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Whereas it is the intention and purpose of the parties to this Agreement to maintain harmonious relations and settled conditions of employment between the Employer, the employees and the Union, to improve the quality of health care service, to promote the well being and increased productivity of employees to the end that clients be well and efficiently served and to promote an environment where employees want to work and are valued, accordingly the parties hereto set forth certain terms and conditions of employment affecting employees covered by this Agreement.

Now therefore, the parties agree as follows:
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1.01	Definitions*

For the purpose of this Agreement:

	(1)	“Board” means Board of Directors of Mountain Lea Lodge.

(2)	“Common-law relationship” is said to exist when, for a continuous period of more than one (1) year, an employee has lived with a person, publicly represented that person to be the spouse, and lives continually with that person as if that person were the spouse.

(3)	“Working Day” means Monday through Friday excluding holidays.

(4)        (i)	“Employee” means a person who is included in the bargaining unit as defined in Article 2.01 and includes:

(a)	“Full-time Employee” means an Employee who is hired to work the bi-weekly hours of work as provided in Article 15 hereunder;

(b)	“Part-time Employee” means an Employee who is hired to work less than the bi-weekly hours of work as provided in Article 15 hereunder; and

(c)*	“Permanent Employee” means an Employee who has completed the probationary period described in Article 9  and is employed on a full-time or part-time basis without reference to any specified date of termination of employment.

	(ii)	“Term Employee” 
  		A Term Employee is an employee hired to work in a Term Position. A casual employee filling a term position shall not accumulate seniority. A casual employee filling a Term Position shall qualify, subject to eligibility, for other benefits of this Collective Agreement on a proportionate basis to the regular hours paid in a year.

		Notwithstanding the above, should a casual employee in a Term Position become a Permanent Employee without a break in employment, the hours of service shall be calculated from the most recent date on which the employee began working in a Term Position.

		A Permanent Employee, working in a Term Position, will continue to be covered under the Collective Agreement as a Permanent Employee. Upon completion of the Term Position, the Permanent Employee will be returned to his/her former position.

		Term Positions and Term Employees may be terminated at any time at the sole discretion of the Employer. Where the Employer terminates a Term Position or Term Employee, the Employer shall endeavour to give at least two (2) weeks prior notice but in any event shall give as much notice as is reasonably practicable in the circumstances.

(5)	“Employer” means Mountain Lea Lodge.

(6)	“Leave of absence” means absent from work with permission.

(7)	“Spouse” means a legal marriage partner or a live-in partner in a Common-Law Relationship identified in writing to the Employer. This includes a same-sex partner for the purposes of family oriented benefits except where a benefit plan contemplates otherwise.

(8)	“Union” means the Nova Scotia Government and General Employees Union.

	(9)	“Term Position” means work for a definite period of time greater than two (2) months but less than forty-eight (48) months. Such positions shall be posted in accordance with this agreement. 

1.02	Service

For the purposes of this Agreement, “service” means the total accumulated hours paid by the Employer to an employee from their date of hire by Mountain Lea Lodge. A year of service shall be 2080 hours paid.

1.03	Gender

Unless any provision in this Agreement otherwise specifies, gender shall be expressed as she/he/they or his/hers/theirs.
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2.01	Bargaining Agent Recognition*

(a)	The Employer recognizes the Union as the exclusive Bargaining Agent of the employees in the bargaining unit, as follows:

all full time and regular part time Personal Care Workers, Pre-CCAs, Continuing Care Assistants, Home Health Providers, Laundry Workers, Housekeepers, Maintenance Workers, Activities Workers, Rehabilitation Assistant, Food Service Workers (Cooks), and Ward Clerk employed by Mountain Lea Lodge (Annapolis County Municipal Housing Corporation) Bridgetown, Nova Scotia but excluding Registered Nurses, Licensed Practical Nurses, and Administrative Staff and those persons described in paragraphs (a) and (b) of subsection 2 of Section 2 of the Trade Union Act as per the Certification Order of the Labour Relations Board, being LRB # 4593.

(b)	No employee shall be required or permitted to make any written or verbal agreement with the Employer, its representative or Supervisor which is contrary to the terms of this Collective Agreement.
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3.01	No Discrimination for Union Activity 

	The Employer and the Union agree that there shall be no discrimination or interference, restriction or, coercion exercised or practised with respect to any employee by reason of membership or legal activity in the Union.

3.02	No Discrimination

	Neither the Employer nor any person acting on behalf of the Employer shall discriminate against any employee on the basis of the prohibited grounds as set out in the Human Rights Act except as authorized by that Act.

3.03	Same-Sex Family Status

	Any applicable family oriented benefits (e.g. bereavement leave, medical, etc.) shall be available to families with same-sex spouses in accordance with the provisions of this Collective Agreement except for pension and other plans where the plan contemplates otherwise.

3.04	Workplace Free of Harassment

	Both parties to this Collective Agreement agree that harassment, including bullying as defined in the Employer’s “Bullying Prevention” policy, is inappropriate and shall support a workplace free from harassment. The Employer shall post a copy of the Harassment and Bullying Prevention policies on the Union bulletin board.
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4.01	This Agreement shall apply to and is binding on the Union, the employees and the Employer.
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5.01	In the event that any law passed by the Legislature applying to the employees covered by this Agreement renders null and void any provision of this Agreement, the remaining provisions of the Agreement shall remain in effect for the term of the Agreement.
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6.01	Management Rights

(a)	The management and direction of employees and operations is vested exclusively in the Employer. All the functions, rights, power and authority which the Employer has not specifically abridged, deleted or modified by this Agreement are recognized by the Union as being retained by the Employer.

(b)	The Employer agrees that management rights will not be exercised in a manner contrary to the express provisions of this Agreement.

6.02	Emergency Services

(a) Notwithstanding an employee’s right to strike, the Union agrees that during a legal strike, a sufficient number of bargaining unit employees will be provided to assist the Employer where there are insufficient numbers of excluded persons to provide emergency treatment or care of any resident, if, in the opinion of the majority of the Emergency Services Evaluation Committee, a resident’s life would be endangered.

(b) The Emergency Services Evaluation Committee shall consist of equal representation from the Employer and the Union.
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7.01	Deduction of Union Dues and Assessments

The Employer will, as a condition of employment, deduct an amount equal to the amount of the membership dues and assessments uniformly required to be paid by all members of the Union from the bi-weekly pay of all employees in the bargaining unit.

7.02	Notification of Deduction

The Union shall inform the Employer in writing of the authorized deduction to be checked off for employees mentioned in Article 7.01.

7.03	Religious Exclusions

Deductions for membership dues and assessments shall not apply to any employee who, for religious reasons, cannot pay union dues and assessments, provided she makes a contribution equal to said union dues and assessments to some recognized charitable cause.

7.04	Remittance of Union Dues and Assessments

(a)	The amounts deducted in accordance with Article 7.01 shall be remitted to the Secretary-Treasurer of the Union by cheque within a reasonable time after deductions are made and shall be accompanied by particulars identifying each employee and the deductions made on her behalf.

(b)	The required particulars identifying each employee will include the following information:

	(i)	Status (permanent full-time, part-time, temporary);

(ii)	Leaves (maternity, parental, sick, Workers’ Compensation, long term disability, etc.);

(iii)	Appointments (including name, classification, start date, end date (where applicable), and status);

(iv)	Terminations (resignations, retirements, etc.).

7.05	Liability

The Union agrees to indemnify and save the Employer harmless against any claim or liability arising out of the application of this Article except for any claim or liability arising out of an error committed by the Employer.
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8.01	Recognition

The Employer acknowledges the right of the Union to appoint employees as Stewards.

8.02	Notification

The Union agrees to provide the Employer with a list of employees designated as Stewards in the bargaining unit.

8.03	Servicing of Grievances

It is understood that the Officers, Stewards and members of the Union have their regular work to perform on behalf of the Employer. It is acknowledged that grievances should be serviced as soon as possible and that if it is necessary to service a grievance during working hours, Stewards will not leave their jobs without giving an explanation for leaving and obtaining the Employer’s or the Employer’s designate’s permission. Permission will not be unreasonably withheld so long as operational requirements permit. The Steward shall report back to the Employer or designate before resuming the normal duties of her position.

8.04	The Union shall not be prevented by the Employer from having the assistance of a representative from the Nova Scotia Government and General Employees Union when meeting with the Employer as required in the grievance procedure and collective bargaining. The NSGEU representative may have access to the Employer’s premises with prior approval of the Employer. The Union may have the assistance of a representative from outside the Union in all matters relating to the relations between the Union and the Employer.

8.05	The Employer shall be provided with a list, in writing, of all Union officers and their terms of office and shall be immediately advised of any changes to that list.
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9.01*	(a)	A newly hired employee may be appointed to her position on a probationary basis for a period not to exceed seven hundred twenty (720) hours worked.  During the probationary period and in no case less than four hundred forty (440) hours worked after commencement of employment, the Employer will provide a newly hired employee with feedback on the employee’s performance.
		
		(b)	The Employer may waive the requirement to serve a probationary period for a previous permanent employee who ended her employment of her own accord and who is re-employed in the same classification within twelve (12) months. 

(c)	Upon completion of the probationary period the Employer shall provide the employee with a letter confirming the appointment on a permanent basis.

9.02	Termination of Probationary Appointment

(a)	The Employer may terminate a probationary appointment at any time.

(b)	The Employer shall notify the Union when a probationary employee is terminated.

9.03	Notification to the Union

The Employer shall advise the Union of the appointment, termination, or change of status of each employee in the bargaining unit in accordance with Article 7.04 (b). 
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10.01	Leave Without Pay

Any member of the bargaining unit may be granted leave without pay to attend to legitimate union business such as meetings of NSGEU Board of Directors; bargaining Unit Negotiating Committee meetings; delegates to Union affiliated bodies including NUPGE; CLC; NSFL and attendance at Union Education Programs. 

This shall be granted provided the Employer can replace the employee at no additional cost and the employee giving the Employer reasonable notice.

10.02	Notification to Employer

The Union shall notify the Employer of the names of Mountain Lea Lodge employees, including the department wherein the employee is employed, who are members of the Board of Directors, the Union Executive and Bargaining Unit Negotiating Committee.

10.03	The Employer will continue the salary of an employee who is granted leave without pay in accordance with Article 10.01 or Article 10.04 and will bill the Union for the employee’s salary plus twenty percent (20%) for administrative costs and for the Employer’s share of benefit costs.

