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ARTICLE 1 - PREAMBLE

1.01

Recognizing common dependence of the Employer and its Employees upon the
welfare of the Employer as a whole, and recognizing that a relationship of
goodwill and mutual respect between the Employer and Employee can contribute
greatly to the maintenance and increase of that welfare, the parties to this
contract have joined together in the following agreement.

ARTICLE 2 - PURPOSE

2.01

The purpose of this agreement is to:

(@) promote and maintain harmonious relationships between the Employer
and the Employees;

(b) define wages and conditions of employment which shall maintain between
the Employer and the Employees;

(c) provide an amicable method of settling and preventing grievances or
differences which may from time to time arise;

(d)  promote the mutual interest of the Employer and Employees;

(e) provide for the carrying on of the Employer's business under methods
which will further to the fullest extent possible, the safety and welfare of
the Employees together with efficiency and economy of operation.

It is the duty of both parties to cooperate fully, both collectively and individually,
for the promotion of the aforesaid conditions.

ARTICLE 3 - DEFINITIONS

3.01

3.02

3.03

A "Casual Employee" is one who works on a day-to-day or relief basis as
required. The benefits of this agreement do not apply to a Casual Employee
except that they shall be entitled to the wage rate in Appendix “A” applicable to
her position. Casual Employees are not members of the bargaining unit and do
not accumulate or retain seniority.

“Day” unless otherwise defined, means business day, that is Monday to Friday,
excluding weekends and holidays.

An "Employee” is a Full-Time Employee or Part-Time Employee, excluding such
employees during their probationary period, within the scope of the bargaining
unit set out in Article 5.1.



3.04

3.06

3.06

3.07

3.08

3.09
3.10

3.1

3.12

The "Employer” is Shannex Incorporated, carrying on business at Blomidon
Court, Greenwich, Nova Scotia.

A "Full-Time Employee" is one who is regularly scheduled on a full-time basis
and who normally works an average of 80 hours in a bi-weekly pay period and
who has successfully completed the probationary period. This Collective
Agreement is fully applicable to Full-Time Employees.

“Holiday” means the twenty-four (24) hour period commencing at 0001 on a day
designated as a Holiday in this Agreement.

A "Part-Time Employee" is one who is employed on a continuing basis, but who
is regularly scheduled to work less than an average of (80) hours in a bi-weekly
pay period and who has successfully completed the probationary period. This
Collective Agreement is applicable to Part-Time Employees on a pro rata basis.

A “Probationary period” is the first six hundred and forty (640) hours of
employment in a Full-time or Part-Time position at Blomidon Court, excluding
orientation hours. Notwithstanding anything contained in this Agreement, an
Employee may be dismissed at any time during the probationary period if in the
sole opinion of the Employer they are unsuitable for the job to which they have
been assigned. A Probationary Employee shall not have the right to claim
seniority privileges during their probationary period.

"Regular rate of pay"” is the hourly rate found in the attached salary scale.

“Spouse” means a legal marriage partner or a live-in partner of at least one year
who has been identified to the Employer in writing as the spouse. This includes
a same-sex partner for all purposes under this Collective Agreement, but subject
to the eligibility provisions of the respective Benefit Plans.

A “Temporary Employee” is one who is hired into a temporary position without
the intention of becoming permanent and who works within a specified time
period for not longer than twenty-four (24) months. Temporary Employees shall
be subject to the provisions of this Agreement, except that they shall not be
entitled to accumulate seniority or to receive notice of termination. The time
period for a Temporary Employee may be extended upon mutual agreement with
the Union and such request shall not be unreasonably denied.

A Temporary Employee hired into a regular Full-Time or Part-Time position
without a break in employment shall have their seniority back dated to their date
of hire in the most recent temporary position.

“Temporary Position” is a vacancy or position created with a pre-determined
end date which is anticipated to be in excess of ten (10) weeks duration, but less
than twenty-four (24) months. Temporary Positions shall be posted and filled in
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accordance with the Collective Agreement. A Temporary Position may be
terminated at any time. A Temporary Position may be extended through mutual
agreement. Entitlement during a Temporary Position including but not limited to
scheduling, holiday, sick leave and vacation will be based on the hours worked in
the temporary position.

3.13 *“Union” means the Nova Scotia Government and General Employees Union.

3.14 The Union and the Company support the right to gender expression: therefore,
the provisions of this Agreement are intended to be gender neutral wherever
possible and will be interpreted on that basis. Changes to create gender neutral
language in this Agreement are not intended to change the substantive meaning
of any Article. Wherever the singular or plural is used in this Agreement, the
same will be constructed as meaning the plural or singular if the context requires,
unless otherwise specifically stated.

ARTICLE 4 - MANAGEMENT RIGHTS

4.01 The Union recognizes and acknowledges that, subject to the terms of this
Agreement, the Employer retains all the rights, functions and responsibilities
vested in it as the Employer including, but not restricted to:

(a) the right to operate and manage Blomidon Court and working force of
Blomidon Court in accordance with its commitments and responsibilities
and in such manner as to give the highest possible standard of service
and care to its clients through greater efficiency consistent with fair labour
standards; and

(b} the right to select, hire, direct, transfer, promote, demote, classify, re-
classify, lay-off, re-hire, suspend, discharge immediately for just and
proper cause or otherwise discipline any Employee; to maintain discipline
and efficiency of the Employees.

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

ARTICLE 5 - RECOGNITION

§.01 The Employer recognizes the Union as the exclusive bargaining agent for all Full-
Time and Part-Time Employees of the Employer working at Blomidon Court,
Greenwich, Nova Scotia as Continuing Care Assistants, Recreation Assistants,
Physiotherapy Assistants, Occupational Therapy Assistants and Support
Services Attendants but excluding Registered Nurses and Licensed Practical
Nurses represented by the Nova Scotia Nurses’ Union, Managers, Supervisors
and Clinicians employed by the Employer under a Regional Reporting Structure
and those persons excluded by Section 2(2){(a) of the Trade Union Act. The
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5.02

5.03

inclusion or exclusion of any other classification shall depend upon the mutual
agreement of both parties hereto.

The benefits contained herein may be waived only by written agreement of the
parties. No Employees shall be required or permitted to make any written or
verbal agreement with the Employer, its representatives or supervisor which is
contrary to the terms of this Collective Agreement.

Should a new classification be created by the Employer within the bargaining
unit, during the term of this Agreement, the Employer and Union shall negotiate
the rate of pay with working conditions subject to this Agreement. Nothing herein
prevents the Employer from filling such position and having Employees working
in such positions during such negotiations.

ARTICLE 6 - PROHIBITION OF DISCRIMINATION

6.01

6.02

6.03

6.04

The Employer and the Union agree that there shall be no discrimination,
interference, restriction, or coercion exercised or practiced with respect to any
Employee in the matter of hiring, wage rates, training, up-grading, promotion,
transfer, lay-off, recall, discipline, classification, discharge, or otherwise by
reason of:

(a) age, race, colour, creed, national origin, political, or religious affiliation, sex
or marital status or any other ground contrary to the Human Rights Act
(Nova Scotia), or

(b) membership or activity or non-activity in the Union, or any other reason,
contrary to the Trade Union Act (Nova Scotia).

The parties agree that discrimination contrary to the prohibited grounds set out in
Article 6.01 will not be condoned.

The Employer strictly prohibits any conduct that constitutes harassment
(including sexual harassment) of any kind. The Union and employees support a
workplace free from harassment.

