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ARTICLE 1 - PREAMBLE 

1.1 Purpose of Agreement 

It is understood that the primary focus of the Employer's Business is Christian mission and social services 
work delivered through a variety of unique services whose objectives are to support residents and 
clients in their growth and recovery as individuals, spiritually, mentally, physically, socially and 
economically within the guidelines of The Salvation Army's mission statement. 

The purpose of this Agreement is to establish and maintain orderly collective bargaining procedures 
between the Employer and the Union, setting forth terms and conditions of employment affecting 
employees covered by this Agreement. 

In addition, the Agreement establishes processes to assist the parties in maintaining a cooperative and 
respectful working relationship and to resolve disagreements in an orderly fashion. 

1.2 Conflict with Policies and Rules 

In the event that there is a conflict between the contents of this Agreement and any policy or rule made by 
the Employer, or on behalf of the Employer, this Agreement shall take precedence over the said policy or 
rule. 

1.3 Human Rights Code 

The parties subscribe to the principles of the Human Rights Code of British Columbia. 

1.4 Future Legislation 

In the event that any future legislation renders null and void or materially alters any provision of this 
Agreement, the remaining provisions shall remain in effect for the term of this Agreement, and the 
parties hereto shall negotiate a mutually agreeable provision to be substituted for provisions so 
rendered null and void or materially altered. 

1.5 Harassment 

(a) The Employer and the Union recognize the right of employees to work in an environment free 
from harassment. The parties agree to foster and promote such an environment. 

(b) Harassment is defined as actions that ought reasonably to be known as unwelcome by the 
recipient and which serve no legitimate work related purpose, toward an individual or individuals by 
the employees or the Employer. It is understood that harassment does not include the good faith 
exercising of managerial/supervisory rights and responsibilities. 

(c) The parties agree that employees complaining of harassment shall have the right to pursue the 
matter initially in the following manner: 

(1) through a formal grievance/arbitration process as per Article 8/9; OR 
(2) through a formal complaint as per The Salvation Army policies. 

(d) If an employee chooses the grievance procedure they must submit a grievance in writing within 
six months of the latest alleged occurrence directly to the Employer's designate. 

(e) Where the employee chooses the complaint process, the Employer may accept a complaint 
made after six months where the Employer and the Union agree that exceptional circumstances 
would have made it impractical for the employee to report the complaint earlier. Upon receipt of the 
written complaint, the Employer shall notify in writing the union staff representative. Complaints of 
this nature shall be treated in strict confidence by both the Union and the Employer. 



BCGEU & The Salvation Army Ocean Crest Ministries (03/2014) Page 2 

 

(f) The parties agree that substantiated cases of harassment may be cause for discipline, up to and 
including dismissal. 

(g) Protection against harassment extends to incidents occurring at or away from the workplace, 
during or outside working hours, and includes incidents related to client or resident contact, provided 
the acts are committed within the course of the employment relationship. 

(h) The Employer agrees to maintain its harassment policy including the requirement for employees 
to participate in mandatory harassment training. 

(i) This clause does not preclude an employee from filing a complaint under the Human Rights 
Code, however an employee shall not be entitled to duplication of process. 

 
ARTICLE 2 - UNION RECOGNITION AND RIGHTS 

2.1 Bargaining Agent Recognition 

The Employer recognizes the B.C. Government and Services Employees' Union as the exclusive 
bargaining agent for all employees to whom the certification issued by the Labour Relations Board 
on August 31, 2009 applies. 

2.2 Bargaining Unit Defined 

(a) The bargaining unit shall include all employees as defined by the certification except persons in 
positions deemed excluded: 

(1) by mutual agreement between the parties; or 
(2) by virtue of a decision by the Labour Relations Board of British Columbia. 

(b) If no agreement is reached within 30 days of notification, either party may refer the matter to 
the Labour Relations Board for a determination. 

2.3 Correspondence and Directives 

The Employer agrees that all correspondence between the Employer and the Union related to matters 
covered in this Agreement, shall be sent to the President of the Union or designate. The Employer 
agrees that a copy of any correspondence between the Employer or Employer's official and any 
employees in the bargaining unit pertaining to the interpretation or application of this Agreement, shall 
be forwarded to the President of the Union or designate. 

2.4 No Other Agreement 

No employee covered by this Agreement shall be required or permitted to make a written or oral 
agreement with the Employer or its representatives that conflict with the terms of this Agreement. 

2.5 No Discrimination for Union Activity 

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

(b) It is understood that union activity will not interfere with an employee's obligations and 
responsibilities to the Employer except as explicitly outlined in this Agreement or specifically 
authorized by the Employer. 
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2.6 Recognition and Rights of Stewards 

(a) The Employer recognizes the Union's right to appoint a minimum of four stewards (three at the 
Shelter/Lighthouse and one at the Thrift Store) to represent employees. It is further recognized that 
employees have the right to choose which steward they wish to have represent them, providing this 
will not result in undue delay. It is understood that where it is a matter of urgency (including but not 
limited to) an allegation of theft, abuse or acts of violence the first available steward shall be used.  

To that end the Bargaining Unit Chair or stewards may be required to represent employees at 
worksites other than their own. 

 
(b) The Union agrees to provide the Employer through fax or email with an up-to-date list of the 
employees designated as stewards. 

(c) In performing their duties, stewards will: 

(1) obtain the permission of the immediate supervisor before performing or leaving work to 
perform duties as a steward. Such permission shall not be unreasonably withheld; 

(2) make every endeavour to complete their business in as short a time as possible; 

(3) upon resuming normal duties, the steward shall notify the immediate Supervisor; 

(4) not interrupt the normal operations of the workplace or disrupt employees from their 
work responsibilities without the permission of the Employer or employer designate. 

(d) A steward shall be granted time away from work activities with regular pay for the following duties: 

(1) investigation of complaints or grievances of an urgent nature where a delay until off 
work hours would be prejudicial to the affected employee(s); 

(2) accompanying an employee whom the steward represents, when requested by the 
employee, to a meeting called by the Employer, where disciplinary action is anticipated; 

(3) presenting a complaint or grievance to the Employer in accordance with Article 8; 

(4) supervision of ballot boxes and related functions during ratification votes; and 

(5) attending meetings at the request of the Employer. 