10.04	Annual Meeting Collective Bargaining Workshop

(a)	Where operational requirements permit and on reasonable notice as provided in Article 10.04(b), the Employer shall grant leave without pay for a period not exceeding two (2) working days, and leave without pay for travelling time for such portion of the working day prior to and following the meeting as may be required, to employees who are elected or appointed as registered delegates to attend the Annual Meeting or the Collective Bargaining Workshop of the Union. Such permission shall not be unreasonably withheld. The Employer shall only grant such leave for either the Annual Meeting or the Collective Bargaining Workshop in any one year. However, upon three (3) months advance written request, and if operational requirements permit, the Employer may grant leave as provided herein for both the Annual Meeting and the Collective Bargaining Workshop in the same year if neither were held in the previous year.

(b)	The Union shall notify the Employer in writing of the names, including the department wherein the employee is employed, of the registered delegates attending the Annual Meeting or the Collective Bargaining Workshop of the Union at least three (3) weeks in advance.

10.05	Contract Negotiations

Up to three (3) representatives designated by the Union shall not suffer loss of regular pay on days while involved in direct negotiations of a Collective Agreement between the Employer and the Union.

10.06	Grievance Meetings

Where operational requirements permit, and on reasonable notice, the Employer shall grant special leave with pay to an employee who has a grievance for the purpose of attending grievance meetings with the Employer.

10.07	No Loss of Seniority

While on leave for Union business pursuant to this Article, an employee shall continue to accrue and accumulate seniority for the duration of their leave, and their seniority shall be deemed to be continuous. Service shall not accrue or accumulate during such leave but all service credits and benefits accrued to the date the leave starts will be banked for use upon their return.

10.08	Leave for Full-Time Union Office

An Employee who is elected or selected to a full-time position with the Union, shall be granted leave of absence without pay and without loss of seniority for a period of one (1) year where operational requirements permit. Such leave shall be renewed each year on request, during the Employee’s term of office.
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 11.01	(a)	The Union agrees to supply the Employer with copies of the Agreement, the cost of which shall be shared equally between the Employer and the Union.

	(b)	The Union will also provide the Employer with an information package for new employees. The Employer agrees to provide each employee with a copy of the Collective Agreement and the information package upon hire into a bargaining unit position.

11.02	Letter of Appointment

An employee, upon hiring or change of status, shall be provided with a statement of her classification and employment status, including designation as to her percentage of full-time hours, and pay scale applicable to her position. A copy of this statement shall be sent to the Union at the same time as it is sent to the employee.

11.03  Bargaining Unit Information

The Employer agrees to provide the Union such information relating to employees in the bargaining unit as may reasonably be required by the Union for the purpose of collective bargaining.  The Union agrees to indemnify and save the Employer harmless against any claim or liability arising out of the Union’s release of such information to any third (3rd) party or entity.
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12.01	Disputes

(a)	An employee(s) who feels that they have been treated unjustly or aggrieved by any action or lack of action by the Employer shall first discuss the matter with the immediate supervisor no later than ten (10) working days after the date on which the employee became aware of the action or circumstance. The employee(s) may have a Steward present if so desired.

		(b)	The supervisor shall answer the dispute within ten (10) working days of the discussions unless the Union agrees to extend this time limit. If the employee(s) or the Union is not satisfied with the decision of the immediate supervisor, and the dispute is a grievance within the meaning hereunder, the employee(s) may within fifteen (15) working days of having received the supervisor’s answer, present the grievance in writing to the supervisor at Step 1 of the grievance procedure.

12.02	Grievances

A grievance shall be a difference of interpretation of this Agreement or alleged violation of the provisions of this Agreement. An employee is not entitled to present a grievance unless with the approval in writing of the Union or the employee is represented by the Union.

12.03	(a)	In each of the steps of the following grievance procedure, the Employer’s designated representative shall arrange a meeting or meetings with the Union representative named in the grievance at the earliest mutually agreeable time, and not later than the time limit provided for in the applicable step of the grievance procedure. Such meeting(s) may be waived by mutual agreement. In any case where a grievance is presented to the Employer or in meetings arranged by the Employer on each step of the grievance procedure, a representative of the Union shall be present.

	(b)	Grievance Procedure

The following grievance procedure shall apply:

     	Step 1

An employee with a grievance shall present the grievance in writing to the Step I designate within fifteen (15) working days of the events giving rise to the grievance. 

      	Step 2

Failing satisfactory settlement, within fifteen (15) working days from the expiration of the fifteen (15) working day period referred to in Step 1, the grievance may be submitted in writing either by personal service or by registered or certified mail to the Step II designate at Step 2 of the grievance procedure. 

Step 3

Failing satisfactory settlement, within fifteen (15) working days from the expiration of the fifteen (15) working day period referred to in Step 2, the grievance may be submitted in writing to the CEO/Administrator accompanied by any proposed settlement of the grievance and any replies at Step 1 and Step 2. The CEO/Administrator shall reply to the grievance in writing within fifteen (15) working days from the date the grievance was submitted to Step 3.

	The Employer shall notify the Union’s employee relations officer and the president of the union local of those designated for the purposes of this Article.

12.04	Union Referral to Arbitration

Failing satisfactory settlement at Step 3 or upon expiration of the fifteen (15) day period referred to in Step 3 of the grievance procedure, the Union may refer the grievance to arbitration under Article 13.

12.05	Amending of Time Limits

The time limits set out in the grievance procedure or under Article 13 may be extended by mutual consent of the parties to this Agreement.

12.06	Policy Grievance

Where either party disputes the general application or interpretation of this Agreement, the dispute may be discussed with the Employer or the Union, as the case may be.  Where no satisfactory agreement is reached, the dispute may be filed at Step 3 of the grievance procedure and resolved pursuant to Article 12.	This section shall not apply in cases of individual grievances.

 12.07	The Employer may institute a grievance by delivering the same in writing to the Union and the President shall answer such grievance within fifteen (15) working days. If the answer is not acceptable to the Employer, the Employer may within fifteen (15) working days from the day the President gives her answer, give notice to the President of the Union of its intention to refer the dispute to arbitration.
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13.01	Notification

Either of the parties may, after exhausting the grievance procedure in Article 11, notify the other party at the earliest possible date but in any case no later than sixty (60) working days after the receipt of the reply at Step 3 from the date such reply is due, of its desire to refer the grievance to arbitration pursuant to the provisions of the Trade Union Act and this Agreement.

13.02	Referral to Arbitration

In the event that a grievance is submitted to arbitration, it shall be heard by a single arbitrator, unless either party requests that it be heard by a three-member arbitration board.

13.03	Single Arbitrator

If the grievance is to be heard by a single arbitrator and the Union and the Employer fail to agree upon the appointment of the arbitrator within five (5) days of notice of arbitration in accordance with Article 13.01, either party may request the appointment be made by the Minister of Labour and Advanced Education for Nova Scotia.

13.04	Arbitration Board

If the grievance is to be heard by a three-member arbitration board, the Union and the Employer shall each appoint a member of the arbitration board within five (5) days of notice of arbitration in accordance with Article 13.01. Should the appointed members fail to agree upon the appointment of a chair within five (5) days of their appointment, either party may request the Minister of Labour and Advanced Education for Nova Scotia appoint the chair.

13.05	Arbitration Procedure

The arbitration board or single arbitrator shall render a decision in as short a time as possible. With due regard to the wishes of the parties, the decision shall, in the normal course be handed down within a maximum of fourteen (14) days from the appointment of the chair or single arbitrator.

13.06	Relief Against Time Limits

The time limit for the initial submission of the written grievance under Step 1 of the grievance procedure in Article 12 is mandatory. Subsequent time limits are directory and the arbitration board or single arbitrator shall be able to overrule a preliminary objection that the time limits are missed from Step 2 onward, providing that the board or arbitrator is satisfied that the grievance has been handled with reasonable dispatch and the Employer’s position is not significantly prejudiced by the delay.

13.07	Arbitration Award

Arbitration awards shall be final and binding as provided by Section 42 of the Trade Union Act. An arbitrator may not alter, modify or amend any part of this Agreement, but shall have the power to modify or set aside any unjust penalty of discharge, suspension or discipline imposed by the Employer on an employee.

13.08	Arbitration Expenses

To the extent that such fees and expenses are not covered by the Department of Labour and Advanced Education, each party shall pay the fees and expenses of its appointed member and one-half of the fees and expenses of the chair or single arbitrator.
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14.01	Just Cause

An employee who has completed the probationary period may be disciplined or discharged, but only for just cause.

14.02	Notification

(a)	Where an employee is placed on administrative leave with pay, suspended without pay or discharged, the Employer shall, within ten (10) days of the leave, suspension or discharge notify the employee and the Union in writing stating the reason for the leave, suspension or discharge.

(b)	Where an employee is suspended without pay or discharged and a grievance is to be filed, the affected employee or the union shall file the grievance at Step 3 of the grievance procedure.

14.03	The Employer will advise an employee that he/she has the right to Union representation where an employee is required to attend a meeting with the Employer for the purpose of discipline.
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15.01	Job Posting

(a)	Where the Employer determines that a vacancy exists and is to be filled within the bargaining unit, a notice shall be posted for a period of ten (10) days.

The Employer may advertise for candidates outside the bargaining unit for positions within the bargaining unit; however, the Employer shall not fill any bargaining unit position until it is satisfied that no candidate from within the bargaining unit meets the stated qualifications, skills, and abilities.  The Employer recognizes the principle of promotion within the service of the Employer and that job opportunity should normally increase in proportion to length of service.

(b)	(i)	The Employer will select the best candidate with the stated qualifications, skills and abilities provided the qualifications, skills and abilities bear a reasonable relationship to the position and its duties. In the event that two or more applicants are of equal merit, seniority will prevail.

	(ii)	Notwithstanding (b)(i) above, the Employer may award the position to the most senior applicant without conducting an interview.

(c)	The successful Employee, if from the bargaining unit, shall be placed on a trial period of four hundred and ninety-five (495) hours worked. In the event the successful Employee proves unsatisfactory in the position during the aforementioned period, at the discretion of the Employer, such Employee shall be informed in writing of the reasons by the supervisor, and shall be returned to that Employee’s former position without loss of seniority, benefits or previous salary or the trial period may be extended.