“Harassment’ is defined in the Workplace Harassment Policy of the Employer.
The Respectful Workplace and Anti-Harassment Policy of the Employer outlines
the method for an Employee to access help if an Employee feels that they are
being harassed. All Employees are encouraged to read and review the
Workplace Harassment Policy. The Union will be provided with a copy of any
amendments to the Respectful Workplace and Anti-Harassment Policy.



ARTICLE 7 - UNION SECURITY AND DUES DEDUCTION

7.01

7.02

7.03

7.04

7.05

7.06

7.07

The Employer shall deduct from Full-Time and Part-Time Employees, any dues
or assessments in accordance with the constitution and by-laws of the Union on
its members. Deduction of union dues shall commence upon hire date. It shall
be a condition of employment for all Part-Time and Full-Time Employees
currently employed by the Employer and all new Full-Time and Part-Time
Employee, that they take out and maintain membership in the Union.

All amounts so deducted, shall be forwarded by the Employer to the Local
Secretary/Treasurer of the Union not later than the 15th of the month following
the month for which such deductions were made. The dues remittance shall
include the following:

. Pay period for which deductions have been made.

. Employees name, employee status (Full-Time, Part-Time, Temporary) and
employee numbers (alphabetical).

. Employees addresses.
° Dues deduction per employee.
. Dues deduction total.

The Employer will provide the Union on the 15" day of each month with a list of
all new Full-Time and Part-Time Employees who are covered under the
bargaining unit and all such Employees who were included on the previous
month and have since (1) left the Employer; (2) been promoted to a non-
bargaining unit position; (3) changed surnames; or (4) been granted leave of
absence.

The Union must advise the Employer in writing of the deduction(s) to be made in
Article 7.01.

The Union agrees to inform the Employer four (4) weeks in advance of the date
of any change in the amount of Union dues.

The Union shall indemnify and save the Employer harmless from any liability
arising out of deductions made in accordance with Article 7 herein.

The Employer and the Union agree to share on a 50/50 basis the cost of
reproducing the Collective Agreement.



7.08

7.09

The Employer agrees to acquaint new Employees with the fact that a Collective
Agreement is in effect, and with the conditions of employment set out in the
articles dealing with Union Security and dues deductions.

Shop Steward shall be given an opportunity to speak to new Employees during
the orientation of new staff to the facility for the purposes of acquainting them
with the benefits and duties of Union membership. A copy of the Coliective
Agreement will be provided to the Employee at this time.

ARTICLE 8 - LABOUR MANAGEMENT COMMITTEE

8.01 (a) A Labour-Management Cooperative Committee shall be established

8.02

8.03

consisting of two (2) representatives of the Union and two (2)
representatives of the Employer.

(b} The Labour-Management Committee shall not negotiate or amend or alter

any terms of the Collective Agreement.

(c) The Labour-Management Committee shall be responsible for:

(i) defining problems;
(i) developing viable solutions to such problems;

(i)  making recommendations to the appropriate Employer and/or
Union authority.

Employees shall not suffer any loss of pay for time spent with this Committee.
The Employer shall make every reasonable effort to schedule such meetings
during the employee’s working hours.

The Union will supply the Employer with the names of its officers, including the
Labour-Management Committee within one (1) week of their appointments.

The Labour Management Committee will meet on a quarterly basis or more
frequently if the parties mutually agree to the need.

ARTICLE 9 - UNION REPRESENTATION

9.01

Notification

The Union shall notify the Employer of the names of its local stewards and
executive.



9.02

9.03

9.04

9.05

9.06

Union Representation

The Employer recognizes the right of the Union to elect representatives who shall
be responsible for the day to day administration of the Collective Agreement. An
Employee who is so designated by the Union shall be allowed a reasonable
amount of time, without loss of regular pay or benefits, to attend meetings with
the Employer during normal working hours to assist in matters relating to the
Agreement.

Such a representative must request and obtain permission from their immediate
supervisor prior to leaving and report to the supervisor immediately upon return.
Such permission shall not be unreasonably withheld.

The Union shall have the right at any time to have the assistance of a paid Union
Representative when dealing with the employer. Such representative shall, with
permission, have access to the Employer's premises in order to investigate and
assist in the resolution of a grievance and, if necessary, be provided with a
confidential location to meet with the Employee(s). Permission will not be unduly
withheld. The Union agrees that Union activities not provided for in this
Agreement will not take place during working hours or on the premises of the
Employer, without the consent of the Employer.

Leave of Absence for Union Business

On request of the Union, leave without pay may be granted to Union
representatives to attend to Union business, conventions, conferences for
education programs and committees. Approval is to be determined by the
Employer and shall not be unreasonably denied. Where possible the Union shall
endeavour to provide at least four (4) weeks notice but shall not provide less than
two weeks.

Up to two (2) representatives designated by the Union shall not suffer loss of pay
as a result of involvement in direct negotiations between the Employer and the
Union. The Union will advise the Employer in writing of the names of the
Employee Representatives on this Committee. Part-Time Employees who are
committee members shall receive pay to compensate for any shifts lost due to
direct negotiations.

Union to Reimburse Employer for Approved Union Leave

Where requested by the Union in writing, the Employer shall continue to pay the
gross pay and benefits of any employee who is granted leave under Article 9.04
and shall bill the Union an amount equal to the employee’s gross salary and the
Employer's costs of benefits for the period of such leave. The Union shall pay
the bili within a reasonable period of time.
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9.07

9.08

The Employer shall provide butletin board space accessible to all members upon
which the Union may post its notices and Union information.

Union Executive Positions

Where the Union has determined the requirement for a fulltime elected Union
Executive position under the following headings: President (NSGEU), First Vice
President, Second Vice President, Third Vice President, Secretary Treasurer;
President and Secretary Treasurer of the National Union of Public Employees
(NUPGE), or President of the Nova Scotia Federation of Labour an approved
leave of absence without pay shall be granted for the term(s) they are to serve,
up to thirty six (36) months.

Upon expiration of their term of office or a period of thirty six (36) months,
the employee shall be reinstated in the position they held immediately
prior to the commencement of leave, or in a position mutually agreed
upon by the employee and the Employer.

ARTICLE 10 - GRIEVANCE PROCEDURE

10.01

10.02

10.03

10.04

A grievance under this Collective Agreement shall be defined as any difference
or dispute arising out of the interpretation, application or administration of this
Collective Agreement.

Step 1 - Informal Resolution - Within five (5) working days after the date of the
occurrence or discovery of the grievance, the Employee and a Shop Steward
and/or a Union Representative or the Union representative shall first notify the
immediate Supervisor (or designate) that this is Step 1 of the grievance
procedure and discuss the grievance with the Supervisor (or designate) who
shall provide the Employee and Union representative with a verbal answer within
five (5) working days.

Step 2 - Formal Written Grievance - Should the verbal answer given by the
Supervisor or designate at Step 1 not be acceptable to the grievor the grievance
shall be submitted in writing to the Site Manager (or designate) within ten (10)
working days of the receipt of the decision in Step 1. The Site Manager (or
designate) shall give their reply in writing, within ten (10) working days of receipt
of the grievance.

Step 3 - Review by Reqgional Manager - If the decision of the Site Manager (or
designate) is not acceptable to the grievor, the grievance shall be referred to the
Regional Manager (or designate) who shall meet if requested with the Grievance
Committee within fifteen (15) working days. The Regional Manager (or
designate) shall reply in writing, within fifteen (15) working days following such
meeting.