(e) The Employer agrees that stewards will be permitted, with prior arrangement, reasonable use of 
the Employer's telephone/facsimile equipment at no cost to the Employer. 

2.7 Bulletin Boards 

The Employer agrees to provide bulletin board facilities for the exclusive use of the Union, the sites to 
be determined by mutual agreement. The use of such bulletin board facilities shall be restricted to the 
business affairs of the Union. The parties may, at the local level, mutually agree upon additional 
method(s) of notifying employees of union business. 

In order to facilitate the orderly, as well as confidential, investigation of grievances, where possible, the 
Employer will make available to stewards temporary use of a confidential location. The room will be 
booked with reasonable notice by the stewards, unless it is an emergent situation, in which case 
immediate access may be requested. 
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2.8 Right to Refuse to Cross Picket Lines 

All employees covered by this Agreement shall have the right to refuse to cross a legal picket line arising 
out of a dispute as defined in the Labour Relations Code of British Columbia. In this circumstance, any 
employee failing to report for duty shall be considered to be absent without pay. Failure to cross a legal 
picket line encountered in carrying out the Employer's business shall not be considered a violation of 
this Agreement nor shall it be grounds for disciplinary action. 

2.9 Union Insignia 

(a) A union member shall have the right to wear or display the recognized insignia of the Union. 
Such insignia shall not be accompanied by a partisan political or anti-Employer statement. 

(b) The Union will furnish union shop cards to the Employer to be publicly displayed on the 
Employer’s premises. Such cards will remain the property of the Union and shall be surrendered upon 
demand.  

2.10 Time Off for Union Business 

(a) Subject to operational requirements and with reasonable written notice, leave of absence 
without pay and without loss of seniority will be granted: 

(1) to an elected or appointed representative of the Union to attend conventions of the 
Union and bodies to which the Union is affiliated; 

(2) for elected or appointed representatives of the Union to attend to union business which 
requires them to leave their general work area; 

(3) to three employees who are representatives of the Union on a bargaining committee to 
attend meetings of the Bargaining Committee and negotiations of the Collective Agreement; 

(4) to employees called by the Union to appear as witnesses before an arbitration board or 
the Labour Relations Board; 

(5) to stewards to maintain bulletin boards and binders. 

(b) Subject to operational requirements and with reasonable written notice, leave of absence 
without pay and without loss of seniority will be granted: 

(1) for employees elected for a full-time position with the Union for a period of one year; 

(2) for an employee elected to the position of President or Treasurer of the B.C. 
Government and Service Employees' Union for a period of three years; 

(3) for an employee elected to a position with the BC Federation of Labour, Canadian 
Labour Congress or any similar body to which the Union is affiliated for a period of one year. 

Seniority shall continue to accumulate during such leave and shall apply to such provisions as annual 
vacations, increments and promotions. 

(c) To facilitate the administration of this clause when leave without pay is granted, and the Union 
has approved payment, the leave shall be given with basic pay and the Union shall reimburse the 
Employer for all related salary and benefits costs, including travel time incurred. The Union will 
endeavour to pay submitted invoices within 30 days of receipt. 

(d) Where possible, the Union shall provide the Employer with reasonable notice of not less than 30 
days prior to the commencement of leaves under Clause 2.11(b), and not less than 14 days prior to 
commencement of other leaves under this clause. 
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ARTICLE 3 - UNION SECURITY 

(a) All employees in the bargaining unit, who prior to August 31, 2009, were members of the Union 
or thereafter became members of the Union shall, as a condition of continued employment, maintain 
such membership. 

(b) All employees hired into bargaining unit positions on or after August 31, 2009, shall, as a 
condition of continued employment become members of the Union and maintain such membership, 
unless exemption on the basis of religious objection is granted by the Labour Relations Board, as per 
Article 17 of the Labour Relations Code of British Columbia. 

 
ARTICLE 4 - CHECK-OFF AND UNION DUES 

(a) The Employer shall, as a condition of employment, deduct from the regular wages or salary of 
each employee in the bargaining unit, whether or not the employee is a member of the Union, the 
amount of the regular monthly dues payable to the Union by a member of the Union. 

(b) Deductions for employees exempted under Section 17 of the Labour Relations Code of British 
Columbia shall be processed as required by the Code. 

(c) The Employer shall deduct from any employee who is a member of the Union any assessment 
levied in accordance with the Union Constitution and/or Bylaws and owing by the employee to the 
Union. 

(d) Deductions shall be made for each period and membership dues or payment in lieu thereof shall 
be considered as owing in the period for which they are so deducted. 

(e) All deductions shall be remitted to the Union by direct deposit or cheque not later than 28 days 
following the end of the month in which the deduction was made, and the Employer shall also provide 
the following information for each employee: 

(1) employee surname and first name; 
(2) job classification; 
(3) gross pay; 
(4) dues amount deducted. 

(f) The above information will be sent to the Union by email. 

(g) Before the Employer is obliged to deduct any amount under (a) or (b) above, the Union must 
advise the Employer in writing of the amount of the deductions. The amount so advised shall continue 
to be the amount to be deducted until changed by further written notice to the Employer from the 
Union. In all cases, the Union shall provide the Employer with a reasonable notice period to 
implement any change. 

(h) At the same time that Income Tax (T4) slips are made available, the Employer, without charge, 
shall indicate on the T4 slip the total amount of union dues paid by the employee for the previous 
year (the year for which the T4 slip was provided). 

(i) As a condition of continued employment, an employee in a bargaining unit position, shall 
complete an authorization form supplied by the Union providing for the deduction from the 
employee's wages or salary the amount of the regular dues payable to the Union by a member of the 
Union. 

(j) Any change to the amount deducted, including assessments, shall coincide with the beginning of 
the Employer's payroll period. 
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(k) Where the dues authorization form consists of multiple copies, the Employer will provide the 
Union with the required copies of the completed and signed authorization form for dues check-off for 
all new employees. 

(l) The Union agrees to indemnify and hold harmless the Employer as a result of any actions by an 
employee relating to the deduction of union dues or other monies as described in Clauses (a) and (b) 
above. 