During the trial period, the Employee shall retain the option of returning to the Employee’s former position with the same procedure being followed as outlined above. Any other Employee promoted or transferred in relation to the above assignment shall also be returned to that Employee’s former position with the same procedure being followed as outlined above.

(d)	Notwithstanding 15.01 (a), if there are no applicants for posted vacancies, the Employer may fill such vacancies by increasing the designation of qualified part-time employees in increments equivalent to the posted vacancy.  

(e)	The notice posted shall indicate:

(i)	classification and work area;

(ii)	whether the appointment is full time or part time, and any applicable part time designation.

		(f)	Where the job posting relates to a rotating shift, the notice posted shall indicate whether the Employer anticipates day, evening and/or night shifts will be included in the regular rotation. The parties recognize that it is the Employer’s right to schedule Employees and that a posting which indicates the anticipated shifts is for information only and that the shift or rotation is subject to change.

15.02	Appointments

Appointments from within the bargaining unit shall normally be made within four (4) weeks of posting. The Employer shall have the right to fill the position on a temporary basis until a permanent appointment has been made.
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16.01	Hours of Work*

(a)  	The regular hours of work for a full-time employee shall consist of a minimum of eighty (80) hours in every bi-weekly pay period. The parties recognize that there may be departments which may have a regular work week for full time employees consisting of shifts in excess of eight (8) hours each. The regular hours of work for such employees shall consist of an average of eighty (80) hours in every bi-weekly pay period.  Those regular shifts shall not exceed twelve (12) hours duration.

(b) 	The regular hours of work for a Part-time employee shall be as indicated in the Part-time employee’s appointment letter expressed as a percentage of full-time equivalent (“FTE Status’) in every bi-weekly pay period.  The parties recognize that there may be departments which may have a regular work week for part-time employees consisting of shifts both less than eight (8) hours each and in excess of eight (8) hours each. The regular hours of work for such employees shall consist of an average of their FTE Status in every bi-weekly pay.

16.02*	Each eight (8) hour shift shall include a paid one half hour (1/2) meal break and two fifteen (15) paid minute rest periods. Each four (4) hour shift shall include one fifteen (15) minute paid rest period. For employees working 12 hour shifts, the shift shall include two (2) one-half (1/2) hour designated meal breaks and two (2) fifteen (15) minute rest breaks.

16.03	Days Off 

During the two (2) week period all bargaining unit members shall, whenever possible, receive two (2) days off in each calendar week or four (4) days off in each two (2) week period.  At least two (2) of the days off in the two (2) week period shall be consecutive days off, unless the employee agrees otherwise.

16.04	Consecutive Shifts

The Employer will endeavour, where possible, to provide that no employee is scheduled to work more than six (6) consecutive days, six (6) consecutive evening shifts or six (6) consecutive night shifts in a two (2) week period. This does not preclude shift arrangements requested by the employee, in writing, acceptable to the Employer in variance to the foregoing.

16.05	Posting of Shift Schedules*

(a)	A schedule of hours to be worked shall be posted two (2) weeks in advance of the schedule to be worked. The schedule will cover a minimum of four (4) weeks. Before schedules are drawn up, an employee requiring specific days off shall submit in writing a request for such days off. The employee’s preference shall be granted wherever possible.

	(b)	The Employer shall make every reasonable effort not to change shifts after posting. If the Employer changes the shift schedule within twenty-four (24) hours of the shift, the employee(s) affected shall be entitled to overtime compensation for that shift. The Employer must inform employees of the shift changes made to the posted schedules.

(c)	Overtime rates and the twenty-four (24) hour notice period provision provided for in Article 16.05(b) shall not apply when the employee requests a double shift, an additional shift which would result in the employee working more than the full-time biweekly hours of work described in Article 16.01 or an additional shift without sixteen (16) hours rest.

(d)* 	The Employer shall provide a minimum of four (4) weeks notice when changing the shift rotation of an employee, unless mutually agreed between the Employer and the employee.

16.06	Exchange of Shifts

Provided advance notice is given, which notice in the opinion of the Employer is deemed sufficient, and with the approval of the Employer, employees may exchange shifts, where operational requirements permit, and there is no increase in cost to the Employer.

Where two (2) employees wish to exchange particular shifts on a regular basis they may make application on the prescribed form to the Employer at least two (2) weeks prior to the posting of the schedule. Where operational requirements permit, and there is no increase in cost to the Employer, the Employer may approve such requests. Employees who exchange shifts under this provision shall be responsible for working the newly exchanged shift as if it were their normally assigned shift. Such approved exchanges shall be deemed part of the schedule and shall continue until either of the employees or the Employer gives notice on the prescribed form to the other two (2) parties that the arrangement shall cease. Such notice shall be given at least two (2) weeks prior to the posting of the next schedule.

Seniority shall not apply to give employees priority with respect to exchange of shifts under this Article 16.06.

16.07	Weekends Off* 

	(a) 	The Employer shall grant full-time employees every other weekend off unless otherwise mutually agreed between the full time employee and the Employer. Employees shall be called in order of seniority. An employee called in to work under this provision shall be entitled to the applicable overtime rate.

(b) 	(i) 	The Employer shall grant part-time employees one (1) weekend off in three (3).

	(ii) 	The Employer shall endeavour to give part-time employees every other weekend off where operational requirements permit.

For the purposes of this article, “weekend” means a forty-eight (48) consecutive hour period from Saturday morning through Monday morning, spanning the employee’s normal shift times.

16.08	There shall be sixteen (16) hours between eight (8) hour shifts and twelve (12) hours between regularly scheduled twelve (12) hour shifts regularly scheduled shifts unless mutually agreed upon by the employee and the Employer to be otherwise.

16.09	Shift Arrangements 
	
	(a)	Shift arrangements in effect as of August 26, 2008 shall remain in effect as long as operational requirements permit or the parties mutually agree otherwise.

	(b)	In the event the Employer wishes to change the shift arrangements mentioned in Article 16.09 (a), the Employer will advise the Union and receive suggestions with the view to minimizing any adverse effects that a change to those shift arrangements may have on such employees.

16.10	End of Shift 

	When an employee is required by the Employer to work in excess of twenty (20) minutes at the end of a shift, the employee will receive overtime rates for any period in excess of the twenty (20) minutes and it shall be rounded to the next quarter (.25) hour.

16.11	Employees who report for work as scheduled by the Employer or designate shall be guaranteed work for that shift.


[bookmark: _Toc31798371][bookmark: _Toc34297156][bookmark: _Toc35508958]	ARTICLE 17 – OVERTIME*

  17.01 (a)*	Except as otherwise provided in this Agreement, where the Employer requires an employee to work in excess of eight (8) hours per day or eighty (80) hours bi-weekly the employee will be compensated at the rate of one and one half (1½) times the employee’s regular rate of pay. For employees who work regular shifts in excess of eight (8) hours, overtime means authorized work in excess of the regular shift length or authorized work in excess of 80 hours bi-weekly, averaged over the shift rotation.

	(b)	Subject to operational requirements of the service, the Employer shall make every reasonable effort to:

(i)	allocate overtime work in a fair and equitable basis among readily available and qualified employees; and

(ii)	give employees who are required to work overtime, notice of the overtime requirement as soon as reasonably possible after the Employer determines that overtime shall be required.

	(c)	The Union is entitled to consult the Employer or its designate whenever it is alleged that employees are required to work unreasonable amounts of overtime.

(d)	The Employer is not obligated to offer additional shifts to any employee who becomes eligible for overtime compensation.

17.02	Form of Compensation

Compensation for overtime shall be paid except where, upon request of the employee, and with the approval of the Employer, or its representative, overtime may be granted in the form of time off in lieu of overtime hours worked.

  17.03 	Except as provided in Article 16.10, in computing overtime a period of thirty (30) minutes or less shall be counted as one-half (1/2) hour and a period of more than thirty (30) minutes but less than sixty (60) minutes shall be counted as one (1) hour.

17.04 If an employee is required to work a double shift, the Employer shall provide a meal to the employee.

17.05 An employee who is called out to work outside her regularly scheduled hours of work in unusual or emergency circumstances shall receive a minimum of four (4) hours at the employee’s straight time rate or overtime rate, whichever is greater. This provision does not apply to mandatory pre-scheduled education or training courses provided in-house by the Employer. Time spent in those education or training courses shall be compensated at the regular straight time hourly rate or the overtime rate, whichever is applicable.

	
[bookmark: _Toc31798372][bookmark: _Toc34297157][bookmark: _Toc35508959]ARTICLE 18 – HOLIDAYS*

 18.01	(a)*	The Holidays designated for employees shall be:

(i)	New Year’s Day
(ii)	Good Friday
(iii) 	Easter Sunday
(iv)	Victoria Day
(v)	July 1st 
	(vi)		First Monday in August
	(vii)	Labour Day
	(viii)	Thanksgiving Day
	(ix)	Remembrance Day
(x)	Christmas Day
(xi) 	Boxing Day
(xii)	Heritage Day 

(b)	For the purpose of determining whether a shift falls on a holiday, the shift commencing at 11:00 p.m. prior to the holiday and ending at 7:00 a.m. on the designated holiday shall be considered to be the first shift of the holiday.

(c)	Employees scheduled to work Christmas Day and/or New Years Day shall be paid at two (2) times their regular rate for the hours worked. 

	(d)	Part time Employees
			In lieu of the above-noted holidays, regular part-time employees are entitled to eight (8) hours banked holiday credits for every one hundred eighty-nine (189) hours paid by the Employer. Effective February 1, 2015 the accrual rate shall be eight (8) hours banked holiday credits for every one hundred seventy-three point four (173.4) hours paid by the Employer. Subject to Article 18.01 (c), if a part-time employee works on any of the recognized holidays, the employee shall be compensated at the rate of time and one-half (1.5x) the employee’s regular hourly rate of pay for the hours worked on the holiday.

18.02	Holiday Falling on a Vacation Day or a Day of Rest 

When a day designated as a holiday coincides with a Full-time Employee’s day of rest, the Employer shall grant the holiday with pay on another day mutually agreed between the Employer and the employee. When a holiday falls within a Full-time employee’s vacation period, the employee will be deemed to have had the holiday off and a vacation credit will not be debited for that day. 