10.05

10.06

10.07

10.08

10.09

10.10

10.11

10.12

Arbitration - Should the decision of the Regional Manager (or designate) not be
acceptable, the Union shall notify the Regional Manager (or designate) in writing
within thirty (30) working days of its desire to proceed to arbitration.

Arbitration - in the event that a grievance is submitted to arbitration, the case
shall be heard by a single arbitrator unless it is mutually agreed by the Employer
and the Union that the case should be heard by a three person board of
arbitration. A three (3) person board shall be selected as follows: the Union and
the Employer shall each appoint a member of the arbitration board within ten (10)
days' notice of arbitration. The nominees for the Board shall then jointly appoint
a Chairperson within ten (10) days of the date when the last of those nominees is
appointed. Should the nominees fail to agree in the selection of a Chairperson,
the Chairperson shall be named by the Minister of Labour.

The Union and the Employer shall agree upon a single arbitrator within four (4)
weeks. In the event of a failure to agree, the single arbitrator shall be appointed
by the Minister of Labour.

Pre-Hearing Disclosure - The Arbitrator or Arbitration Board has the power to
order pre-hearing disclosure of relevant documents at the request of one party to
the Arbitration with notice to the other affected Party.

Unless otherwise agreed hetween the parties, the Board of Arbitration or single
arbitrator shall be requested to render a decision in writing within thirty (30) days
following the hearing. Arbitration awards shall be final and binding as provided in
the Trade Union Act. An Arbitrator or Board of Arbitration may not alter, modify
or amend any part of this Agreement, but shall have the power to modify or set
aside any unjust penalty or discharge, suspension or discipline imposed by the
Employer on an Employee.

The Employer and the Union shall pay the fees and expenses of the member it
appoints to the board and bear an equal share of any expenses incurred by the
Chairperson of the board.

A Policy Grievance is one where either party to this Agreement disputes the
general application or interpretation of this Agreement. The policy grievance
shall be initiated at Step 3 of the Grievance procedure within fifteen (15) days
after the circumstances given rise to the grievance occurred or ought reasonably
to have come to the attention of the party.

Employer Grievance - The Employer may institute a grievance by delivering the
same in writing to the President of the Union or designate and the President of
the Union shall answer such grievance within fifteen (15) working days. If the
answer is not acceptable toc the Employer, the Employer may, within fifteen {15)
working days from the day the President of the Union gives their answer, give ten
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(10) days' notice to the President of the Union of its intention to refer the dispute
to arbitration.

10.13 For the purposes of this Article only, workdays shall be Monday to Friday
inclusive. The calendar date of holidays is exempt from this count.

10.14 Mediation may be used as an additional or an alternate process to arbitration
with mutual agreement of the Union and the Employer.

10.15 The time limits referred to in this Article may be extended by mutual agreement
between the parties, extension shall not be recognized unless confirmed in
writing.

10.16 At any meeting that may occur during the grievance procedure, the employee
shall have the right to Union representation. The process shall not be
unreasonably delayed.

ARTICLE 11 - SENIORITY, LAYOFF AND RECALL

11.01 Seniority shall operate on a bargaining unit wide basis unless otherwise agreed.
Seniority shall be defined as length of time in the bargaining unit. In case that
more than one (1) Employee commences work on the same date all Employees
so affected will have their seniority determined by a draw in the presence of a
Union representative within thirty (30) days of the hire date into a position in the
bargaining unit. The results of such draw to be acknowledged in writing and
signed off by both the Employer and Union.

11.02 The Employer will post a copy of the seniority list in January and July of each
year and a copy will be mailed to the Union Office. Any disagreement with the
posted seniority list must be reported to the immediate Supervisor (or designate)
in writing within thirty (30) days of the posting of the list. If no written objection is
received by the Employer within the thirty (30) days, the seniority list shall be
deemed to be correct and accurate in all respects.

11.03 A layoff shall be defined as a reduction in the work force.
11.04 An Employee shall only lose their seniority and employment in the event that:
(a) they are discharged for just cause and are not reinstated;

(b) they resign for any reason and fails to withdraw such resignation within
three (3) business days;

(c) they are absent from work in excess of three (3) scheduled shifts without
sufficient cause or without notifying the Employer, unless such notice was
not reasonably possible;
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11.05

11.06

11.07

11.08

11.09

(d) after recall they fail to notify the Employer within seven (7) calendar days;
(e) they are laid off for more than twelve (12) months;
()  they retire for any reason;

(g) they fail to return from an authorized leave of absence or takes other
unauthorized employment while on an authorized leave of absence.

In the event of layoff, Employees shall be laid off in reverse order of seniority
within each classification available. If there is no Employee in the Employee's
classification who can be displaced as provided herein, the Employee who is to
be laid off may exercise seniority in another classification if that employee is
qualified to perform the remaining work and the Employee being displaced has
less seniority.

No employee outside the bargaining unit shall be employed as a Full-Time or
Part-Time Employee until all those Employees off work as a result of a layoff
have been given an opportunity for recall. An Employee who is on layoff may
indicate their availability to work relief shifts. Working relief shifts shall not affect
an Employee’s recall rights nor shall it constitute a recall.

Fifteen (15) days written notice of layoff will be given to an employee, with a copy
provided to the Union, except for layoff that results from labour disputes or
unforeseen circumstances beyond the Employer's control in which cases as
much notice as possible will be given.

An Employee will be recalled by telephone followed by registered mail.
Employees are responsible for leaving their current address and telephone
number with the Employer. The recali date will be the date of notification by
registered mail.

An Employee is expected to return to work on the date requested by the
Employer. The Employee may, if their personal circumstances require, extend
their date for return to work for a maximum of seven (7) calendar days.

ARTICLE 12 - JOB POSTINGS

12.01

Job Posting Procedure

(a) Where a vacancy occurs, a new Full-time position is created within the
bargaining unit or a vacancy exists as the result of a leave of absence of
ten (10) weeks or more, it shall be posted within seven (7) days of such
vacancy occurring for seven (7) days on a designated board situated in a
convenient place and posted on the Employer's intranet.
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12.02

(b)  Each posting shall be accompanied by either a brief description of the job
(or directions as to where job information can be found) and shall indicate
whether the appointment is Full-time, Part-Time designation, permanent or
temporary.

(c) Applications are to be submitted directly to the Site Manager (or
designate) for consideration and must be in writing.

(d) In determining the successful candidate when filling a vacant position,
seniority shall be the determining factor where two or more candidates are
deemed by the Employer to be relatively equal in the ability, skills and
qualifications to perform the required duties of the job. Nothing shall
prevent the Employer from temporarily filling positions during the seven (7)
day period. The Employer will endeavour to award all posted vacancies
within three (3) weeks of posting. The Employer will endeavour to fill the
positions within a reasonable time, whenever possible.

(e) No applications received from outside advertisements for any vacancy
within the bargaining unit shall be processed until the applications of
present Employees have been fully processed.

Trial Period

Should an existing Employee be the successful applicant, they shall be placed on
a trial period for two hundred and forty (240) hours worked in their new position.
If the Employer determines that they are unsatisfactory in their new position or if
the Employee feels that they are unable to perform their duties prior to the end of
the trial period, the Employee shall be returned to their former or equivalent
position and salary and any other Employee promoted or transferred because of
the rearrangement of positions shall be returned to their former or equivalent
position and salary. An Employee may only request to leave a new position
within the two hundred and forty (240) hours worked if they have not requested to
leave another position within the two hundred and forty (240) hours worked.