 
ARTICLE 5 - EMPLOYER AND UNION TO ACQUAINT NEW EMPLOYEES 

(a) At the time of hiring, new employees will be advised that a collective agreement is in effect and 
of the conditions of employment set out in the article dealing with union security and dues check-off. 

(b) The Employer (on behalf of the Union) will provide all new bargaining unit employees with: 

(1) the name, location and work telephone number (if applicable) of the stewards; 
(2) an authorization form for union dues check-off, as supplied by the Union; and 
(3) a union membership application form, as supplied by the Union. 

(c) The stewards shall be advised of the name, location and work telephone number (if applicable) 
of the new bargaining unit employees, and where possible a personal introduction to the new 
employee will be arranged. 

(d) The stewards will be given an opportunity to meet with each new employee during regular 
working hours, where possible, for 15 minutes sometime during the first 15 days of employment. The 
time away is to be approved by the steward's and the new employee's supervisors prior to the 
meeting. 

 
ARTICLE 6 - MANAGEMENT RIGHTS 

The Union recognizes, except as modified by the terms of this Agreement, the right of the Employer to 
manage and direct the working forces and acknowledges that it is the exclusive function of the Employer 
to: 

(a) maintain order, discipline and efficiency, delegate shifts, and to make and implement 
reasonable rules and regulations. 

(b) hire, transfer, layoff, recall, promote, demote, classify, train, discharge, suspend, or otherwise 
discipline employees for just cause, provided that a claim of discriminatory transfer, promotion, 
demotion, or classification or a claim that an employee has been discharged or disciplined without just 
cause may be the subject of a grievance and dealt with as hereinafter provided. 

(c) the Union further agrees that all employees shall be governed by all rules, policies, and 
procedures as adopted by the Employer and published to employees on bulletin or notice boards, or 
by general distribution, provided such rules, policies and procedures are not in conflict with this 
Agreement. 

(d) these rights shall be exercised in a fair and reasonable manner not inconsistent with the 
provisions in this Agreement. 
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ARTICLE 7 - EMPLOYER/UNION RELATIONS 

7.1 Union and Employer Representation 

No employee or group of employees shall undertake to represent the Union at meetings with the 
Employer without the proper authorization of the Union. To implement this, the Union shall supply the 
Employer with the names of its stewards, labour/management and health and safety representatives 
and similarly, the Employer shall supply the Union with a list of its supervisory or other personnel with 
whom the Union may be required to transact business. 

7.2 Union Representatives 

(a) The Employer agrees that access to its premises will be granted to a union staff representative, 
elected officers, or designated alternates when dealing or negotiating with the Employer, or when 
investigating and assisting in the settlement of a grievance. 

(b) Members of the union staff and/or elected officers shall notify the designated excluded 
supervisory official in advance of their intention and their purpose for entering and the anticipated 
duration of the visit. Such visits will not interfere with nor disrupt the operation of the Employer or 
section concerned. 

(c) In order to facilitate the orderly, as well as the confidential investigation of grievances, the 
Employer will make available to union representatives or stewards temporary use of an available 
confidential location. 

7.3 Technical Information 

In preparation for the collective bargaining process, the Employer agrees to provide to the Union the 
following information relating to employees in the bargaining unit: 

(a) a list of employees, their addresses and their status; 
(b) job titles; 
(c) job descriptions; 
(d) wage rates; 
(e) seniority list or service dates; and 
(f) a summary of benefit plans (medical, dental, long-term disability, RRSP etc.). 

The Union may request additional information that is available relating to the employees in the 
bargaining unit required by the Union for collective bargaining purposes. Such information will not be 
unreasonably withheld by the Employer. 

7.4 Union/Management Committee 

(a) The parties agree to establish a union/management committee composed of two union 
representatives appointed by the Union and two representatives of the Employer, unless otherwise 
agreed between the Union and the Employer. There shall be an equal number of union and employer 
representatives on the Committees. 

(b) The Committee shall meet at the call of either party at a mutually agreeable time and place and 
at a minimum quarterly. Employees shall not suffer any loss of pay for the time spent attending 
meetings of the Committee during regular working hours. Every effort will be made to schedule 
meetings within regular hours.  

(c) An employer representative and a union representative shall alternate in presiding over the 
meetings. 



BCGEU & The Salvation Army Ocean Crest Ministries (03/2014) Page 8 

 

(d) The Committee shall not have jurisdiction over any matter of collective bargaining including the 
administration of this Agreement. The Committee shall not have the power to bind the Union, its 
members, or the Employer to any decisions reached in the Committee’s discussions. 

(e) The Committee shall have the power to make recommendations to the parties on matters, 
other than grievances, relating to the maintenance of good relations between the parties. 

(f) Minutes of the Committee’s meetings, approved by the Union and Employer co-chairs, shall be 
transcribed by the Alternating Chair and distributed to committee members and the union office. 

 
ARTICLE 8 - COMPLAINT AND GRIEVANCE PROCEDURE 

8.1 Preamble 

(a) The Employer and the Union recognize that situations may arise concerning: 

(1) differences regarding the interpretation, application, operation or alleged violation of a 
provision of this Agreement, including a question as to whether or not a matter is subject to 
arbitration; or 

(2) dismissal, discipline or suspension of an employee bound by this Agreement. 

(b) The procedure for resolving such a difference shall be the procedure in this article. 

(c) Where the employee involved in this procedure is a steward, they shall not, where possible, act 
as a steward in respect of their own process, but shall do so through another steward or a union staff 
representative. 

(d) It is the mutual desire of the parties that such real differences shall be resolved as quickly as 
possible and to resolve the real substance of the matter of difference. 

(e) All grievances shall be treated in a confidential manner. 

8.2 Step 1 – Complaint Step 

In the first step of the grievance procedure, every reasonable effort shall be made to settle the dispute 
as soon as possible with the employee's immediate supervisor or designate through informal discussion. 
The aggrieved employee shall have the right to have a steward present at such a discussion. If the 
grievance is not settled at this step, it may be presented in writing at Step 2. 

8.3 Time Limit to Present Initial Grievance 

An employee may initiate the written grievance at Step 2 of the grievance procedure, in the manner 
prescribed in Clause 8.4, not later than 14 calendar days after the date: 

(a) on which he/she was notified orally or in writing of the action or circumstances giving rise to the 
grievance; or 

(b) on which he/she first became aware of the action or circumstances giving rise to the grievance. 