18.03 	Work on a Holiday

	For full-time employees required to work on any of the foregoing recognized holidays, the Employee shall be compensated at the rate of time and one-half (1.5 x) the employee’s regular hourly rate for hours worked on the holiday and the Employee shall receive either of the following, as may be mutually agreed: 

(a) a maximum of eight (8) paid hours in lieu of the holiday to be taken by March 31st at a time mutually agreed by the Employer and the Employee, or 

(b) 	a maximum of eight (8) hours  pay in lieu of the holiday at the Employee’s regular hourly rate  of pay which , if not taken,  shall be paid out by March 31st  of each year .

	All Employees

18.04	Christmas or New Year’s Day Off

Each employee shall receive either Christmas Day or New Year’s Day off, unless otherwise mutually agreed, and every effort will be made to give at least two (2) other holidays off on the actual day of the holiday. The Employer shall make every reasonable effort to schedule an employee in such a manner that she does not work the same holiday (Christmas Day or New Year’s Day) worked in the previous year, unless mutually agreed otherwise.
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Vacation Accrual*

 19.01	(a)*	Vacation credits shall accumulate to the Employee on the following basis:

(i)*	Effective the date of hire, vacation shall accumulate at the rate of ten (10) hours of vacation credits for each two hundred and forty (240) regular hours paid.

(ii)*	Effective on the commencement of the second (2nd) year of service, vacation shall accumulate at the rate of ten (10) hours  of vacation credits for each one hundred and seventy three (173) regular hours paid. 

(iii)	Effective the commencement of the fifth (5th) year of service, vacation credits shall accumulate at the rate of 10 (ten) hours of vacation credits for each 130 regular hours paid.

(iv)	Effective the commencement of the sixteenth (16th) year of service, vacation credits shall accumulate at the rate of 10 (ten) hours of vacation credits for each 124 regular hours paid.

(v)	Effective the commencement of the seventeenth (17th) year of service, vacation credits shall accumulate at the rate of 10 (ten) hours of vacation credits for each 118 regular hours paid.

(vi)	Effective the commencement of the eighteenth (18th) year of service, vacation credits shall accumulate at the rate of 10 (ten) hours of vacation credits for each 113 regular hours paid.

(vii)	Effective the commencement of the nineteenth (19th) year of service, vacation credits shall accumulate at the rate of 10 (ten) hours of vacation credits for each 108 regular hours paid.

(viii)	Effective on the commencement of the twentieth (20th) year of service, vacation shall accumulate at the rate of ten (10) hours of vacation credits for each 104 regular hours paid.

	(b)* 	(i) 	The vacation year is from April 1 through March 31. Vacation must be taken in the year in which it became owing to the employee and shall not be carried over from one year to another except as provided in Article 19.04. Any vacation not taken by March 31st shall be paid out by the Employer not later than April 30 of the same year.

(ii) 	Employees may debit their vacation banks during the year up to their maximum entitlement prior to earning it.

(iii) 	Employees, upon their separation from the Employer, shall be compensated for earned vacation leave which they have not taken.

(iv) 	Employees, upon their separation from the employer, shall compensate the Employer for vacation which was taken but was not yet earned. The Employer may deduct excess vacation usage from the final pay of the employee. If there is not sufficient pay to cover the liability owing, the employee is responsible for the deficit.

	(c)	Summer Vacation Period – June 15 to September 15
		
		Employees requesting leave during the Summer Vacation Period must submit a written request not later than April 15. The request shall include the employee’s first and alternate choices. The Employer shall post a vacation roster setting out the approved vacation periods not later than May 15. No employee shall be granted more than two (2) blocks of vacation until all staff have had the opportunity to choose two (2) blocks of vacation time during the Summer Vacation Period. A block shall be defined as a seven (7) consecutive calendar day period. The maximum vacation allowed in two (2) blocks is ten (10) shifts.

	(d)	September 15 – December 31

	Except as provided herein, employees requesting leave during the period of September 15 to December 31 must submit a written request not later than July 15. The Employer must post a vacation roster setting out the approved vacation periods not later than August 15.

	(e)	January 1 – June 15
		Employees requesting leave during the period of January 1 to June 15 must submit a written request not later than November 15. The Employer shall post a vacation roster setting out the approved vacation periods not later than December 15.

	(f)	Vacation requests received outside of the above deadlines shall be granted on a first come, first served basis, subject to operational requirements, and provided such requests are submitted at least two (2) weeks in advance of the schedule being posted. Where the employee has provided such notice, the Employer shall respond to the request within two (2) weeks of the date the request was submitted. The Employer will make best efforts to respond to requests made upon shorter notice.

	(g)	The parties recognize that due to the scheduling of holidays and other operational requirements, it is more difficult for the Employer to grant vacation time between December 15 and January 5.

 19.02 	(a)	Employees may exercise their seniority rights only once and for a maximum of two (2) consecutive weeks during the vacation year where there is a conflict in vacation requests. Where the Employer cannot grant a vacation request unless the employee uses his or her seniority, the Employer shall make the employee aware of this.

	(b)	Approved vacation requests will not be revoked to accommodate subsequent conflicting requests from more senior employees.

19.03	Regular part-time employees shall receive paid vacation on a proportionate basis to   time worked.

19.04*	Where an employee has not had her vacation request approved and cannot otherwise take her vacation in the year owing, the employee may carry over up to forty (40) hours to the following year. Any vacation owing greater than forty (40) hours shall be paid out by the Employer no later than April 30 in the same year. 

19.05	If the Employer unilaterally cancels an employee’s vacation, which it had previously approved, and such cancellation results in that employee forfeiting a deposit on her vacation package, the Employer will reimburse the employee for the lost deposit, providing the employee can show proof of such loss and that they have done everything reasonably possible to eliminate or reduce that loss. In addition, the employee must advise the Employer that a potential claim exists at the time the Employer proposes to change the vacation period.
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 20.01  (a)*	Paid sick leave shall accumulate at the rate of twelve (12) hours per one hundred and seventy three (173) hours worked, effective the first day of employment. The maximum amount of accumulation shall be nine hundred and sixty (960) hours.

(b)	Sick leave is an indemnity benefit and not an acquired right. An employee is entitled to receive sick leave with pay when the employee is unable to perform their duties and provided proper medical certificates are presented to the Employer, upon request. An employee who is absent from a scheduled shift on approved sick leave shall only be entitled to sick leave pay if the employee is not otherwise receiving pay for that day, and provided the employee has sufficient sick leave credits.

(c)	The Employer reserves the right to require any employee claiming paid sick leave to produce evidence of illness satisfactory to the Employer. For the purpose of this provision, the Employer may require the employee be examined by a medical practitioner of the Employer’s choice.

(d)	In all cases of illness or injury, an employee must notify their supervisor as soon as possible but at least one (1) hour before the commencement of duty on day shift and at least three (3) hours before commencement of duty on evening and night shifts.

  (e)*	The Employer shall, each pay period, make available to each employee a statement showing their sick leave credits. 

20.02	Alcohol, Drug and Gambling Dependency

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 alcoholism, drug dependency or gambling dependancy, to undergo a coordinated program directed to the objective of their rehabilitation.

20.03	Confidentiality of Health Information*

	(a)	An employee shall not be required to provide their supervisor specific information relative to an illness during a period of absence. However, such information shall be provided to the CEO/Administrator, Director of Nursing, or Assistant Director of Nursing, as directed, by the Employer. In the case of reportable illnesses the Professional Practice and Infection Control Nurse may receive relevant details. The Employer shall only release such information to the employee’s supervisor that is required for timely and safe work scheduling, such as the duration or expected duration of the illness, the employee’s fitness to return to work and any limitations associated with the employee’s fitness to work.

(b)	The Employer shall store employee health information separately and restrict access thereto to those who are directly involved in administering that information.

20.04	Injury on Duty

(a)	Reporting of Injuries

An employee who is injured on duty shall immediately report or cause to have reported an injury sustained in the performance of their duties to their immediate supervisor in such manner or on such form as the Employer may from time to time prescribe.

(b)	Where an employee is compensated under the Workers’ Compensation Act, the Employer shall pay a supplement equal to the difference between the earnings replacement benefit received by the employee from the Workers’ Compensation Board and the employee’s net pre-accident regular bi-weekly pay. It is the intent of the parties that in no circumstances shall the employee receive an increase in income as a result of this Article. When this supplement is being paid, the Employer shall deduct from the employee’s sick leave credits an equivalent number of sick leave hours as were paid in the supplement. When an employee’s sick leave credits are exhausted, the employee shall be paid only the Workers’ Compensation Benefits Allowance.

(c)	Record of Injury

The Employer shall maintain a record of reported injuries on duty in the employee’s personnel file.

	(d)	Provided the employee meets the criteria for sick leave, where an employee applies for benefits from the Workers’ Compensation Board and there is a delay in making a determination on the claim, the employee shall be paid sick leave benefits, provided such benefits are available, until benefits are paid by the Board. 

20.05	Jury Duty

(a)	An employee subpoenaed for matters relating to their employment with Mountain Lea Lodge or for jury duty, shall be granted leave of absence without loss of regular pay.

(b)	An employee given leave of absence without loss of regular pay to serve pursuant to the above article, shall have deducted from their salary an amount equal to the amount that the employee received for such duty.

20.06	Leave of Absence Without Pay 

The Employer, may, subject to operational requirements, grant an employee with a minimum of two (2) years of service a leave of absence without pay for personal reasons. Such request shall include the reason for the leave and the date of commencement and the proposed date of return from such leave.

20.07	Preventative Medical/Dental and Family Illness Leave 

	(1)	Regular full-time employees shall be allowed a leave of absence up to a maximum of forty (40) hours per annum to be debited against sick leave in the following situations:

	(a)	to attend to the illness of an employee’s spouse, common-law spouse or same-sex partner previously identified to the Employer, child or parent who permanently resides with the employee and when no one other than the employee can provide for the needs of the ill person. The purpose of this leave shall be to permit the employee to make such arrangements as are necessary to enable the employee to return to work.	

	(b)	the employee requests leave in order to engage in personal preventative medical or dental care and such appointments cannot be made outside the employee’s scheduled shifts.

	Part-time employees shall be granted leave under (a) and (b) above prorated at one (1) hour for every fifty-two (52) hours paid to a maximum of forty (40) hours. 

	(2)	The employee shall give as much notice of the requirement for leave pursuant to this Article as possible.

	(3)	The employee’s immediate supervisor may require proof of the need for such leave as she considers necessary.