12.03 Restrictions on Applications for Posted Positions

(@) A Ful-Time Employee who is successful in applying for a posted
temporary position may not apply for another posted temporary position
until the current temporary position is completed unless mutually agreed.

(b) A Part-Time Employee who is successful in applying for a posted
temporary position may not apply for another posted temporary position
while in the temporary position uniess mutually agreed. However, if a
permanent vacancy arises they may apply.
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ARTICLE 13 - HOURS OF WORK

13.01 Normal Work Week

13.02

(a)

(b)

(c)
(d)

(e)

(®)

(@)

Subject to the Employer's right to determine work schedules, the normal
hours of work for a Full-Time Employee shall average 80 hours biweekly
over the period of the rotation, except as provided in Appendix “C".

Subject to operational requirements, schedules will generally be
combinations of eight (8) and twelve (12} hour shifts. The employer may
from time to time add four (4) hour shifts as necessary.

Shift rotations will be part of the schedule.

The Employer recognizes that regular Full-Time Employees want and
deserve as much regularity and predictability in their hours of work as
possible. The Employer agrees that there will be no arbitrary or
unreasonable changes in shifts.

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

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

Unless an Employee has been laid off each Employee in the Bargaining
Unit will be scheduled for the number of hours outlined for the position
then held by each Employee.

Rest and Meal Periods

Each twelve (12) hour shift shall be inclusive of two (2) thirty (30) minute paid
meal breaks, and two (2) paid fifteen (15) minute rest periods in an area made
available by the Employer.

Each eight (8) hour shift shall be inclusive of one (1) thirty (30) minute paid meal
break and two (2) paid fifteen (15) minute rest periods in an area made available
by the Employer.

Each four (4) hour shift shall include one (1) paid fifteen (15) minute rest period.
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13.03

Meal Provisions

If an Employee works four hours or more beyond their regularly scheduled shift a
meal will be provided by the Employer. If the meal is required between 7 p.m.
and 7 a.m. the Employee shail be reimbursed for the cost of a meal not to
exceed fourteen ($14) dollars upon presentation of a receipt.

13.04 Weekends Off

13.05

13.06

13.07

(a) Full-Time Employees may be required to work two (2) out of four (4)
weekends.

(b) Part-Time Employees may be required to work two (2) out of every three
(3) weekends.

Time Off Between Regular Shifts

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

Posting of Schedule

Work schedules shall be posted for each department at least two weeks in
advance.

Shift Exchanges

The Employees exchanging shifts shall give written notification to the Scheduling
Coordinator or designate within twenty four (24) hours for shift exchanges during
the Monday to Friday work week and within two (2) business days for shift
exchanges on weekends and holidays, and must receive the consent of the
Scheduling Coordinator or designate, such consent not to be unreasonably
withheld, and there shall be no increased cost to the Employer. Where two
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 parties that the arrangement shall cease. Such
notice shall be given at least two weeks’ notice prior to the posting of the next
schedule.
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13.08

Change of Posted Hours

The Employer will endeavour to provide twenty-four (24) hours' notice to an
Employee when their hours of work as posted have to be changed. If the hours
of work are changed without twenty-four (24) hours' notice and without the
agreement of the Employee, the Employee shall receive overtime compensation
for all the hours worked which have been changed. This Article applies only to a
change in the posted schedule and not call-ins.

13.09 Special Provisions for Call-Backs

13.10

13.11

When an Employee is recalled to work outside their scheduled working hours
after they have left the facility, they shall be paid for not less than four (4) hours.

Late Arrival for Call-In Shifts

When an Employee is called in to work a regular shift one half (1/2) hour or less
prior to the commencement of the shift and arrives within one (1) hour of the
commencement of the shift, then they will be paid for the full shift provided that
they work until the normal completion of the shift. An Employee called in to work
after the commencement of the shift and arriving within one (1) hour of the time
of the call-in shall be paid from the time of the call.

(a) Additional Shifts

When extra shifts or hours of work are available to be assigned within a
classification, such extra shifts or hours of work will first be offered to
qualified Part-Time Employees in the classification, then to Casual
Employees and then to Full-Time Employees provided that by following
the provisions of this Article, no overtime is incurred.

{b) Part-Time Employee’s Replacement (Extra) Shifts

(i) Part-Time Employees shall indicate to the Employer whether or not
the Employee is interested in the assignment of shifts that are
known prior to posting (extra shifts).

(ii) Part-Time Employee may be assigned extra shifts when the
schedule is being prepared. The Employer shall normally assign
extra shifts to Part-Time Employees as equitably as possible. If
extra shifts still exist after assignment of the extra shifts to Part-
Time Employees, the Employer may offer the extra shift(s) to
Casual Employees.
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(c)

After Posting/Call In Shifts

When call in shifts become available (after a shift schedule has been
posted) such shifts will be assigned as equitably as possible to Part-Time
and Casual Employees.

ARTICLE 14 - OVERTIME

14.01 Overtime

(a)

(b)

(c)

(d)

(e)

()

A Full-Time employee who has worked all their regularly scheduled shifts
in the bi-weekly period will be entitled to overtime compensation for the
hours worked in excess of their regular schedule.

Overtime for Part-Time employees is defined as hours worked in excess
of 84 hours in the bi-weekly pay period.

Hours worked for the purposes of this article includes regular hours
worked, paid holidays, paid vacation, paid sick leave and paid leave of
absence but excludes unpaid sick leave, workers’ compensation pay and
overtime.

Overtime will be compensated, by the Employer granting to the Employee,
pay at the rate of one and one-half times (1%2x) the Employee’s regular
hourly rate for the overtime worked.

All overtime must be authorized by the Employer or representative of the
Employer.

Overtime shall be distributed by seniority among qualified Employees in
the classification who have declared availability; however, if no Employee
is willing to work the overtime, the Employer will require employees to
work overtime in the bi-weekly pay period starting with the least senior
employee in the workplace and then by rotation in reverse order of
seniority among employees in the workplace.

When a new bi-weekly pay period starts, the Employer will commence this
process again starting with the least senior employee in the workplace.

An Employee who agreed to work additional hours in a day not regularly
scheduled to work will not be required to work overtime on that day.

ARTICLE 15 - LEAVES OF ABSENCE

15.01 Personal Leave
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The Employer may grant or refuse a request for a leave of absence without pay
and without benefits for good and sufficient cause (“personal leave”) provided
such leave may be arranged without undue inconvenience to the normal
operations of the Employer's facility. Applicant when applying must indicate the
date of departure and specify the date of return.

15.02 Sick Leave

(a)

(b)

(c)

Indemnity Benefit

Sick leave with pay is an indemnity benefit and not an acquired right. An
Employee who is absent from a scheduled shift on approved sick leave
shall only be entitled to sick leave with pay if the Employee is not
otherwise receiving pay from the Employer (which includes, but is not
limited to holiday pay, vacation pay, and paid leave of absence for that
day) or from a third party insurer (including payments under the Workers'
Compensation Act), and providing the Employee has sufficient sick leave
credits.

Credit Accumulation

(i) Paid sick leave shall accumulate at the rate of 0.06924 per hour
worked not including sick time, effective the first day of employment
as a Full-Time or Part-Time Employee.