8.4 Step 2 

Subject to the time limits in Clause 8.3, the employee may present a grievance at this level by: 

(a) recording the grievance on the appropriate grievance form (as provided by the Union), setting 
out the nature of the grievance and the circumstances from which it arose; 
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(b) stating the article(s) or clause(s) of the Agreement infringed upon or alleged to have been 
violated, and the remedy sought; and 

(c) transmitting the grievance to the employee's immediate supervisor or designate through the 
union steward. 

8.5 Time Limit to Reply at Step 2 

(a) Within 14 calendar days of receiving the grievance at Step 2, the union steward and the 
employee's supervisor or designate may meet to examine the facts, the nature of the grievance and 
attempt to resolve the dispute. Any such resolution must be without prejudice. This meeting may only 
be waived by mutual agreement. 

(b) The employee's supervisor (or designate) shall reply in writing to the union staff representative 
regarding an employee’s grievance within seven calendar days of the above noted meeting with the 
union steward or, if the meeting is waived, within seven calendar days of the date the parties agreed 
to waive the meeting. 

8.6 Step 3 

The union steward or staff representative may present, or meet with the employer designate to discuss, 
the grievance and the proposed remedy at Step 3: 

(a) within 14 calendar days after the Step 2 decision has been conveyed to him/her, by the 
employee's supervisor (or designate); or 

(b) within 14 calendar days after the employee's supervisor's (or designate's) reply was due. 

8.7 Time Limit to Reply at Step 3 

The employer designate will respond in writing to the Union within 14 calendar days of receipt of the 
grievance at Step 3. 

8.8 Time Limit to Submit to Arbitration 

Failing satisfactory settlement of the grievance at Step 3, and pursuant to this article, the Union may 
submit the dispute to arbitration within: 

(a) 30 calendar days after the employer designate's decision has been received, or 
(b) 30 calendar days after the employer designate's decision was due. 

8.9 Dismissal or Suspension of More Than 20 Days 

In the case of a dispute arising from an employee's dismissal or suspension without pay for more 
than 20 days, the Employer or designate shall meet with the employee and the union representative in 
an effort to resolve the dispute. 

(a) The meeting shall take place within 14 calendar days of the dismissal or suspension. 

(b) Any resolution agreed by the parties (i.e., union staff representative and the employer 
designate) shall be in writing. 

(c) If the matter is not resolved as a result of the meeting, the Union may submit a grievance 
directly to arbitration, as set out in Article 9. 

8.10 Policy Grievance 

(a) Where a dispute involving the application, interpretation, or alleged violation of a provision 
occurs, both parties have the right to file a grievance at Step 2 of the grievance procedure within 30 
calendar days of becoming aware of the matter in dispute. 
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(b) Where no satisfactory agreement is reached through Step 2 and 3 of the grievance procedure, 
either party may submit the dispute to arbitration, following the timelines and requirements set out in 
Article 8 and 9. 

8.11 Time Limits 

The parties agree that the time limits identified in this article are mandatory and not merely advisory. 
Time limits in this grievance procedure may only be altered by mutual consent of the parties. 

8.12 Deviation from the Grievance Procedure 

(a) The Employer agrees that, after a grievance has been submitted to the Employer at Step 2, the 
Employer's representatives will not enter into discussion or negotiation with respect to the grievance, 
either directly or indirectly with the Grievor without the consent of the Union. 

(b) An employee who has filed a complaint under the Human Rights Code shall not have their grievance 
deemed abandoned through the filing of the complaint but the grievance will be held in abeyance. 

8.13 Technical Objections 

It is the intent of the parties to this Agreement that no grievance shall be defeated merely because of a 
technical error. To this end, an arbitration board shall have the power to allow all necessary 
amendments to the grievance and the power to waive formal procedural irregularities in order to 
determine the real matter in dispute and to render a decision. 

8.14 Management Grievance 

The Employer may initiate a grievance at Step 3 of the grievance procedure by the employer designate 
presenting the grievance to the President of the Union or designate within 14 calendar days of 
becoming aware of the circumstances giving rise to the grievance, stating the article(s) or clause(s) of 
the Agreement infringed upon or alleged to have been violated, and the remedy sought. 

 
ARTICLE 9 - ARBITRATION 

9.1 Notification 

(a) Where a difference arises between the parties relating to the interpretation, application, or 
administration of this Agreement, including any question as to whether a matter is arbitrable, either 
party may, after exhausting the grievance procedure in Article 8, notify the other party of its desire to 
submit the difference to arbitration as per Clause 8.8. 

(b) All referrals to arbitration shall be by certified mail, facsimile or courier. 

9.2 Assignment of Arbitrator 

(a) When a party has requested that a grievance be submitted to arbitration and either party has 
requested that a hearing date be set, the parties shall assign an arbitrator from the mutually agreed 
upon list of arbitrators or a mutually agreed upon substitute. 

(b) The parties shall agree upon a list of arbitrators, which shall be appended to this Agreement (see 
Appendix B). An arbitrator may be removed from or added to the list by mutual agreement. 

(c) Depending upon availability, arbitrators shall be assigned cases on a rotating basis, or by mutual 
agreement. 
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9.3 Arbitration Procedure 

The Arbitrator must have regard to the real substance of the matters in dispute and the respective merit 
of the positions of the parties to it under the terms of the Collective Agreement and must apply 
principles consistent with the industrial relations policy of the Labour Relations Code and is not bound 
by a strict legal interpretation of the issue in dispute. 

The authority of the Arbitrator shall be as set out in Section 89 of the Labour Relations Code. The 
Arbitrator shall have the power to dispose of a discharge or discipline grievance by any arrangement 
which he/she deems just and equitable. However the Arbitrator shall not have the power to change this 
Agreement or to alter, modify or amend any of its provisions. 

9.4 Decision of the Arbitrator 

The decision of the Arbitrator shall be final, binding, and enforceable on the parties. 

9.5 Disagreement on Decision 

Should the parties disagree as to the meaning of the Arbitrator's decision, either party may apply to the 
Arbitrator to clarify the decision, which he/she shall make every effort to do within seven calendar days. 

9.6 Expenses of the Arbitrator 

Each party shall pay one-half of the fees and expenses of the Arbitrator. 