20.08	Bereavement Leave* 

(a)	If a death occurs in the immediate family of an employee that is, father, mother, grandparent or grandchild, sister, brother, spouse, same-sex spouse, ward who resides with the employee or resided with the employee during the ward’s minority, son, or daughter, stepparent or stepchild, when the employee is at work, or scheduled to go to work, then the employee shall be granted bereavement leave with pay for the remainder of the employee’s tour of duty for that day.

(b)	Should a death occur in the employee’s immediate family, the employee shall be granted five (5) consecutive days leave of absence effective midnight following the death and shall be paid for shifts the employee would normally be scheduled to work during these five (5) days leave if the death had not occurred.

(c)	An employee may be granted two (2) days bereavement leave to attend the funeral of a father-in-law, mother-in-law, son-in-law, daughter-in-law, brother-in-law or sister-in-law, aunt or uncle, niece, nephew, grandparent of spouse, or a relative or friend permanently residing in the employee’s household. The employee shall be paid for shifts the employee would normally be scheduled to work during the day of the funeral if the death had not occurred.

(d)	An employee granted leave under (b) or (c) above may defer one (1) day of leave until the day of the funeral or official memorial service where such event is delayed. The Employer may request proof of same. Such deferral shall not extend beyond nine (9) months from the date of death.

(e) 	An employee on vacation with pay shall be eligible for bereavement leave with pay.

(f)	Subject to subparagraph (e), an employee on leave of absence, sick leave, or otherwise not considered to be at work shall not be eligible for bereavement leave with pay.

20.09	Pregnancy & Parental Leave/Adoption Leave*

(a)	The Employer will provide unpaid pregnancy, parental and/or adoption leave in accordance with the Labour Standards Code of Nova Scotia.

 (b)	Notwithstanding Article 20.09(a) (and Section 59F of the Labour Standards Code), while an employee is on unpaid pregnancy, parental and/or adoption leave under this Article, the Employer shall grant to the employee the option of continuing their participation in the Group Benefit Program. The employee shall notify the Employer in writing of their decision to exercise this option at least ten (10) calendar days prior to the first day of the month in which they commence their leave.

(c)	Where the employee opts to maintain their participation in the Group Benefit Program, the employee shall be responsible to pay both the Employer and the employee’s shares of the premium costs for maintaining such coverage during the period of leave.
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		(i)	An Employee entitled to pregnancy leave under the provisions of this Agreement, who provides the Employer with proof that she has applied for, and is eligible to receive employment insurance (E.I.) benefits pursuant to Section 22, Employment Insurance Act, S.C. 1996, c.23, shall be paid an allowance in accordance with the Supplementary Employment Benefit (S.E.B.).

(ii)	In respect to the period of pregnancy leave, payments made according to the S.E.B. Plan will consist of the following:

(1)	Where the Employee is subject to a waiting period of one (1) week before receiving E. I. benefits, payments equivalent to seventy-five per cent (75%) of her weekly rate of pay for the one (1) week waiting period, less any other earnings received by the Employee during the benefit period;

	(2)	Up to a maximum of five (5) additional weeks, payments equivalent to the difference between the weekly E. I. benefits the Employee is eligible to receive and ninety-three per cent (93%) of her weekly rate of pay, less any other earnings received by the Employee during the benefit period which may result in a decrease in the E. I. benefits to which the Employee would have been eligible if no other earnings had been received during the period.

(iii)	For the purpose of this allowance, an Employee’s weekly rate of pay will be one-half (½) the bi-weekly rate of pay to which the Employee is entitled for her classification on the date immediately preceding the commencement of her pregnancy leave.  In the case of a Part-Time Employee, such weekly rate of pay will be multiplied by the fraction obtained from dividing the Employee’s time worked (as defined for the purpose of accumulating service) averaged over the preceding twenty-six (26) weeks by the regularly scheduled Full-Time hours of work for the Employee’s classification.

(iv)	Where an Employee becomes eligible for a salary increment or pay increase during the benefit period, benefits under the S.E.B. plan will be adjusted accordingly.

(v)	The Employer will not reimburse the Employee for any amount she is required to remit to Human Resources Development Canada, where her annual income exceeds one and one-half (1½) times the maximum yearly insurable earnings under the Employment Insurance Act.
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		(i)	An Employee entitled to parental or adoption leave under the provisions of this Agreement, who provides the Employer with proof that she/he has applied for and is eligible to receive employment insurance (E. I.) benefits pursuant to the Employment Insurance Act, 1996, shall be paid an allowance in accordance with the Supplementary Employment Benefit (S.E.B.) Plan.

	(ii)	In respect to the period of parental or adoption leave, payments made according to the S.E.B. Plan will consist of the following:

	(1)	Where the Employee is subject to a waiting period of one (1) week before receiving E. I. benefits, payments equivalent to seventy-five percent (75%) of her/his weekly rate of pay the one (1) week waiting period, less any other earnings received by the Employee during the benefit period;

(2)	Up to a maximum of ten (10) additional weeks, payments equivalent to the difference between the weekly E. I. benefits the Employee is eligible to receive and ninety-three per cent (93%) of her/his weekly rate of pay, less any other earnings received by the Employee during the benefit period which may result in a decrease in the E. I. benefits to which the Employee would have been eligible if no other earnings had been received during the period.

(iii)	For the purposes of this allowance, an Employee’s weekly rate of pay will be one-half the bi-weekly rate of pay to which the Employee is entitled for her/his classification on the day immediately preceding the commencement of the parental or adoption leave.  In the case of a Part-Time Employee, such weekly rate of pay will be multiplied by the fraction obtained from dividing the Employee’s time worked (as defined for the purpose of accumulating service) averaged over the preceding twenty-six (26) weeks by the regularly scheduled Full-Time hours of work for the Employee’s classification.

(iv)	Where an Employee becomes eligible for a salary increment or pay increase during the benefit period, payments under the S.E.B. Plan will be adjusted accordingly.

(v)	The Employer will not reimburse the Employee for any amount she/he is required to remit to Human Resources Development Canada where her/his annual income exceeds one and one-half (1 ½) times the maximum yearly insurable earnings under the Employment Insurance Act.

20.10 	Compassionate Care Leave

	Employees shall be entitled to compassionate care leave in accordance with the Labour Standards Code (Nova Scotia). 
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21.01	Occupational Health and Safety Act

The Employer, the Union and the employees agree to be bound by the provisions of the Occupational Health and Safety Act, S.N.S. 1996,c

21.02	Workload

	An employee who believes that she cannot adequately and safely care for residents because of the employee’s workload, may, in a timely manner after the alleged situation arises, file a report which shall be submitted to and discussed with the Director of Nursing. Subject to Article 23, this report may also be discussed by the Labour-Management Consultation Committee.
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22.01	The rate of pay for any position in the bargaining unit not covered by Appendix “A” which may be established during the life of this Agreement, shall be subject to discussions between the Employer and the Union.
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23.01	Labour-Management Consultation Committee

The parties agree to continue with the Labour-Management Consultation Committee presently in effect.  The parties acknowledge the mutual benefits to be derived from joint consultation, and subject to Article 23.03, are prepared to enter discussion on matters of common interest and mutual concern.

23.02	The Committee shall meet at the request of either party.

23.03	Topics for discussion may be agreed upon by the Committee and the agenda shall be drafted one (1) week prior to the meeting whenever possible.

The Committee shall not have jurisdiction over wages, or any matters of collective bargaining, including the administration of this Collective Agreement. The Committee shall not supersede the activities of any other committee of the Union or of the Employer.

23.04	Joint Consultation

Where operational requirements permit, and on reasonable notice, the Employer shall grant special leave with pay to employees who are meeting with management in joint consultation as prescribed by this Article.
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24.01	Seniority 

(a)	“Seniority” shall be defined in accordance with the following:

(1)	Seniority of bargaining unit employees in the bargaining unit as of December 16, 1998 is defined as their length of continuous employment since their last date of hire by Mountain Lea Lodge.

(2)	All employees in the bargaining unit after December 16, 1998 shall accumulate seniority for continuous employment in the bargaining unit at Mountain Lea Lodge represented by the Union.

(b)	Posting of Seniority Lists:

(1)	Within sixty (60) days following the signing of this Agreement, and annually thereafter on November 30, the Employer shall post a list setting out each employee’s seniority date. Each employee shall have thirty (30) days from the date the list is posted to challenge their seniority date in writing. The Employer shall reply to the employee’s written objection within thirty (30) days of receipt of the written objection. If no written objection is received by the Employer within thirty (30) days from the date the list is posted, the seniority lists shall be deemed to be correct and accurate in all respects until the new lists are posted in the following year and the Employer’s reliance on the seniority lists shall not be the subject of a grievance.

 (2) 	An employee who is absent from work for any part of the thirty (30) day posting period shall have thirty (30) days from the date of her return to work to object in writing to their seniority date. However, until and unless such written objection is received by the Employer, and in any event no later than thirty (30) days from the employee’s return to work, the posted seniority date for the employee will be considered to be the employee’s seniority date for all purposes and the Employer’s reliance on the seniority lists shall not be the subject of a grievance.

24.02	Seniority shall operate on a bargaining unit wide basis.

24.03	An employee shall lose seniority rights and their employment shall terminate in the event that the employee:

(a)	In the case of resignations, on the effective date of the resignation, provided the resignation has not been revoked within twenty-four (24) hours of being served on the Employer;

(b)	is discharged for just cause and not reinstated;

(c)	is laid off for a period of more than twelve (12) months;

(d)	is absent from work for more than one (1) scheduled work day without securing leave of absence from the Employer, unless the employee can satisfy the Employer that such notification was not possible;

(e)	fails to return to work within seventy-two (72) hours after recall notice is given personally or by registered mail to their last address on file with the Employer.

(f)	fails to return to work following an approved leave of absence on the day set out when the leave was granted; or

(g)	In the case of retirement for any reason, on the date of retirement.

24.04	Notice to Union

Where employee/s are to be laid off, the Employer will advise the Union as soon as it determines that the lay-offs appear probable in an effort to elicit the Union’s advice on suggestions to minimize the adverse effects and impact on the bargaining unit.

24.05	Introduction of Changes

The Employer agrees that it will endeavor to introduce changes in a manner which, as much as it is practicable, will minimize the disruptive effects on employees.

(a)	An employee may be laid off because of shortage of work, shortage of funds, or because of an elimination of a position.

(b)	In the event of lay offs, employees shall be laid off in reverse order of seniority and recalled in order of seniority within the bargaining unit.