(i) The maximum amount of accumulation shall be 640 hours.

(i)  Sick leave pay received by an Employee will be deducted from their
accumulated total.

Entitlement to Sick Leave

(i) An iliness or injury for which Workers' Compensation is payable
shall be deemed not to be a personal illness or injury for which an
Employee is eligible to receive sick leave pay from the Employer or
a third party insurer.

(i) An Employee may be required by the Employer to produce medical
documentation from a legally qualified medica! practitioner for any
period of absence for which sick leave is claimed by an Employee
(normally only for absences in excess of three (3) working days)
and if medical documentation is not produced within five (5)
business days after such a request, the Employee will not be paid
until such time as the appropriate medical documentation has been
received.
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(d)

(iii)  In the event of an unjustified failure by an Employee to notify the
Employer that they will be absent from work due to sickness, the
Employee shall not be entitled to sick leave pay for that day.

(iv) Employees can accumulate, but cannot use sick leave credits
during their probationary period.

Workers' Compensation

Payment for time lost due to Workers' Compensation injury will be made
according to the Workers' Compensation Act (Nova Scotia). Workers'
Compensation cheques will be made payable directly to the Employee.
However, the Employer will allow the Employee to deduct from their sick
leave credits payment for lost shifts on the first two days of Workers'
Compensation entitlement, provided that they have sufficient sick leave
credits.

15.03 Pregnancy Leave

(a)

(b)

(c)

A pregnant Employee shall be entitied to Pregnancy Leave in accordance
with the provisions of the Nova Scotia Labour Standards Code as
amended from time to time, upon:

(i) giving the Employer four (4) weeks notice of the date that they will
begin the ieave and the date they will return to work; and

(i) providing to the Employer, where the Employer so requests, a
certificate of a legally qualified medical practitioner stating that the
Employee is pregnant and specifying the expected date of delivery.

If an Employee cannot give four (4) weeks notice to their Employer
because the baby is born early or because of medical condition, they must
give as much notice as reasonably possible.

The Employer may require medical verification of the Employee’s
condition prior to such a leave and also may require further medical
verification at the conclusion of the leave of absence that the Employee is
physically able to resume normal duties upon return.

Nothing shall preclude the Employer from requiring a pregnant Employee
prior to their confinement to go on such leave of absence on the grounds
that their physical condition while at work constitutes a hazard to
themselves, a resident, or their fellow Employees or is interfering with their
ability to perform their duties.
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(d)

(e)

(f)

When an Employee commences pregnancy leave an Employee may
continue group insurance coverage by paying the Employer, on a monthly
basis in advance of the Employer's remittance of premiums to the insurer,
one hundred percent (100%) of the premiums payable with respect to the
Employee, and the Employer will remit the premium to the insurer.

When an Employee reports for work upon the expiration of the period
referred to above, the Employer shall permit them to resume work with no
loss of seniority or benefits accrued to the commencement of the
matemnity leave.

The clauses of this Article shall be considered as being automatically
amended should applicable legislation be changed to provide benefits
more favorable to the Employees than those contained herein.

15.04 Parental and Adoption Leave

An Employee shall be entitled to Pregnancy Leave in accordance with the
provisions of the Nova Scotia Labour Standards Code as amended from time to

time.

If an Employee is taking both pregnancy and parental leaves, they must take
them consecutively and not go back to work between the two leaves.

15.056 Leave For Birth of Child

An Employee will be granted two (2) days leave for the birth of a child. One (1)
day will be with pay.

15.06 Leave for Adoption of Child

An employee who is not taking adoption leave pursuant to Article 15.04
(Parental and Adoption Leave) shall be granted one (1) day's leave with pay for
the purpose of the adoption of a child by the employee. This leave may be
divided into two (2) periods and granted on separate days. The employee may
also be granted one (1) day without pay.

15.07 Bereavement Leave

(@)

(b)

If a death occurs in the immediate family of an Employee when said
Employee is at work, the said Employee shall be granted bereavement
leave with pay for the remainder of their shift.

If a death occurs in the immediate family of an Employee, said Employee
shall be granted five (5) consecutive days paid leave of absence effective
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(c)

(d)

immediately following the death (and for no other days) provided they are
days when the Employee would nomally be scheduied to work.

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

"Immediate family” is defined as father, mother, brother, sister, spouse,
common- law spouse, child of the Employee, current father-in-law, current
mother-in-law, stepchild, current step-parent, son-in-law, daughter-in-law,
grandchild, grandparents and ward of the Employee.

Employees shall be entitled to special leave with pay up to a maximum of
two (2) days for the purposes of attending the funeral if such time is
actually missed, in the event of the death of the Employee's brother-in-law,
sister-in-law, aunt, uncle, niece or nephew or a relative permanently
residing in the Employee’s household.

An Employee when for any reason other than bereavement leave would
not be considered to be at work, shall not be eligible for bereavement
leave with pay if a death occurs in their family subject to Article 16.04
Bereavement Leave During Vacation.

15.08 Jury and Witness Duty

Leave of absence without loss of regular pay shall be given to an employee other
than an employee on leave of absence without pay or under suspension, who is
required:

(@)

(b)

(c)

(d)

()

(f)

to serve on a jury; or

by subpoena or summons to attend as a witness in any proceedings for an
employment related matter pertaining to the Employer, Shannex Inc., held
in or under the authority of a court or tribunal; or

by the Employer to appear as a witness in a legal proceeding, in which
case the time involved shall be considered time worked.

The leave of absence under Article 15.08 shall be sufficient in duration to
permit the Employee to fulfill the witness or jury obligation.

An Employee given Leave for Court without loss of regular pay shall pay
to the Employer the amount that the employee receives for this duty.

The Employer reserves the right to appeal to the court to have “key”
employees relieved of Jury Duty. It is the employee’s responsibility to
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come to work at any time during their scheduled shifts that they are not
actually required for Jury Duty or to be present in Court.

15.09 Leave for Family lliness\Specialist Appointments

Employees with sufficient sick leave credits shall be allowed paid leave of
absence up to forty (40) hours per calendar year:

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

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

Leave under this Article shall be deducted from the Employee’s sick bank as
provided in Article 15.02.

15.10 Compassionate Care Leave

15.11

Employees will be entitled to unpaid leave in accordance with the
Compassionate Care Leave provisions in the Nova Scotia Labour Standards
Code, R.S.N.S. 1989, c. 246 as amended.

Leave for Storms or Hazardous Conditions

It is the responsibility of the Employee to make every reasonable effort to arrive
at work as scheduled, however, during storm conditions, when such arrival is
impossible, or delayed, all absent time will be deemed to be leave, and the
Employee has the option to:

(a) Take the absent time as unpaid; or
(b)  Deduct the absent time from accumulated holiday time or vacation; or
(©) When the Employee has no entitlement to accumulate paid leave, the

Employee may, with approval of the Employer, make up the absent time
as the scheduling allows.

15.12 Leave for Public Office

(a8) The Employer recognizes the right of an Employee to participate in public
affairs. Therefore, upon written request, the Employer shall allow leave of
absence without pay, without benefits and without further accumulation of
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seniority, but without loss of already accumulated seniority so that an
Employee may be a candidate in federal, provincial or municipal elections.

(b) An Employee who is elected to public office shall be allowed leave of
absence without pay, without benefits and without further accumulation of
seniority but without loss of already accumulated seniority during their
terms of office for a maximum of up to two (2) years.

