMITED:	UNIFOR, LOCAL 2107
___________________________	____________________________
___________________________	____________________________
___________________________	____________________________
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WAGES
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MEMORANDUM OF AGREEMENT-DIGNITY AND RESPECT

The parties agree and recognize that excellence in resident care and service is the primary goal of the facility. The Employer and the Union agree to work collaboratively to meet these goals. The parties further agree that staff should be treated with dignity and respect by residents, family and visitors to the facility. The Employer agrees to meet with a staff member and if the staff member desires, a union representative, to discuss any concerns and complaints that the staff member may have in relation to treatment by residents, family and visitors to the facility, and work towards a satisfactory resolve.

SHANNEX RLC LIMITED:	UNIFOR, LOCAL 2107
___________________________	____________________________
___________________________	____________________________
___________________________	____________________________


[bookmark: _Toc65843397]Memorandum of Understanding
[bookmark: _Toc65843398]Union Education - Fund

The Parties are agreed to include, for the limited term of this Collective Agreement, the following provision for funding of Union Education by the Employer for the benefit of Employees in the Bargaining Unit:

1. The Employer shall pay into a special fund for the purpose of entitling Employees in the Bargaining Unit to attend courses provided by Unifor for the purpose of upgrading their skills in all aspects of trade union function, as follows:

a. A one-time special payment of five hundred dollars ($500.00) within 30 days of the Parties signing this Agreement;

b. A one-time special payment of five hundred dollars ($500.00) within 30 days of May 15, 2023; and

c. A one-time special payment of five hundred dollars ($500.00) within 30 days of May 15, 2024. 
2. This money will be paid, into a trust fund established by the National Union Unifor and sent by the Employer to the following address: 

INSERT CORRECT UNIFOR ADDRESS

This MOU shall expire upon expiry of this Collective Agreement between the Parties and shall have not further force or effect beyond the expiry date (May 14, 2025) of this Agreement.

SHANNEX RLC LIMITED:	UNIFOR, LOCAL 2107
___________________________	____________________________
___________________________	____________________________
___________________________	____________________________



MEMORANDUM OF UNDERSTANDING
Present Incumbent Employees – Wage Grids 

WHEREAS the Union was certified as bargaining agent for Bargaining Unit employees of Martha’s Place on May 18, 2018;

AND WHEREAS the Parties successfully negotiated a first contract collective agreement which was ratified by a majority of the members of the Bargaining Unit on December 17, 2020;

AND WHEREAS the Parties have negotiated a resolution to address the wage grid issues for present incumbent employees during the first contract whose wage rates did not align with the step or amount on the wage grid at Schedule A of the First Collective Agreement; 

AND WHEREAS the Parties have agreed to update this MOU in this Collective Agreement to reflect its application to only that present incumbent employee in the one remaining position that remains on a separate wage grid; 

1. Present incumbent employee (“PIO Employee”) refers to the person employed at the date of ratification of the First Collective Agreement and the date of ratification of this Collective Agreement, who falls within the category described in paragraph 2 below. 

2. A PIO Employee who was hired into a position that has responsibilities not contemplated within any one classification in the Bargaining Unit, and a wage rate not currently appearing on Schedule “A” of this Collective Agreement, shall remain in that position.  The wage rates for the position shall not appear on the wage grid in Schedule A of the Collective Agreement; however, the PIO Employee will be entitled to the following wage increases:

a. 2% increase effective May 15, 2022;
b. 2% increase effective May 15, 2023;
c. 2% increase effective May 15, 2024. 

3. These terms apply to the PIO Employee while they remain employed by the Employer in the unique position. 

4. In the event the PIO Employee vacates the position, it will not be reposted and the Employer will fill the responsibilities from the classifications included in the Collective Agreement. All other terms and conditions of employment as set out in the Collective Agreement shall apply to the PIO Employee. 

5. This MOU will apply for the duration of the collective agreement and any subsequent agreements until or unless negotiated at a subsequent round of bargaining or the PIO Employee to which this MOU applies is no longer a member of the Bargaining Unit. 

SHANNEX RLC LIMITED:	UNIFOR, LOCAL 2107
___________________________	____________________________
___________________________	____________________________
___________________________	____________________________



MEMORANDUM OF AGREEMENT
Cook–Lead
Waitstaff– Lead 

WHEREAS the Employer wishes to introduce, on a trial basis, Lead Positions for the above classifications, which positions are assigned to specific employees and shall include additional responsibilities when actin in the Lead Position; 

AND WHEREAS the Parties have negotiated a wage grid to apply to these positions;

NOW THEREFORE the Parties are agreed as follows:

1. The Parties agree that the Employer may hire an employee into the Lead Position which positions are bargaining unit positions represented by the Union;

2. Other than as provided for in this MOU, Lead Positions are subject to all other terms and conditions of employment as set out in the Collective Agreement between the Parties

3. For the term of this Collective Agreement, where an Employee is hired into a Lead Position, they shall be paid for hours worked in their position according to the following Wage Grid:
	Cook – Lead 
Rate is $1.00 above wage grid for classification
	0-600
	601-3914
	3915-7829
	>7830