24.07	Notice of Layoff

Thirty (30) working days written notice of lay off shall be given (and copied to the Union) except lay offs as a result of labour disputes or emergencies beyond the control of the Employer at which time as much notice as possible will be given.

24.08	Recall 

An employee shall be recalled by personally delivered letter or registered mail and the employee shall respond as quickly as possible. Recall notices sent by registered mail shall be deemed received by the employee on the third working day after being posted. Recall notices sent by personal delivery shall be deemed received by the employee within forty-eight (48) hours of the day the letter was signed for. The employee shall have seventy-two (72) hours from receipt of the letter to accept recall. 

	Notwithstanding the above, the Employer may contact the employee by telephone and the employee may accept recall by phone. In such cases the Employer shall confirm the recall arrangements in writing in accordance with the process outlined above, except that the employee shall be deemed to have accepted the recall.

	The employee is responsible for having their current telephone number and address on record with the Employer.

24.09	No New Employees

No person outside the bargaining unit shall be employed in a bargaining unit position until all qualified laid off employees have been given the opportunity for recall.

24.10	Termination of Recall Rights

Recall rights shall lapse if the layoff lasts for more than twelve (12) consecutive months without recall.


[bookmark: _Toc31798379][bookmark: _Toc34297164][bookmark: _Toc35508966]ARTICLE 25 - GENERAL CONSIDERATIONS*

25.01	Bulletin Boards

	The Employer shall provide bulletin board space accessible to employees upon which the Union may post notices of meetings, workshops and other similar non-political, non-critical communiqués.

25.02	Orientation / Training and Workshops	

(a)	The Employer will provide an orientation period to cover essential information,
procedures and routines. The employee shall be required to attend the orientation as part of their employment.

(b)	The Employer will provide in-service training focused on the needs of staff and residents subject to available resources as determined by the Employer.

(c)	Pertinent information received by the Employer regarding external workshops and seminars will be posted on the bulletin board. Employees interested in attending such workshops or seminars may discuss the appropriateness or feasibility of their attendance with the CEO/Administrator or designate. The final decision regarding whether an employee attends an external workshop or seminar rests with the Employer. In certain instances, the Employer may require an employee to attend an external workshop or seminar to acquire or improve necessary job-related skills.

Employees who are required by the Employer to attend external workshops or seminars shall suffer no loss of regular pay while in such attendance. Such employees may also submit an expense account in the form required by the Employer for any expenses approved by the Employer prior to their attendance at the workshop or seminar.

Employees who are given an educational opportunity outside the Lodge will be responsible for relaying such information to other staff members.

25.03	Personnel Files 

	Upon request, an employee shall be permitted to view their personnel file with the CEO/Administrator or designate at a mutually convenient time. In addition, in the event of a grievance/arbitration involving the employee, a representative of the Union, with the employee’s written consent, may also view the employee’s personnel file in the presence of the CEO/Administrator or designate at a mutually convenient time.

25.04	Clothing

	Where conditions of employment are such that in the Employer’s opinion, an employee’s clothing may be contaminated, or, where the employee’s clothing may be damaged, the Employer shall provide and the employee shall wear a cover-up.

	The Employer will provide for the laundering of protective clothing which it provides to employees.

	Where an employee is required by the Employer to wear safety footwear, the Employer shall reimburse the employee for the cost of same to a maximum of $100.

	Where the personal property of an employee is damaged by a resident in the execution of the employee’s duties, the Employer will reimburse the employee for the reasonable replacement or repair cost of the damaged property. To be eligible for reimbursement such damage must be reported at the time of the incident with full details provided in the incident report. This provision shall only apply to personal property which the employee would reasonably have in his/her possession during the performance of his/ her duties.

25.05	Job Descriptions*
	
	Within a reasonable time of signing the Collective Agreement the Employer shall place a copy of the job description for each classification in the bargaining unit where employees will have access to them.  When such job descriptions are changed, the employer shall replace the old version with the new version, and affected employees shall be informed of the changes forthwith. The Employer shall provide the Union with copies of job descriptions upon request.


[bookmark: _Toc31798380][bookmark: _Toc34297165][bookmark: _Toc35508967]ARTICLE 26 – PART TIME EMPLOYEES

26.01	Application of Collective Agreement

Except as specifically provided herein, the provisions of this Agreement shall apply to part-time employees as defined in Article 1.01(4) (i)(b).

26.02	Entitlement to Benefits

Part time employees shall be entitled to benefits pro-rated on the basis of hours worked, except as otherwise provided herein.

26.03	Unpaid Leave

Unpaid leave, such as pregnancy leave, will not be pro-rated as to the length of time granted.

26.04	Additional and Relief Shifts

(a)	All part-time employees shall indicate to the Employer in writing on the form provided by the Employer whether the employee is interested in the assignment of Additional Shifts beyond her or his designation as a percentage of full-time hours, and her availability for such work. Only when the Part-Time Employee has expressed an interest, may she be assigned to Additional Shifts.  Additional shifts will be assigned to Part-Time Employees in order of seniority (always start at the top). No more than three (3) Additional Shifts per pay period will be assigned to an Employee before moving on to the next senior Employee. Where there is insufficient Part-Time availability Casuals will be assigned such shifts. Any changes to the availability of the Part-Time Employee must be requested in writing and shall be considered quarterly.  Such request is subject to approval by the Employer.  Upon approval, the revised availability will come into effect for the next applicable posted schedule.

(b)	Relief Shifts (those becoming available after the posting of the schedule) will be offered to Part-Time Employees in order of seniority on a rotating basis (start at the next on the list). Two (2) Relief Shifts will be offered to an Employee before moving on to the next senior Employee. Where there is insufficient Part-Time availability Casuals will be assigned such shifts.

(c)	The Employer shall not be required to assign or offer Part-Time Employees Additional or Relief Shifts that would result in the employee working overtime. Part-Time Employees shall notify the Employer when the proposed assignment places them in an overtime situation.

(d)	Part-Time Employees shall not be eligible for overtime compensation or call back premiums for Additional or Relief Shifts worked in accordance with this article, except when the hours worked exceed the regular shift length or eighty (80) hours biweekly.


[bookmark: _Toc31798381][bookmark: _Toc34297166][bookmark: _Toc35508968]ARTICLE 27 – RETIREMENT

27.01	Retirement Allowance

(a)	This provision shall become effective on the date of signing the Collective Agreement.

(b)	This provision shall not apply to casual employees.

(c)	This provision shall not apply in conjunction with any other retirement allowance provision.

(d)	An employee who retires because of age, or mental or physical incapacity in accordance with the terms of the Canada Pension Plan or the Employer’s Pension Plan, and who has been eligible to join the Employer’s pension or Group RRSP plan for less than ten (10) years, shall be entitled to a retirement allowance.  The retirement allowance shall be five hundred dollars ($500) for each year of service the employee has not been eligible to join the Employer’s pension or Group RRSP plan. 

(e)	An employee working less than full-time at any point during his or her employment shall have the retirement allowance pro-rated in direct proportion to the total regular hours paid during the length of service (as compared to the total regular hours paid to an employee working full-time during the length of service). 

(f)	For the purposes of this provision, “service” shall be calculated based on the number of complete calendar years the employee has been employed with the Employer since his or her most recent date of hire. 

(g)	This provision shall not apply to employees hired after August 6, 2003. 


[bookmark: _Toc31798382][bookmark: _Toc34297167][bookmark: _Toc35508969]ARTICLE 28 – RESIGNATION*

28.01	An employee wishing to terminate their employment shall endeavour to give four (4) weeks written notice of the effective date of their resignation to the CEO/Administrator and in any case, not less than two (2) weeks written notice must be given.  An employee who fails to give notice in accordance with this Article shall pay to the Employer or have deducted from their last pay an amount equal to the pay which would have been earned during the notice period. 

28.02*	The employee’s final pay shall be adjusted to account for accrued or advanced vacation or other benefits and pay, and any debts or amounts payable to the Employer.


[bookmark: _Toc31798383][bookmark: _Toc34297168][bookmark: _Toc35508970]ARTICLE 29 - PAYMENT OF WAGES AND ALLOWANCES*

 29.01	The Employer shall pay employees bi-weekly on a Thursday. Each employee shall be provided with an itemized statement of their wages, overtime, and any supplementary pay deductions.

29.02	The Employer will make every reasonable effort to correct payroll errors no later than the payroll period following the error.

29.03	Shift Premium* 

Employees who work four (4) hours or more between 1800 and 0700 shall continue to receive a shift premium of one dollar and seventy-five cents ($1.75) per hour for each hour worked during the shift, subject to the following increases:

Effective August 1, 2019, the rate becomes $2.00 per hour.
Effective ratification, the rate becomes $2.15 per hour.
Effective October 31, 2021, the rate shall become $2.35 per hour.

29.04	Acting Pay

	(a)	Where an employee is designated to perform for a temporary period of three (3) or more consecutive days, the principal duties of a higher position, she shall receive payment of acting pay, including the three (3) days, equivalent to ten percent (10%) higher than her existing rate of pay, provided that in no case shall the rate for that period exceed the maximum rate of the higher paying position.

	(b)	Acting pay shall not be paid to the employee where the employee’s current job description normally requires periodic substitution in the higher paying position, as defined by the position specification, title and salary range.

	(c)	Acting pay provisions do not preclude the right of the Employer to assign duties of any employee among remaining employees of the work unit where temporary absences occur.

29.05	Weekend Premiums* 

	Employees shall receive a weekend premium of one dollar and seventy-five cents ($1.75) per hour for all hours worked between 0001 hours Saturday and ending at 2400 hours on Sunday, subject to the following increases:

Effective August 1, 2019, the rate becomes $2.00 per hour.
Effective ratification, the rate becomes $2.15 per hour.
Effective October 31, 2021, the rate shall become $2.35 per hour.
	
	
[bookmark: _Toc31798384][bookmark: _Toc34297169][bookmark: _Toc35508971]ARTICLE 30 – MERGER/AMALGAMATION

30.01	In the event the Employer becomes merged or amalgamated with another employer which has employees represented by another Union, the provisions of this Agreement shall continue in force until the earlier of the following events: (a) the successor union is determined by the Labour Relations Board and a new collective agreement is negotiated to cover the employees in this bargaining unit, or (b) the date of expiry of the Collective Agreement indicated by the Labour Relations Board under the authority given to it under the Trade Union Act.