15.13 Leave for Parent of a Critically Ill Child

An Employee who has been employed by the Employer for a period of at least
six (6) consecutive months of continuous employment and is the parent of a
critically ill child is entitled to an unpaid leave of absence in accordance with the
Labour Standards Code.

15.14 Domestic Violence Leave

Employees shall be entitled to leave for Domestic Violence in accordance with
the provisions of the Nova Scotia Labour Standards Code, as amended from
time to time.

ARTICLE 16 - VACATIONS
16.01 Vacation Entitlement - Full-Time

Paid vacation leave shall be earned on the basis of regular hours paid. Regular
hours paid for the purpose of this Article shall include regular hours worked, paid
vacation hours, paid sick leave, paid holidays, paid leave of absence, paid union
leave, but excludes overtime and WCB.

(a) Full-Time Employees shall accumulate annual vacation leave as follows:

(i) during the first five (5) years and 10400 hours paid as a member of
the bargaining unit, at the rate of ten (10) hours for each one
hundred and seventy three and three-tenths (173.3) hours paid (i.e.
fifteen (15) days during the first five (5) years);

(i) after five (5) years and 10400 hours paid as a member of the
bargaining unit, at the rate of thirteen and three-tenths (13.3) hours
for each one hundred and seventy three and three-tenths (173.3)
hours paid (i.e. twenty (20) days between five (5) years and fifteen
(15) years); and

(i)  After fifteen (15) years and 31200 hours paid as a member of the
bargaining unit, at the rate of sixteen and two-thirds (16.67) paid for
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each one hundred and seventy three and three-tenths (173.3)
hours paid (i.e. twenty-five (25) days after fifteen (15) years).

(iv)  For the purposes of this Article “day” shall mean an eight (8) hour
day.

(b) Employees can accumulate, but cannot use vacation credits during their
probationary period.

Years Hours Paid Vacation Entitlement

0-1 year 2080 hours 10 hours for each 173.3
hours paid; not to exceed 3
weeks/15 days

1-5 years 2081 — 10400 hours 3 weeks; 15 days

5-15 years 10401 — 31200 hours | 4 weeks; 20 days

15 years and beyond 31201 or more hours 5 weeks; 25 days

16.02 Vacation Entitlement - Part-Time

Part-Time Employees shall receive vacation leave pro rated as per Article 15.01.
Vacation pay will be paid out to Part-Time Employees once per year, no later
than the second pay peried in July.

16.03 No Waiver of Vacation Leave

No Employee shall be allowed to waive vacation and receive pay in lieu of vacation.

16.04 Bereavement L eave During Vacation

During an Employee's vacation, if there is a bereavement for which an Employee
is entitled to bereavement leave under Article 15.07, the Employee shall, upon
request and proper noftification to the Employer, be considered to be on
bereavement leave. The period of vacation so displaced shall be rescheduled in
accordance with Article 16.05.

16.05 Requesting and Scheduling Vacation Leave

(a) Vacation shall be scheduled in a manner that will least interfere with the
operation of the facility. The vacation year is January 1st - December 31st.

(b} For vacation during the period between January and May 31st, the request
must be submitted prior to October 1st of the preceding year, in corder for
seniority to be considered. The Employer shall respond to vacation requests
for this time period by December 1st.

23



(©)

(d)

(e)

(f)

For vacation for the period between June 1st and December 31st, the
request must be submitted prior to March 1st, in order for seniority to be
considered. The Employer shall respond to vacation requests for this time
period by May 1st. Notwithstanding the foregoing, Employees may apply
seniority during the summer period between June 15th and September 15th
only twice to take up to two (2) consecutive weeks or two one (1) week
blocks of vacation leave between June 15th and September 15th until all
employees have had an opportunity to have 2 weeks vacation in the summer
period.

Vacation requests received outside the above deadlines shall be granted on
a first come, first serve basis, unless requests from two or more Employees
are made on the same day for the same vacation period in which case
seniority shall be used to resolve the conflict. The Employer shall respond to
the request within seven (7) days.

Vacation granted under (b) and (c) above shall be posted by the Employer
no later than the Employer's response date in each of these provisions.

If an Employee has been unable to schedule vacation, including any carried
over pursuant to Article 16.06, by October 1% of the vacation year, the
Employer may, after discussing with the employee, schedule the remaining
vacation days in excess of the carry over entitlement.

16.06 Vacation Carry Over

(@)

(b)

(c)

Except as otherwise provided in this Agreement, vacation leave for a period
of not more than eighty (80) hours may, with the consent of the employer, be
carried over to the following year. Request for vacation carry over
entitlement shall be made in writing by the Employee to the Employer not
later than October 1st of the year in which the vacation is earned, provided
however that the Employer may accept a shorter period of notice of the
request. The Employer shall respond in writing within one (1) calendar
month of receiving an employee’s request. Vacation carry over pursuant to
this article does not include vacation requests approved by December 1 for
the January 1 — May 31st vacation period.

An Employee scheduled to take vacation and who is unable to do so within
the vacation year due to illness or injury shall be entitled to carry over this
unused vacation to the subsequent year.

An Employee shall make every reasonable effort to schedule vacation
carried over pursuant at (a) and (b). The Employer will not unreasonably
refuse requested vacation time.

16.07 Employee Compensation Upon Termination
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An Employee, upon their separation from the Employer, shall be compensated for
earned vacation leave which they have not taken.

16.08 Employer Compensation Upon Termination

An Employee, upon their separation from the Employer, shall compensate the
Employer for vacation which was taken but to which they were not entitled. 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.

16.09 Recall From Vacation

The Employer will make every reasonable effort not to recall an Employee to duty
after they have proceeded on vacation leave or to cancel vacation once it has been
approved an employee who volunteers to be called for work opportunities is not
recalled within the meaning of this article.

16.10 Reimbursement of Expenses Upon Recall

(a) If an Employee’s vacation is approved and then cancelled by the Employer
causing the employee to lose a monetary deposit on vacation
accommodations and/or travel and providing the employee does everything
reasonably possible to mitigate the loss, and providing the Employee notifies
the Employer that the monetary loss will be forfeited, the Employer will
reimburse the Employee for the monetary deposit. Cancellation of vacation
will be in reverse order of seniority subject to the Employer incurring
additional cost.

The Employee must provide proof of a loss as set out above.
(b) The Employer will make every reasonable effort not to require an Employee

to return to work after they have commenced paid vacation leave.
Employees will be recalled from vacation in reverse order of seniority, except
where the Employer establishes the need for special skills and qualifications
and where additional cost will be incurred.

ARTICLE 17 - HOLIDAYS

17.01 Holidays

The following days are recognized holidays with pay:

New Year's Day

25



Heritage Day

Good Friday

Easter Monday
Victoria Day

July 1st

First Monday in August
Labour Day

National Day of Truth and Reconciliation
Thanksgiving Day
Remembrance Day
Christmas Day

Boxing Day

In the event that the Province of Nova Scotia declares a statutory holiday not
listed above, this holiday shall be recognized by the Employer and should be
added to this Article.

17.02 Holiday Pay

(a) A Full-Time Employee shall receive holiday pay equal to eight (8) hours at
their regular hourly rate of pay subject to Article 17.03. Such holiday pay
shall be paid to Full-time Employees who are not participating in a
smoothing rotation semi-annually, Full-time Employees who are
participating in a smoothing rotation will be paid out any remaining holiday
pay in the first pay period of February in the next year.