9.7 Amending Time Limits 

The time limits in this arbitration procedure may be altered only by written mutual consent of the parties. 

9.8 Witness 

At any stage of the grievance or arbitration process, the parties may have the assistance of the 
employee(s) concerned as witnesses and any other relevant witnesses. 

Where the Union requires the attendance of an employee to appear as a witness at an arbitration 
hearing, this will be communicated in advance to their immediate supervisor for scheduling purposes, 
and the employee's basic pay for the applicable period will be at the Union's expense. All reasonable 
arrangements will be made to permit the Arbitrator(s) to have supervised access to the Employer's 
premises to view any working conditions which may be relevant to the settlement of the grievance. 

 
ARTICLE 10 - DISCIPLINE, SUSPENSION AND DISMISSAL 

10.1 Just Cause 

(a) The Employer will not discipline or dismiss an employee bound by this Agreement except for just 
cause. 

(b) In all cases of dismissal and discipline the burden of proof of just cause shall rest with the Employer. 

(c) Notice of dismissal or discipline shall be in writing and shall set forth the reasons for the 
dismissal or discipline. 

10.2 Suspension and Dismissal 

All dismissals and suspensions will be subject to the grievance procedure under Article 8. 

One copy of the written notice of dismissal or suspension shall be forwarded to both the union steward 
and union staff representative by facsimile, courier, email or hand-delivery within one administrative 
office business day of the action being taken. 
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10.3 Right to Grieve Other Disciplinary Matters 

(a) Where employees feel that a written censure, letter of reprimand or warning, which is to be 
placed on their file does not accurately or fairly reflect on them, they may do one or both of the 
following: 

(1) attach a statement in reply to the document on their file; and/or 

(2) follow the grievance procedure as outlined in Article 8, and any resolve shall become 
part of his/her personnel record. 

(b) Employees will be given a copy of any such document placed on the employee's file, which 
might be the basis of disciplinary action. 

(c) Any such document other than formal Annual Performance Reviews shall be removed from the 
employee's file after the expiration of 24 months from the date it was issued provided there has not 
been a further infraction. 

(d) The Employer agrees not to introduce as evidence in any hearing any document from the file of 
the employee if the Employer did not advise the employee of its inclusion on the file at the time of 
original placement on the file. 

10.4 Right to have Steward Present 

An employee shall have the right to have their steward present at any discussion with supervisory 
personnel which the employee believes might be the basis of disciplinary action. Where an employer 
designate intends to interview an employee for disciplinary purposes, the employer designate must 
notify the employee in advance of the purpose of the interview. The employee has the right to have a 
steward present, providing that this does not result in an undue delay of the appropriate action being 
taken. 

(a) Where the employer designate intends to interview a steward for disciplinary purposes, the 
steward shall have the right to consult with a union staff representative and to have another steward 
present, providing that this does not result in an undue delay of the appropriate action being taken. 

(b) This provision shall not apply to those discussions that are of an operational nature and do not 
involve disciplinary action. 

10.5 Abandonment of Position 

An employee who fails to report for duty for three consecutive workdays without informing the 
immediate supervisor or designate of the reason for the absence will be presumed to have abandoned 
the position. An employee shall be afforded the opportunity to rebut such presumption and 
demonstrate that there were reasonable grounds for not having informed the Employer. 

 
ARTICLE 11 - SENIORITY 

11.1 Seniority Defined 

(a) Seniority shall be defined as the length of the employee's continuous employment with the 
Employer, and shall accumulate based on straight-time hours since the most recent date of 
employment with the Employer, including service prior to certification of the Union. 
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(b) Straight-time paid hours shall include time spent (reflective of the employee's regular schedule 
of hours) on approved: 

(1) paid holidays; 

(2) paid vacation; 

(3) leave during which time an employee is in receipt of wage-loss benefits from the WCB 
pursuant to Sections 29 and 30 of the Workers Compensation Act or ICBC in respect of a claim 
from this Employer, for a maximum of 24 months. For the purpose of this provision, applicable 
leave shall also include time during which an employee is receiving WCB benefits other than 
wage-loss benefits pursuant to Sections 29 or 30 of the Act, so long as the employee is 
otherwise entitled to benefits under those sections; 

(4) paid sick leave; 

(5) any absence covered by Employment Insurance sick benefits; 

(6) union leave; 

(7) pregnancy, parental and adoption leave; 

(8) other approved paid leaves of absence. 

11.2 Seniority List 

The Employer will provide the Union with a current service seniority list of employees annually in June. 

11.3 Loss of Seniority 

Employees shall lose their seniority as regular employees and shall be deemed terminated in the event 
that: 

(a) the employee is dismissed with just cause; 

(b) the employee voluntarily resigns his/her employment, and such resignation is put in writing as 
required by the Employer; 

(c) the employee abandons his/her position (as per Clause 10.5); 

(d) the employee is on layoff for more than one year; or 

(e) the employee fails to return to work from layoff within seven calendar days of recall after being 
notified by registered mail at the last address known to the Employer. Employees required to give two 
weeks notice to another employer shall be deemed to be in compliance with the seven calendar day 
provision after providing the Employer with verification within the seven days; 

(f) he/she fails to report for work upon termination of an authorized leave of absence unless 
he/she can give an acceptable reason to the Employer for the absence. 

11.4 Re-Employment 

Regular employees who voluntarily resign their employment and within one month are re-hired as 
regular employees shall retain, effective the date of re-employment, their former seniority and years of 
service for vacation purposes. 

11.5 Bridging of Service 

If a regular employee terminates as a result of a decision to care for a dependent parent, spouse or 
child, and is re-employed through standard posting and recruitment processes, upon application they 
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shall be credited with length of service accumulated at time of termination for the purposes of benefits 
based on service seniority. The following conditions shall apply: 

(a) the employee must have been a regular employee with at least two years of service at the time 
of termination; 

(b) the written resignation must indicate the reason for termination; 

(c) the break in service shall be for no longer than three years; 

(d) the previous length of service shall not be reinstated until successful completion of the 
probationary period of re-employment; 

(e) the existing benefit policy conditions shall apply. 