[bookmark: _Toc31798385][bookmark: _Toc34297170][bookmark: _Toc35508972]ARTICLE 31 - PAY PROVISIONS

31.01	The rate of compensation upon appointment to a position in the bargaining unit shall be as prescribed in Appendix “A” in this Agreement.


[bookmark: _Toc31798386][bookmark: _Toc34297171][bookmark: _Toc35508973]ARTICLE 32 – GROUP HEALTH BENEFIT AND PENSION* 

32.01    Group Health Benefit Plan

(a)	The Employer shall continue to cost-share premiums for coverage under the group health benefit plan with those employees who are covered by the plan.  Effective on the date of signing this Agreement, the Employer shall pay 65% of the premium and employees shall pay 35% of the premium.

(b)	This provision for a 65-35 cost sharing formula shall not apply to premiums for any plan for AD&D, life insurance, dental coverage, LTD or any other benefit plan other than the group health benefit plan in existence at the time of signing this Agreement.

32.02	Pension Plan* 

	The Employer shall continue to participate in the NSHEPP Pension Plan for bargaining unit employees, subject always to the eligibility requirements of the plan.


[bookmark: _Toc31798387][bookmark: _Toc34297172][bookmark: _Toc35508974]ARTICLE 33 - TERM OF AGREEMENT*

 33.01*	This Agreement shall be binding and remain in effect from November 1, 2015 to  October 31, 2021 and thereafter from year to year unless or until either party gives notice in writing to bargain during the sixty (60) days preceding the expiry of the collective agreement.

 33.02  	All provisions of this Agreement, shall be effective from date of signing, except wages, which shall be effective from the dates specified in Appendix “A” and shift and weekend premiums, which shall be effective as specified in Article 29.

	33.03  	Retroactive Pay for Terminated Employees

Employees who have left their employment in the bargaining unit between November 1, 2015 and the signing date of this Agreement, shall be entitled to full retroactivity of any applicable wage increase. Such employees shall be given written notice by registered mail sent by the Employer to the employee’s last known address given to the Employer, that they have thirty (30) calendar days in which to claim any retroactive payment.



DATED in Bridgetown, Nova Scotia this 27 day of March, 2020.

FOR THE EMPLOYER				FOR THE UNION

Joyce d’Entremont					Krista-Lynn Caldwell
D. Gavel						Tony Scott
Kelley VanDerVoort					C. MacAleese
								Jo-Ann Bailey
								Jason MacLean


WITNESS						WITNESS

Pat McClafferty					Jonathon Gillis
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[bookmark: _Toc31798388][bookmark: _Toc34297173][bookmark: _Toc35508975]APPENDIX “A”	(WAGES)*
MOUNTAIN LEA LODGE –
NOVA SCOTIA GOVERNMENT EMPLOYEES UNION

[bookmark: _Toc31798389][bookmark: _Toc34297174][bookmark: _Toc35508976]November 1, 2015 – November 1, 2018
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[image: ]


[image: ]


Notes:
(1)	All hourly rates are based on 2080 hours per year.
(2)	Term of the Agreement is November 1, 2015 to October 31, 2021.
(3)	Annual rates are approximate.
(4)	(Incumbents presently paid higher will be PIO’d for as long as they remain in their current classification.): Ward Clerk, Activity Aide (Recreation Aide), Cook, Waitress (Food Service Worker).


Note: This page is included without prejudice to both parties’ positions regarding the Recreation Programmer rate of pay.
[bookmark: pgfId-6787][bookmark: _Toc31798400][bookmark: _Toc31799129][bookmark: _Toc34297186][bookmark: _Toc35508981]MEMORANDUM OF AGREEMENT

[bookmark: _Toc31798401][bookmark: _Toc34297187][bookmark: _Toc35508982]Re: Dining Services Team Lead* 

The Dining Services Team Lead (DSTL) is a consenting Dining Services staff member (Cook or Food Service Worker) that the employer considers has the necessary skills and attributes to successfully perform the required responsibilities, also considering seniority and FTE, who is assigned by the Employer to serve in this capacity.  

Where the Employer has a need for a DSTL it will post an Expression of Interest form on which interested Dining Services staff may indicate their interest.  The EOI will indicate the FTE hours the DSTL duties are required (the “DSTL FTE”), and for which the stipend described below will be paid.  By mutual consent the DSTL FTE may take a portion of the staff member’s regular FTE or in addition to the staff member’s regular FTE, but shall not result in a combined FTE greater than 1.0.  Where the DSTL FTE takes a portion of the staff member’s regular FTE the equivalent portion shall be made available as a temporary position (eg: where a FT FSW takes on 0.4 DSTL duties, the Employer will make the 0.4 FSW hours available).

DSTL duties shall support the Dining Services team in the following ways:

· Order food supplies based on menu requirements, caterings, special events, recreation activities via online portal / phone;
· Maintain inventory;
· Receive and rotate food storage using best practices (i.e. first-in, first-out);
· Oversee implementation of quality controls to ensure safe, high quality food production;
· Conduct audits / maintain temperature records for safe food storage and ware washing;
· Work with Support Services Manager to develop menu, maintain standardized recipes, and create / apply standard operating procedures;
· Aid in staff replacement due to call-ins as per NSGEU collective agreement and seniority;
· Educate and provide guidance to staff on preparation of texture modifications, safety, and cleaning procedures;
· Adjust menu as needed based on product availability / special events;
· Address complaints in a timely manner to ensure positive mealtime service for all;
· Orient new hires to Dining Services areas throughout the facility;
· Other related duties as assigned.



It is understood that the Employer’s need for DSTL duties may increase, decrease or be eliminated over time.  Where the need increases the Employer shall use the EOI process.  Where the need decreases or will be eliminated the employer shall provide a minimum of 2 weeks’ notice to the affected employee and the union, and the employee’s regular FTE will be restored if it had been temporarily reduced.

The parties agree that the DSTL duties are additional responsibilities for the designated Dining Services worker and not a new classification.  In recognition of these additional responsibilities the staff member will be paid a stipend of $1.00 per hour in addition to his/her normal hourly rate, for the hours worked as DSTL.

Nothing herein prevents the staff member from picking up shifts in the usual manner, and for such shifts will not be required to perform DSTL duties and the shift will not attract the DSTL stipend.

DATED in Bridgetown, Nova Scotia this 27 day of March, 2020.


FOR THE EMPLOYER				FOR THE UNION

Joyce d’Entremont					Krista-Lynn Caldwell
D. Gavel						Tony Scott
Kelley VanDerVoort					C. MacAleese
								Jo-Ann Bailey
								Jason MacLean


WITNESS						WITNESS

Pat McClafferty					Jonathon Gillis



[bookmark: _Toc31798402][bookmark: _Toc31799131][bookmark: _Toc34297188][bookmark: _Toc35508983]
MEMORANDUM OF AGREEMENT

[bookmark: _Toc31798403][bookmark: _Toc34297189][bookmark: _Toc35508984]Re: CCA Team Lead* 


The Employer is currently trialing a CCA Lead within the facility.  The objective is to assess the viability of having experienced CCAs support the team of CCAs in terms of scheduling, training, staffing and supporting CCAs and liaising with management in relation to issues of significance to the CCA team.  The employer has created a job description showing a lessening of some CCA duties and the addition of some others, which is subject to change. This trial can be ended at any time.
 
The employer will assign to serve in this capacity no more than 2 consenting CCAs that the employer considers have the necessary skills and attributes to successfully perform the required responsibilities, also considering seniority.

The parties agree that the CCA Lead is not a new classification, but a CCA position with some different responsibilities.  The CCA Lead will be paid a stipend of one dollar ($1.00) per hour in addition to his/her normal hourly rate, in recognition of these responsibilities.

The CCA Lead will self-schedule to his/her FTE, and not put him/herself in an overtime position without prior management approval.  The schedule will consist mainly of Monday-Friday days, but will also include nights, evenings and weekends as deemed appropriate in order to effectively carry out the responsibilities of the role.

The CCA Lead is not prevented from picking up shifts in the usual manner in addition to his/her FTE, and such shifts will not attract the CCA Lead stipend.



DATED in Bridgetown, Nova Scotia this 27 day of March, 2020.


FOR THE EMPLOYER				FOR THE UNION

Joyce d’Entremont					Krista-Lynn Caldwell
D. Gavel						Tony Scott
Kelley VanDerVoort					C. MacAleese
								Jo-Ann Bailey
								Jason MacLean



WITNESS						WITNESS

Pat McClafferty					Jonathon Gillis

[bookmark: _Toc31798404][bookmark: _Toc31799133][bookmark: _Toc34297190][bookmark: _Toc35508985]
MEMORANDUM OF AGREEMENT

[bookmark: _Toc31798405][bookmark: _Toc34297191][bookmark: _Toc35508986]Re: Team Leads* 


In the event that the Team Lead designation is formally recognized and funded during the life of this agreement, the Employer agrees to adopt the funded rate of pay.  Any retroactivity will be dependent on funding.



DATED in Bridgetown, Nova Scotia this 27 day of March, 2020.


FOR THE EMPLOYER				FOR THE UNION

Joyce d’Entremont					Krista-Lynn Caldwell
D. Gavel						Tony Scott
Kelley VanDerVoort					C. MacAleese
								Jo-Ann Bailey
								Jason MacLean

WITNESS						WITNESS

Pat McClafferty					Jonathon Gillis
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% Increase: 0.00% % Increase: 0.00% % Increase: 1.00% % Increase: 1.50%

Classification

Expired 

Hourly Rate

Expired 

Approx. 

Annual Rate

Nov.01-15

Hourly Rate

Nov.01-15

Approx. 

Annual Rate

Nov.01-16

Hourly Rate

Nov.01-16

Approx. 

Annual Rate

Nov.01-17

Hourly Rate

Nov.01-17

Approx. 

Annual Rate

Nov.01-18

Hourly Rate

Nov.01-18

Approx. 