(b) A Part-Time Employee shall receive pro-rated holiday pay subject to
Article 17.03. Such holiday pay shall be paid to Employees semi-annually.

17.03 Qualification for Holiday Pay

All Employees shall only qualify for their above holiday pay if they have worked
on their regular scheduled working day immediately preceding and immediately
following the holiday. For the purposes of this Article, Employees who are on
paid bereavement leave or paid vacation will be entitled to the holiday.
Employees who are on paid and unpaid sick leave and Worker's Compensation
do not qualify for holiday pay pursuant to this Article.

17.04 Work on a Holiday

When a Full-Time Employee or Part-Time Employee who has completed their
probationary period is required to work on any of the holidays listed in Article
16.01, the Employer shall pay the Employee for all hours worked at the rate of
one and one-half times (1.5x) their regular rate of pay.

17.05 No Pyramiding
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There shall be no pyramiding of benefits.
17.06 Christmas/New Year Period

The Employer shall endeavour to give each Employee either Christmas or New
Year's Day off. This shall be done on an alternate basis, that is, Christmas Day
off one year and New Year's Day off the next year. Employees may request to
shift exchange Christmas Day and New Year's Day shifts and such requests
shall not be unreasonably refused. Any such shift exchange shall not result in an
increased cost to the Employer.

The master time schedule shall be waived during the period December 15 to
January 15. Adequate staffing must be maintained at all times.

Subject to the efficient operational requirements of the home, the Employer will
endeavour to provide Full-Time Employees with five (5) consecutive days off for
Christmas or New Years and Part-Time Employees with three (3) consecutive
days off for Christmas or New Years.

ARTICLE 18 - WAGES

18.01 Employees shall be paid the rate of pay set out in the salary scale in the attached
Appendix “A”.

18.02 (a) Employees hired into a classification with an increment scale shall
advance to the next increment on the wage scale after every two thousand
eighty (2,080) regular hours paid in the position. Regular hours paid for
the purpose of this Aricle shall include regular hours worked, paid
vacation hours, paid sick leave, paid holidays, paid leave of absence, paid
union leave, but excludes overtime and WCB.

(b) Progression in the wage scale is based on service in the classification
listed in 18.02 (a) with the Employer, provided however, on hiring in the
classification, an employee may, at the discretion of the Employer, be
given credit for previous experience in the classification.

18.03 If an Employee has a shortfall in their pay of more than four (4) hours’ pay, the
Employer shall pay the shortfall to the Employee within four (4) business days of
being notified by the Employee.

18.04 Temporary Assignment

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

18.05 Shift Premium

All Employees shall receive a shift premium of two dollars and thirty-five cents
($2.35) per hour for all hours worked between 7:00 p.m. and 7:00 a.m.

18.06 Weekend Premium

All Employees shall receive a weekend premium of two dollars and thirty-five
cents ($2.35) per hour for all hours worked between 11:00 p.m. Friday and 11:00
p.m. Sunday.

18.07 The Employer shall pay wages bi-weekly in accordance with Appendix “A’
attached hereto and forming part of this Agreement.

ARTICLE 19 - GROUP INSURANCE

19.01 Group Insurance

The Employer shail provide group insurance coverage (health care, dental and
life insurance), or comparable insurance coverage during the life of this collective
agreement for participation by all Full-Time and Part-Time Employees, subject to
eligibility requirements.

19.02 Cost Sharing

The Employer shall pay sixty-five percent (65%) of the cost of the premiums for
the extended health and drug plan in 19.01 excluding life and ADD which are one
hundred percent (100%) paid for by the Employer. Dental shall be cost shared
fifty-fifty (50%/50%). Such cost sharing shall become effective the first full pay
period following the ratification of this Collective Agreement.

19.03 Mandatory Participation

Participation in the group insurance plan is mandatory for any Employee who has
completed their probationary period and is otherwise eligible to participate under
the terms of the plan, unless the Employee establishes to the Employer that they
have health care under a spouse's or common-law spouse's plan.

Full-Time Employees and Parnt-Time Employees are eligible to participate in the
group insurance plan provided that they have completed their probationary
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period and have been regularly scheduled to work the minimum hours required
by the insurance carrier.

The Employee must arrange a time to meet with the representative of the
Employer upon completion of the probationary period to complete the necessary
enrolment forms or to establish coverage under a spousal or common law
spousal plan. Failure to do so within a 30 days shall result in the Employee being
enrolled in a plan as a single participant.

19.04 Employees on Unpaid Leave or Layoff

Subject to other provisions of this Agreement, when an Employee commences
unpaid ieave of absence or layoff:

(a) the Employer shall pay its share of the premiums for group insurance
benefits for the balance of the month the leave or layoff commences; and

(b) for a period of twelve (12) months after the calendar month in which the
leave or layoff commences, an Employee may continue group insurance
coverage by paying the Employer, on a monthly basis in advance of the
Employer's remittance of premiums to the insurer, one hundred percent
(100%) of the premium payable with respect to the Employee, and the
Employer will remit the premium to the insurer. The Employee will confirm,
in writing, their intent to pay the full cost of the premiums. Failure on the
part of the Employee to submit payments by the date premium payments
are due shali result in cancellation of benefits.

ARTICLE 20 - RETIREMENT SAVINGS PLAN

20.01 Retirement Savings Plan

The Employer will continue to provide an Employer Sponsored Retirement
Savings Plan.

20.02 Cost Sharing
Eligible employees must enroll with a minimum contribution of 1%. The minimum

contribution will increase to 3% effective October 31, 2023. The Employer will
match Employee contributions of up to 5% of their gross earnings.
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20.03

Enrolment

Full-Time Employees and Part-Time Employees must participate in the Employer
Sponsored Retirement Savings Plan provided that they have completed their
probationary period and have been regularly scheduled to work the minimum
hours required by the plan administrator.

The Employee must arrange a time to meet with the representative of the
Employer within thirty (30) days of the completion of the probationary period to
complete the necessary enrolment forms.

20.04 Employees on Leave or Layoff

Subject to other provisions of this Agreement, when an Employee commences
an unpaid leave of absence or layoff, an Employee may elect to continue
contributions directly to the Plan Administrator. There will be no Employer
contribution during the period of the unpaid leave or layoff.

ARTICLE 21 - STAFF HEALTH AND SAFETY

21.01

21.02

21.03

Occupational Health and Safety Committee

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

Responsibilities of Parties

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

The Employer agrees that in cases where a resident causes damages to an
Employee's uniform such an incident will be brought to the attention of the
Administrator or their designate who will review the incident and reimburse the
Employee for the damage
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21.04 Alcohol and Drug 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 or drug
dependency to undergo a coordinated program of rehabilitation directed to the
objective of their rehabilitation. Provided Employees have sufficient sick leave
credits, they shall be eligible for sick leave benefits for treatment programs.

ARTICLE 22 - RESIGNATION

22.01 Notice of Resignation

Two (2) weeks written notice of resignation shall be given regarding resignation
of employment by the Employee, uniess mutually satisfactory arrangements are
made otherwise.

An Employee may withdraw their notice of resignation within three (3) business
days from the time they submitted their resignation in writing to their Employer.

ARTICLE 23 — DISCIPLINE AND DISCHARGE
23.01 No Employee shall be disciplined or discharged without just and sufficient cause.