 
ARTICLE 12 - JOB POSTINGS 

12.1 Job Postings and Applications 

The nature of the work at The Salvation Army is such that at times it is necessary for employees to 
perform work not normally required in their job and therefore, the requirements of the moment shall 
determine the type of work to be performed. It is understood that an employee shall not be expected to 
perform a task for which the employee is not adequately trained. 

(a) If a vacancy or new job has a duration of 60 days or more, the vacancy or new job including the 
salary range, a summary of the job description, the required qualifications, the hours of work, 
including start and stop times and days off, the work area, and the commencement date shall, before 
being filled, be posted for a minimum of seven calendar days, in a manner which gives all employees 
access to such information. One copy of all postings shall be sent to the union stewards at the time of 
posting. The Employer may advertise concurrent with the seven day posting period, provided internal 
applicants are given first consideration. 

(b) If no qualified candidate is identified through the internal posting process the Employer may fill 
the position with an external candidate, subject to the grievance procedure. 

(c) In the posting of a vacancy or a new job, the hours of work, including stop and start times, days 
off and work area may be subject to change provided that: 

(1) The change is consistent with operational requirements and the provisions of the 
Collective Agreement, and is not capricious, arbitrary, discriminatory or in bad faith; and 

(2) The Employer has inquired into, and given prior due consideration to, the importance 
placed by the affected employee(s) on the existing hours of work, days off and work area, and 
the impact the change will have on the personal circumstances of such employee(s). 

12.2 Assignments  

The Employer shall also consider applications from those employees, with the required seniority, who 
are absent due to vacation or leave under this Agreement, provided such consideration does not cause 
undue delay to the hiring process. 

In order to be considered the employee must have provided a written request within the previous six 
months stating the position(s) for which they would like to be considered. 

The Employer may require that an employee who wishes to be considered under this clause be available 
for the selection process within two weeks of the closing date for applications and/or be available to 
commence work within four weeks of the closing date for applications. 
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12.3 Temporary Assignments 

Where operational requirements make it necessary, the Employer may make temporary assignments 
pending the posting and consideration of union personnel pursuant to 12.1 above. Temporary 
assignments shall be limited to two months' duration. An assignment may be extended by mutual 
agreement between the parties. 

12.4 Selection Criteria 

In the filling of bargaining unit positions, when knowledge, qualifications, skill, availability and ability are 
assessed as comparable, seniority will be the deciding factor. 

12.5 Notice of Successful Applicant 

The Employer shall, within three calendar days of completing the full recruitment/selection process, 
inform all bargaining unit applicants of the name of the successful applicant by posting the name of the 
successful applicant on the approved union bulletin board. 

12.6 Unsuccessful Applicants 

(a) Employees who are not the successful applicant for a position may request, within five calendar 
days of being informed they were not successful, that they be provided in writing with the reasons 
why they were unsuccessful. Where possible, a meeting will be held with the employee within 
five days to discuss the reasons. If a meeting is not possible, reasons will be provided in writing. 

(b) Where an unsuccessful employee feels that they were not fairly considered, a grievance may be 
filed at Step 1 as per Clause 8.2 within seven calendar days of receipt of the written reasons, outlined 
in (a) above. 

(c) Where a grievance has been filed regarding the filling of a bargaining unit position, the Employer 
agrees to inform the Union of the name of the successful applicant and all current local bargaining 
unit employees who were applicants. 

12.7 New Hire Probationary Period 

(a) For the first three calendar months of full-time continuous service with the Employer, an 
employee shall be a probationary employee. The probationary period for part-time employees and 
casuals will be 485 hours or a six calendar month period, whichever occurs first. 

(b) The probationary period may be extended up to a maximum of three calendar months (prorated 
for part-time employees). The Employer shall provide the Union with a copy of the letter stating the 
reasons for extending the probationary period. 

(c) During the probationary period, an employee may be terminated on the basis of a fair and 
proper assessment of his/her suitability, (which includes proven ability to handle the duties and 
responsibilities of the position, as well as consistent availability for the shifts outlined in the job 
description). 

(d) Upon successful completion of the probationary period, the initial date of employment shall be 
the anniversary date of the employee for the purpose of determining perquisites and seniority. 

12.8 Trial Assessment Period 

(a) If an applicant is chosen from the bargaining unit to fill any vacancy, the applicant shall be 
placed on a trial period of 485 hours. 
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(b) Conditional on satisfactory service (which includes, proven ability to handle the duties and 
responsibilities of the new position, as well as consistent availability for the shifts outlined for the new 
position), the employee shall be confirmed in the position after that period. 

(c) In the event the successful applicant proves unsatisfactory in the position during the trial period, 
or if the employee is unable to perform the duties of the new position, the employee shall be placed 
in an equivalent vacant position and will have the ability to exercise their rights under Article 13 
(Layoff) should there be no vacancy. 

Any other employees affected by the above will follow the same procedure as outlined. 

(d) The trial period may be waived by mutual agreement between the Union and the Employer. 

 
ARTICLE 13 - LAYOFF AND RECALL 

13.1                  

(a) When the Employer deems it necessary to reduce the workforce, the Employer shall advise the 
Union of the need for layoffs. 

(b) In the event of a layoff, the employees shall be laid off in reverse order of seniority within a 
classification as per Clause 13.4. 

(c) The Employer will advise the Union and employees of the number of individuals in each 
classification likely to be affected by a prospective layoff. The Employer shall advise the Union of the 
results of the pre-layoff canvas. 

13.2 Advance Notice 

The Employer shall notify employees who are to be laid off 30 calendar days prior to the effective date 
of layoff. It is understood that this clause shall not apply when a layoff is caused by circumstances 
beyond the control of the Employer (i.e. fire, flood, medical closure, etc). 

13.3 No New Employee 

New employees shall not be hired until those laid off in that classification have been given an 
opportunity of recall, provided that the recalled employee possesses the necessary knowledge, 
qualifications, skill, availability and ability to perform the required work. 