Annual Rate

Environmental Services Worker Regular Rate $15.4399 $32,115

$15.4399 $32,115 $15.4399 $32,115 $15.5943 $32,436 $15.8282 $32,923

Maintenance Worker Regular Rate $19.3269 $40,200

$19.3269 $40,200 $19.3269 $40,200 $19.5202 $40,602 $19.8130 $41,211

Personal Care Worker/CCA Start $16.6424 $34,616

$16.6424 $34,616 $16.6424 $34,616 $16.8088 $34,962 $17.0609 $35,487

After 1 year $16.9778 $35,314

$16.9778 $35,314 $16.9778 $35,314 $17.1476 $35,667 $17.4048 $36,202

After 2 years $17.3126 $36,010

$17.3126 $36,010 $17.3126 $36,010 $17.4857 $36,370 $17.7480 $36,916

After 3 years $17.6358 $36,683

$17.6358 $36,683 $17.6358 $36,683 $17.8122 $37,049 $18.0794 $37,605

After 4 years $17.9707 $37,379

$17.9707 $37,379 $17.9707 $37,379 $18.1504 $37,753 $18.4227 $38,319

Ward Clerk Start $16.5577 $34,440

$16.5577 $34,440 $16.5577 $34,440 $16.7233 $34,784 $16.9741 $35,306

After 1 year $16.9315 $35,218

$16.9315 $35,218 $16.9315 $35,218 $17.1008 $35,570 $17.3573 $36,103

After 2 years $17.3070 $35,998

$17.3070 $35,998 $17.3070 $35,998 $17.4801 $36,358 $17.7423 $36,904

After 3 years $17.6835 $36,782

$17.6835 $36,782 $17.6835 $36,782 $17.8603 $37,149 $18.1282 $37,707

After 4 years $18.0568 $37,558

$18.0568 $37,558 $18.0568 $37,558 $18.2374 $37,934 $18.5110 $38,503
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% Increase: 0.00% % Increase: 0.00% % Increase: 1.00% % Increase: 1.50%

Classification

Expired 

Hourly Rate

Expired 

Approx. 

Annual Rate

Nov.01-15

Hourly Rate

Nov.01-15

Approx. 

Annual Rate

Nov.01-16

Hourly Rate

Nov.01-16

Approx. 

Annual Rate

Nov.01-17

Hourly Rate

Nov.01-17

Approx. 

Annual Rate

Nov.01-18

Hourly Rate

Nov.01-18

Approx. 

Annual Rate

Recreation Aide Start $16.6422 $34,616

$16.6422 $34,616 $16.6422 $34,616 $16.8086 $34,962 $17.0607 $35,486

(with PCW/CCA Certificate)

After 1 year $16.9777 $35,314

$16.9777 $35,314 $16.9777 $35,314 $17.1475 $35,667 $17.4047 $36,202

After 2 years $17.3127 $36,010

$17.3127 $36,010 $17.3127 $36,010 $17.4858 $36,370 $17.7481 $36,916

After 3 years $17.6357 $36,682

$17.6357 $36,682 $17.6357 $36,682 $17.8121 $37,049 $18.0793 $37,605

After 4 years $17.9707 $37,379

$17.9707 $37,379 $17.9707 $37,379 $18.1504 $37,753 $18.4227 $38,319

Recreation Aide $16.5288 $34,380

$16.5288 $34,380 $16.5288 $34,380 $16.6941 $34,724 $16.9445 $35,245

(without PCW/CCA Certificate)

Cook (Staff Cook) Start $19.3261 $40,198

$19.3261 $40,198 $19.3261 $40,198 $19.5194 $40,600 $19.8122 $41,209

Food Service Worker Start $15.0946 $31,397

$15.0946 $31,397 $15.0946 $31,397 $15.2455 $31,711 $15.4742 $32,186

After 1 year $15.4094 $32,051

$15.4094 $32,051 $15.4094 $32,051 $15.5635 $32,372 $15.7970 $32,858

After 2 years $15.7236 $32,705

$15.7236 $32,705 $15.7236 $32,705 $15.8808 $33,032 $16.1190 $33,528
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% Increase: 0.50% % Increase: 1.50% % Increase: 0.50% % Increase: 1.50% % Increase: 0.50%

Classification

Oct.31-19

Hourly Rate

Oct.31-19

Approx. Annual 

Rate

Nov.1-19

Hourly Rate

Nov.1-19

Approx. 

Annual Rate

Oct.31-20

Hourly Rate

Oct.31-20

Approx. 

Annual Rate

Nov.1-20

Hourly Rate

Nov.1-20

Approx. 

Annual Rate

Oct.31-21

Hourly Rate

Oct.31-21

Approx. 

Annual Rate

Environmental Services Worker Regular Rate

$15.9073 $33,087 $16.1459 $33,584 $16.2266 $33,751 $16.4700 $34,258 $16.5524 $34,429

Maintenance Worker Regular Rate

$19.9121 $41,417 $20.2108 $42,038 $20.3119 $42,249 $20.6166 $42,882 $20.7197 $43,097

Personal Care Worker/CCA Start

$17.1462 $35,664 $17.4034 $36,199 $17.4904 $36,380 $17.7528 $36,926 $17.8416 $37,111

After 1 year

$17.4918 $36,383 $17.7542 $36,929 $17.8430 $37,113 $18.1106 $37,670 $18.2012 $37,858

After 2 years

$17.8367 $37,100 $18.1043 $37,657 $18.1948 $37,845 $18.4677 $38,413 $18.5600 $38,605

After 3 years

$18.1698 $37,793 $18.4423 $38,360 $18.5345 $38,552 $18.8125 $39,130 $18.9066 $39,326

After 4 years

$18.5148 $38,511 $18.7925 $39,088 $18.8865 $39,284 $19.1698 $39,873 $19.2656 $40,072

Ward Clerk Start

$17.0590 $35,483 $17.3149 $36,015 $17.4015 $36,195 $17.6625 $36,738 $17.7508 $36,922

After 1 year

$17.4441 $36,284 $17.7058 $36,828 $17.7943 $37,012 $18.0612 $37,567 $18.1515 $37,755

After 2 years

$17.8310 $37,088 $18.0985 $37,645 $18.1890 $37,833 $18.4618 $38,400 $18.5541 $38,592

After 3 years

$18.2188 $37,895 $18.4921 $38,464 $18.5846 $38,656 $18.8634 $39,236 $18.9577 $39,432

After 4 years

$18.6036 $38,695 $18.8827 $39,276 $18.9771 $39,472 $19.2618 $40,064 $19.3581 $40,264
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Classification

Oct.31-19

Hourly Rate

Oct.31-19

Approx. Annual 

Rate

Nov.1-19

Hourly Rate

Nov.1-19

Approx. 

Annual Rate

Oct.31-20

Hourly Rate

Oct.31-20

Approx. 

Annual Rate

Nov.1-20

Hourly Rate

Nov.1-20

Approx. 

Annual Rate

Oct.31-21

Hourly Rate

Oct.31-21

Approx. 

Annual Rate

Recreation Aide Start

$17.1460 $35,664 $17.4032 $36,199 $17.4902 $36,380 $17.7526 $36,925 $17.8414 $37,110

(with PCW/CCA Certificate)

After 1 year

$17.4917 $36,383 $17.7541 $36,929 $17.8429 $37,113 $18.1105 $37,670 $18.2011 $37,858

After 2 years

$17.8368 $37,101 $18.1044 $37,657 $18.1949 $37,845 $18.4678 $38,413 $18.5601 $38,605

After 3 years

$18.1697 $37,793 $18.4422 $38,360 $18.5344 $38,552 $18.8124 $39,130 $18.9065 $39,326

After 4 years

$18.5148 $38,511 $18.7925 $39,088 $18.8865 $39,284 $19.1698 $39,873 $19.2656 $40,072

Recreation Aide

$17.0292 $35,421 $17.2846 $35,952 $17.3710 $36,132 $17.6316 $36,674 $17.7198 $36,857

(without PCW/CCA Certificate)

Cook (Staff Cook) Start

$19.9113 $41,415 $20.2100 $42,037 $20.3111 $42,247 $20.6158 $42,880 $20.7189 $43,095

Food Service Worker Start

$15.5516 $32,347 $15.7849 $32,832 $15.8638 $32,997 $16.1018 $33,492 $16.1823 $33,659

After 1 year

$15.8760 $33,022 $16.1141 $33,517 $16.1947 $33,685 $16.4376 $34,190 $16.5198 $34,361

After 2 years

$16.1996 $33,695 $16.4426 $34,201 $16.5248 $34,372 $16.7727 $34,887 $16.8566 $35,062
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Classification

Current 

Hourly Rate

Current 

Approx. 

Annual Rate

Oct.31-20

Hourly Rate

Oct.31-20

Approx. 

Annual Rate

Nov.1-20

Hourly Rate

Nov.1-20

Approx. 

Annual Rate

Oct.31-21

Hourly Rate

Oct.31-21

Approx. 

Annual Rate

Rehabilitation Assistant Regular Rate

$20.3000 $42,224

$20.4015 $42,435 $20.7075 $43,072 $20.8110 $43,287
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Classification

Current 

Hourly Rate

Current 

Approx. 

Annual Rate

Oct.31-19

Hourly Rate

Oct.31-19

Approx. 

Annual Rate

Nov.1-19

Hourly Rate

Nov.1-19

Approx. 

Annual Rate

Oct.31-20

Hourly Rate

Oct.31-20

Approx. 

Annual Rate

Nov.1-20

Hourly Rate

Nov.1-20

Approx. 

Annual Rate

Oct.31-21

Hourly Rate

Oct.31-21

Approx. Annual 

Rate

Pre-CCA

Start $15.4600 $32,157

$15.5373 $32,318 $15.7704 $32,802 $15.8493 $32,966 $16.0870 $33,461 $16.1674 $33,628

After 6 months $16.0600 $33,405

$16.1403 $33,572 $16.3824 $34,075 $16.4643 $34,246 $16.7113 $34,759 $16.7949 $34,933
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Classification

Current 

Hourly Rate 

(Jan. 2018)

Current 

Approx. 

Annual Rate  

(Jan. 2018)

Nov.01-18

Hourly Rate

Nov.01-18

Approx. 

Annual Rate

Oct.31-19

Hourly Rate

Oct.31-19

Approx. 

Annual Rate

Nov.1-19

Hourly Rate

Nov.1-19

Approx. 

Annual Rate

Recreation Programmer

Regular Rate $18.6200 $38,730

$18.8993 $39,311 $18.9938 $39,507 $19.2787 $40,100
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Classification

Oct.31-20

Hourly Rate

Oct.31-20

Approx. 

Annual Rate

Nov.1-20

Hourly Rate

Nov.1-20

Approx. 

Annual Rate

Oct.31-21

Hourly Rate

Oct.31-21

Approx. 

Annual Rate

Recreation Programmer

Regular Rate

$19.5679 $40,300 $19.8614 $40,905 $19.9607 $41,109