23.02 A Union Steward shall be present in any meeting with an Employee in which the
Employee is disciplined, suspended or discharged. The Employee may, in
writing, waive the right to have a Union Steward present. The Union shall receive
a copy of the Employee’s letter of discipline\discharge.

23.03 The record of any disciplinary action shall not be referred to or used against an
Employee at any time after twenty-four (24) months following such action
provided that there has been no additional discipline in the period, excluding
resident abuse, drug or alcohol abuse or workplace harassment.

ARTICLE 24 - PERSONNEL FILES

24.01 Access to Personnel File

Upon request and with at least forty-eight (48) hours' notice, an Employee shall
be permitted to view their personnel file in the presence of management.

ARTICLE 25 - NO STRIKE - NO LOCKOUT

25.01 It is agreed that there shall be no slow-down, curtaiiment of work, strike or
lockout during the term of this Agreement.
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ARTICLE 26 — RETIREMENT

26.01 It is expected that an Employee will give four (4) weeks’ written notice prior to
retirement, unless mutually satisfactory arrangements are made otherwise.

ARTICLE 27 - WORKERS’ COMPENSATION

27.01 Workers’ Compensation

Employees are covered by the Workers’ Compensation Act.

Payment for time lost due to Workers’ Compensation injury will be made
according to the Workers’ Compensation Act (Nova Scotia). Workers’
Compensation cheques will be made payable directly to the Employee.
However, the Employer will allow the Employee to deduct from their sick leave
credits payment for lost shifts on the first two days of Workers’ Compensation
entitiement, provided that they have sufficient sick leave credits.

27.02 WCB Earnings Replacement Supplement

(a)

(b)

()

(d)

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.

Employees may use sick leave credits to supplement the earnings
replacement benefit paid by the Workers’ Compensation Board equal to
the difference between the earnings replacement benefit received by the
employee under the Workers’ Compensation Act and the employee’s net
pre-accident earnings.

A Regular Full Time or Part Time employee who is unable to attend work
for greater than one pay pericd due to workplace illness or injury and who
is awaiting approval of a claim for Workers' Compensation benefits may
have the Employer provide payment from the employee's sick leave
credits equivalent to the benefits they would earn under the Workers
Compensation Act providing the employee is able to establish, to the
Employer, that the illness or injury prevents the employee from working
and the employee has sufficient sick leave credits.

In such case, the employee must provide a written undertaking to the
Employer and the required nofification to the WCB that the initial
payment(s) from the WCB is to be provided directly to the Employer on
behalf of the employee, up to the level of the payment advanced by the
Employer.

ARTICLE 28 — TRAINING AND EDUCATION
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28.01 The Employer shall provide and fund any Employer required training/education
for an employee.

28.02 Any time spent in such training or educational sessions shall be considered time
worked but will be paid at the regular hourly rate of the employee. The Employer
shall make every reasonable effort not to schedule an employee for such training
during their off time.

28.03 The employee shall be reimbursed for authorized costs related to registration
fees, textbook costs and course fees. Other related costs for travel, lodging and
meals will be reimbursed in accordance with the Employer's travel policy.

28.04 For clarity, training/education required by the Employer does not include
training/education required for new hires or to maintain capacity for employment,
nor does it include training/education required by a third party.

ARTICLE 27 - TERM OF AGREEMENT

27.01 This Agreement shall be for the period commencing on November 1, 2020 and
ending October 31, 2023.

27.02 Retroactivity shall only apply as follows:
(a) Wages — As set out on the dates outlined in Appendix “A”; and

(b)  Shift and Weekend Premiums - As set out in the dates found in Articles
18.05 and 18.06.

All other provisions of the Collective Agreement are effective the date of
ratification.

Former employees who have resigned or retired shall have thirty (30) days after
the signing of this Agreement to apply, in writing, for retroactivity. Failure to apply
within thirty (30) days shall result in forfeiture of retroactivity.

27.03 This Agreement shall remain in effect from year to year after unless one of the
parties hereto notifies the other within a period of not less than sixty (60} working
days prior to the automatic renewal date of its intention to revise or amend this
Agreement or to conclude a new Agreement. Such notices in order to be
effective must be in writing and given in accordance with the provisions of the
Trade Union Act (Nova Scotia).

27.04 This Agreement and everything contained herein shall enure to the benefit of and
be binding upon the parties hereto, their successors and assigns.

33



DATED this 1  day of Fe,Lruarﬂ , 2023,

FOR THE EMPLOYER: FOR THE UNION:
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APPENDIX “B”

PAYMENT OF WAGES FOR 12 HOUR SHIFT CCA’S

Full-Time Employees who work a 12 hour shift, averaging 76 hours bi-weekly over a six
(6) week rotation shall be paid as follows:

1.

The Employee shall work and be paid an average of eighty-four (84) hours bi-
weekly for four (4) weeks of the six (6) week rotation;

The Employee shall work sixty (60) hours over a two week period during the six
(6) week rotation and be paid for up to seventy-two (72) hours as follows:

(a) Eight (8) hours from the Employee’s statutory holiday bank, provided the
employee has sufficient credits available, and;

(b) Four (4) hours from the employee’s vacation bank, provided the employee
has sufficient credits available.

If the employee does not have credits as outlined in (a) and (b) above, the
employee shall paid for hours worked.

For the purpose of overtime such Employee shall be deemed to have worked all
hours paid in accordance with the above.
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APPENDIX “C”

MEMORANDUM OF AGREEMENT

PENSION AND BENEFITS

The Parties agree that prior to the expiry of the Collective Agreement they will meet with
the Union to discuss the costs associated with LTD and defined benefit plans.
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APPENDIX “D”

MEMORANDUM OF AGREEMENT

VACATION WAITING LIST

The parties agree to use of the wait list process developed by the parties for the 2023
summer vacation period. The parties will meet within 30 days of the end of the summer
vacation period to review the wait list process to determine if the parties are in
agreement to use the process for future summer periods.
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APPENDIX “E”

MEMORANDUM OF AGREEMENT

RRSP ENROLLMENT

Whereas the parties acknowledge the importance of retirement planning;

The parties agree that within 90 days of the signing of this collective agreement that the
Employer will provide an education session to the bargaining unit about the Employer's
RRSP enroliment process and will facilitate a session with the provider on RRSPs. Prior
to providing the education the Employer will review with the Union questions/concerns
or any additional feedback.

Current Employees who have not returned their enroliment forms will be reminded of
this obligation and will have 30 days from the date of signing to provide the completed
forms in compliance with Article 20.02.

The Union will be provided with a list of employees who have failed to complete the
forms.

On a go forward basis, the Employer will include, in all New Hire Crientations, an

information on RRSP enrollment which will include the contact person and contact
information for follow up questions.
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APPENDIX “F”

MEMORANDUM OF AGREEMENT

LTD

Whereas the Employer has available LTD coverage that is 100% Employee paid, the
Employer will within 90 days of the date of signing of this collective agreement, or such
other time as the parties may agree, schedule information sessions for the bargaining
unit on the LTD benefit and premium cost. These sessions will be scheduled when a
representative from the LTD provider and the union can also attend.

Whereas participation in LTD would require mandatory participation of all bargaining
unit members at 100% Employee paid premiums, the Union will then receive feedback
from the membership to determine if at that time, they would like to move forward with a
vote to determine bargaining unit support for LTD participation.

If the Union advises the Employer that they would like to proceeding with a vote, the

Parties shall negotiate an MOU establishing a mutually agreeable process for a vote
and next steps.
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