13.4 Pre-Layoff Canvas 

When a reduction of workforce is required, the Employer may attempt to adjust staffing levels through 
attrition first. Prior to the layoff of regular employee(s) the Employer may canvas any employee or group 
of employees to invite: 

(1) return to their former classification/position with no loss of seniority (for those who 
recently transferred into the classification facing layoff); 

(2) placement into a vacant regular position; 

(3) placement on the casual call-in and recall lists with no loss of seniority; 

(4) resignation with severance as per ESA standard; or 

(5) where eligible, early retirement. 
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Employees who have elected to be placed on a recall list shall indicate the equal or lower paid 
classifications for which they wish to be recalled, provided the employee being recalled has the 
knowledge, qualifications, skills, availability and ability required in the selected position. Employees shall 
be recalled into the selected positions in order of seniority. Laid off employees may remain on the recall 
list without loss of seniority as provided in Article 11.3 for a period of one year, after which the 
employee shall lose seniority and be terminated. 

Where an employee selects an option or accepts an offer of placement, once confirmed in writing, such 
acceptance is final and binding upon the employee, subject to the agreement of the Employer. 

The Employer may establish reasonable time periods (generally, seven calendar days) in which 
responses from employees will be received in writing for consideration. 

13.5 Layoff Options 

An employee who has been given layoff notice shall, within seven calendar days of receiving layoff 
notice, elect either: 

(a) bumping as provided for in Clause 13.6; 

(b) placement on the casual call-in list and on the recall list with no loss of seniority as provided for 
in Clause 13.4, for a period of one year; 

(c) severance pay as per ESA standard. 

13.6 Bumping 

(a) An employee who has received layoff notice may elect to bump into a position within any 
classification at an equal or lower rate of pay than their regular classification provided that: 

(1) the employee being laid off has the knowledge, qualifications, skills, availability and 
ability required in the selected position; 

(2) the employee being laid off bumps the least senior employee in the selected 
classification with the equivalent hours. If there is no position with an equivalent number of 
hours, then the employee being laid off bumps the least senior employee in the selected 
classification with the closest number of hours. 

(b) The employee will be placed on a trial period not to exceed 485 hours. Conditional upon 
satisfactory service (which includes, proven ability to handle the duties and responsibilities of the new 
position, as well as consistent availability for the shifts outlined for the new position), the employee 
shall be confirmed in the position after that period. If the employee is not confirmed in the position, 
the employee will not have the right to further bumping and shall within seven calendar days of 
receiving notice elect either: 

(1) placement on the casual call-in list and on the recall list with no loss of seniority as 
provided for in Clause 13.4; or 

(2) severance pay as per ESA standard. 

 
ARTICLE 14 - HOURS OF WORK AND SCHEDULING 

14.1 Hours of Operation 

The Employer shall establish the hours of operation at each worksite. 
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14.2 Additional Hours for Part-time Employees 

(a) Pursuant to MOU# 1, part-time employees may register with their Manager for additional 
hours/casual work in their classification in any department for which they are qualified to do the 
work, to a maximum of 37½ hours and provided it will not result in overtime pay. The call-in 
procedure will apply. Part-time employees will be called prior to casuals in order of seniority. These 
hours shall be credited to regular seniority. It is understood that the call-in procedure shall only apply 
to additional shifts and not the employee’s regularly-scheduled shifts. 

(b) If the regular part-time employee is already scheduled for work on the day of the casual 
vacancy, the part-time employee is deemed unavailable for the casual shift. If acceptance of the 
casual shift will incur overtime for the part-time employee, the employee is deemed unavailable for 
that shift. 

(c) Any part-time employee on the casual registry who accepts a casual shift is deemed responsible 
for that shift. If an accepted shift(s) is cancelled more than two times in two calendar months, the 
part-time employee’s name will be removed from the casual register. 

14.3 Work Schedules 

(a) Schedules may be set pursuant to averaging agreements as per Employment Standards. 

(b) Schedules for a minimum of four weeks will be posted on worksite bulletin boards, providing 
seven days’ advance notice. 

(c) Work Attendance Requirements 

It is understood that employees are responsible to verify their work schedule and: 

(1) Report for work when scheduled, except for legitimate absences as approved by their 
Supervisor; 

(2) Ensure absences, such as vacation, leave of absence (personal or educational), 
medical/dental appointment absence, etc., are pre-authorized; and 

(3) Inform the Immediate Supervisor or designate in advance of their scheduled shift, of 
their inability to attend work when scheduled and the reason for not attending. 

(d) The parties recognize that schedules may need to be altered. The Employer will provide as much 
notice as possible of a change in an employee’s shift schedule. 

(e) Employees whose schedules are changed without the advance notice specified in (b) above 
cannot be disciplined if they advise that they cannot comply with the changed starting and finishing 
times for the first week of the new schedule. 

(f) Employees may exchange shifts with other employees in the same job classification at the sole 
discretion of the Employer, providing there is prior authorization by the Employer and there shall be 
no increased cost to the Employer.  

(g) Employees shall be entitled to exercise seniority in the selection of days of work and shifts 
within a classification. Such selection shall be made only upon the creation of a new shift or a shift 
becoming vacant. 

14.4 Days of Rest 

(a) All shift schedules established by the Employer shall provide each employee with at least two 
days of rest each week. The Employer shall make every effort to schedule such days of rest 
consecutively. 
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(b) Notwithstanding the above, employees may request in writing to be scheduled up to six days in 
a week so as to pick up additional hours to a maximum of 37½ hours per week. 

14.5 Meal Breaks 

All shifts over five hours include an unpaid one-half hour meal break as close as possible to the middle of 
the shift. Employees required to perform work during their scheduled meal break shall have their meal 
break rescheduled, subject to operational requirements. If the break cannot be rescheduled, the 
employee shall be compensated for the break at the straight-time rate. 

14.6 Rest Periods 

(a) It is understood that rest periods cannot always be accommodated on a scheduled basis. 
Therefore, while it is understood that employees will be provided with rest periods as outlined in (b) 
below, the breaks will be taken to best accommodate the needs of the residents and clients. Should 
those needs preclude a specific break, the employee and the Supervisor will mutually agree to an 
alternative time. 

(b) Rest periods will normally be 15 minutes. For each work period in excess of seven hours, one 
rest period with pay will be taken before and one after the meal period. Employees working fewer 
than three hours shall receive one 15 minute break with pay. 

(c) The Employer agrees that an employee’s attendance at devotional service is voluntary and shall 
not constitute use of the rest period. 