	May 15, 2022
	18.50
	18.75
	19.50
	20.50

	Nov 15, 2022
	18.80
	19.05
	19.80
	20.80

	May 15, 2023
	19.70
	19.95
	20.70
	21.70

	Nov 15, 2023
	20.10
	20.35
	21.10
	22.10

	May 15, 2024
	20.50
	20.75
	21.50
	22.50



	Wait Staff – Lead 
Rate is $1.00 above wage grid for classification
	0-600
	601-3914
	3915-7829
	>7830

	May 15, 2022
	15.10
	15.35
	16.40
	17.10

	Nov 15, 2022
	15.35
	15.60
	16.35
	17.35

	May 15, 2023
	16.05
	16.30
	17.05
	18.05

	Nov 15, 2023
	16.40
	16.65
	17.40
	18.40

	May 15, 2024
	16.75
	17.00
	17.75
	18.75



4. The Parties agree that this MOU applies only for the duration of the current collective agreement and shall not form part of any subsequent collective agreements unless expressly bargained as such. 

5. This MOU is made on a without precedent and without prejudice basis to any other matter and may be relied upon only to enforce the terms of this Agreement itself. 

SHANNEX RLC LIMITED:	UNIFOR, LOCAL 2107
___________________________	____________________________
___________________________	____________________________
___________________________	____________________________
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Market Adjust

May 15, 2022

November 15, 2022 May 15, 2023 November 15, 2023 May 15, 2024

Role Hours Rate Rate Rate Rate Rate

Maintenance <600 14.10 $                         14.35 $                       15.05 $                        15.40 $                       15.75 $                      

601 to 3914 14.35 $                         14.60 $                       15.30 $                        15.65 $                       16.00 $                      

3915 to 7829 15.10 $                         15.35 $                       16.05 $                        16.40 $                       16.75 $                      

>7830 16.10 $                         16.35 $                       17.05 $                        17.40 $                       17.75 $                      

Suite Services <600 14.10 $                         14.35 $                       15.05 $                        15.40 $                       15.75 $                      

601 to 3914 14.35 $                         14.60 $                       15.30 $                        15.65 $                       16.00 $                      

3915 to 7829 15.10 $                         15.35 $                       16.05 $                        16.40 $                       16.75 $                      

>7830 16.10 $                         16.35 $                       17.05 $                        17.40 $                       17.75 $                      

Client Service Assistant <600 16.50 $                         15.60 $                       17.60 $                        18.00 $                       18.40 $                      

Certified 601 to 3914 16.75 $                         15.85 $                       17.85 $                        18.25 $                       18.65 $                      

3915 to 7829 17.50 $                         16.60 $                       18.60 $                        19.00 $                       19.40 $                      

>7830 18.50 $                         17.60 $                       19.60 $                        20.00 $                       20.40 $                      

CMA <600 17.50 $                         17.80 $                       18.60 $                        19.00 $                       19.40 $                      

601 to 3914 17.75 $                         18.05 $                       18.85 $                        19.25 $                       19.65 $                      

3915 to 7829 18.50 $                         18.80 $                       19.60 $                        20.00 $                       20.40 $                      

>7830 19.50 $                         19.80 $                       20.60 $                        21.00 $                       21.40 $                      

Wellness Coach <600 14.10 $                         14.35 $                       15.05 $                        15.40 $                       15.75 $                      

601 to 3914 14.35 $                         14.60 $                       15.30 $                        15.65 $                       16.00 $                      

3915 to 7829 15.10 $                         15.35 $                       16.05 $                        16.40 $                       16.75 $                      

>7830 16.10 $                         16.35 $                       17.05 $                        17.40 $                       17.75 $                      

Cook1 <600 17.50 $                         17.80 $                       18.70 $                        19.10 $                       19.50 $                      

601 to 3914 17.75 $                         18.05 $                       18.95 $                        19.35 $                       19.75 $                      

3915 to 7829 18.50 $                         18.80 $                       19.70 $                        20.10 $                       20.50 $                      

>7830 19.50 $                         19.80 $                       20.70 $                        21.10 $                       21.50 $                      

Culinary Aide <600 14.10 $                         14.35 $                       15.05 $                        15.40 $                       15.75 $                      

601 to 3914 14.35 $                         14.60 $                       15.30 $                        15.65 $                       16.00 $                      

3915 to 7829 15.10 $                         15.35 $                       16.05 $                        16.40 $                       16.75 $                      

>7830 16.10 $                         16.35 $                       17.05 $                        17.40 $                       17.75 $                      

Waitstaff <600 14.10 $                         14.35 $                       15.05 $                        15.40 $                       15.75 $                      

601 to 3914 14.35 $                         14.60 $                       15.30 $                        15.65 $                       16.00 $                      

3915 to 7829 15.10 $                         15.35 $                       16.05 $                        16.40 $                       16.75 $                      

>7830 16.10 $                         16.35 $                       17.05 $                        17.40 $                       17.75 $                      