14.7 Minimum Daily Pay 

(a) The Employer shall pay the employees a minimum of two hours' pay at their regular rate of pay 
upon reporting to work as required by the Employer. 

(b) Where an employee commences work, they shall receive a minimum of four hours' pay at their 
regular rate of pay. 

(c) Notwithstanding (b) above, employees required to attend staff meetings at their worksite on a 
non-scheduled day shall be paid at straight-time rates for the duration of the meeting or a minimum 
of two hours, whichever is greater. 

 
ARTICLE 15 - CLASSIFICATION AND RECLASSIFICATION 

15.1                

Any new classifications may be established at the sole discretion of the Employer. 

15.2 Job Descriptions – New and Changed Positions 

Where a new or substantially altered job classification covered by this Agreement is introduced, the 
proposed wage rate and job description shall be given to the Union. Job Descriptions presented to the 
Union shall become the recognized job descriptions unless grieved by the Union within 60 calendar days 
of presentation. 

Where the Union objects in writing, it shall provide specific details of its objections, which shall be 
limited to whether: 

(1) the job description accurately describes the type of duties and level of responsibilities; 
(2) the job is properly remunerated in relation to the existing wage schedule; and 
(3) any qualifications established for the job are relevant and reasonable. 



BCGEU & The Salvation Army Ocean Crest Ministries (03/2014) Page 20 

 

15.3 Wage Rates 

Wage rates for any new classification shall be negotiated between the Employer and the Union. If 
negotiations fail to produce an agreement, the rates shall be referred to mediation to assist both parties 
work towards an agreement. 

If the Union is still not in agreement with the Employer's wage rate the Union's position may be 
advanced through the Grievance and Arbitration articles of this Agreement. 

If the classification and/or wage rate established by the Employer for the new or changed position is 
revised as a result of negotiation or arbitration, then the revised classification and wage rate shall be 
effective from the date the position was established. 

 
ARTICLE 16 - OVERTIME 

16.1 Extra Hours 

Coverage of extra work that may be required will be assigned by the Employer in the most economical 
and efficient manner possible. The Employer will have extra work performed at straight-time rates 
whenever possible, by offering them to part-time or casual employees who have previously indicated 
their desire for extra hours. 

16.2 Overtime  

If having followed 16.1 overtime work becomes necessary, such work will be offered to qualified 
employees, provided they have previously indicated their desire. In the event that no employee agrees 
to work voluntarily, the most junior employee will be required to work. The Employer will not make 
overtime mandatory unless operationally necessary. 

16.3 Authorization 

An employee who is required to work overtime shall be entitled to overtime compensation when the 
overtime worked is authorized in advance by the Employer. 

16.4 Overtime Compensation 

Except for employees working under an averaging agreement: 

(a) All daily hours worked in excess of eight hours in any one shift shall be paid at one and one-half 
times the hourly rate and two times the hourly rate for all hours worked in excess of 12 hours. 

(b) All weekly hours worked in excess of 40 hours each week shall be paid at one and one-half times 
the hourly rate and two times the hourly rate for all hours worked in excess of 48 hours, but excluding 
daily overtime hours. 

(c) For employees working under an averaging agreement, overtime will be payable, if employees 
work outside the agreed schedule: 

(1) After eight hours in a day – time and one-half for the hours over eight hours; 

(2) After 12 hours in one day – double-time for the hours over 12 hours; and 

(3) After 40 hours in one week – time and one-half for all hours worked in excess of an 
average of 40 hours per week over the period covered by the Agreement. 
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16.5 Sharing of Overtime 

Where practicable, overtime offers shall be allocated equitably and by seniority amongst qualified 
employees within a department, taking into consideration their availability. 

16.6 Overtime for Part-time Employees 

(a) A part-time employee working less than the normal hours per day of a full-time employee, and 
who is requested to work longer than his/her regularly scheduled workdays, shall be paid at the rate 
of straight-time for the hours so worked, up to and including the normal hours in the workday of a 
full-time employee. 

(b) A part-time employee working less than the normal days per week of a full-time employee, and 
who is requested to work other than his/her regularly scheduled workdays, shall be paid at the rate of 
straight-time for the days so worked, up to and including the normal workdays in the workweek of a 
full-time employee. 

(c) Overtime rates shall apply to hours worked in excess eight hours per day or 40 hours per week. 

16.7 Callback 

Regular employees called back to work on their regular time off shall receive a minimum of two hours 
overtime pay at the applicable overtime rate, or shall be paid at the applicable overtime rate for the 
time worked, whichever hours are greater. 

 
ARTICLE 17 - STATUTORY AND PAID HOLIDAYS 

17.1 Statutory Holidays 

(a) The following have been recognized as statutory holidays: 

New Year's Day   Labour Day 
Good Friday   Thanksgiving Day 
Victoria Day   Remembrance Day 
Canada Day   Christmas Day 
British Columbia Day  Easter Monday 
Boxing Day 

 
This benefit applies to employees with a minimum of 30 days' service who have worked 15 days in 
the 30 days immediately preceding the statutory holiday. 

17.2            

(a) The Employer may at its discretion for one or more employees substitute another day off for a 
statutory holiday if the parties agree to the substitution. An employee who works on the day 
identified in (a) will be covered by the same provisions as under Clause 17.4. 

(b) The Employer agrees to make every reasonable effort to schedule either Christmas Day or New 
Year’s Day off, for employees so requesting. 

17.3 Holiday Coinciding with a Day of Vacation 

Where a regular employee is on vacation leave and a day of paid holiday falls within the period, the paid 
holiday shall not count as a day of vacation. 
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17.4 Payment for a Statutory Holiday 

A regular employee who works on a statutory holiday will receive an average day’s pay as well as: 

(a) one and one-half times the employee’s regular wage for the time worked up to 12 hours, and 
(b) double the employee’s regular wage for any time worked over 12 hours. 

17.5 Holiday Falling on a Day of Rest 

When a designated holiday falls on a regular employee’s day of rest, the employee shall be entitled to 
the average of their regular daily hours off with pay in lieu of the holiday or the equivalent cash 
compensation. Every reasonable effort will be made to schedule such lieu days as additions to the 
employee’s regular days off, except where the Employer and employee agree otherwise, with the intent 
that the lieu day is to be taken within the week in which the statutory holiday falls. 

 
ARTICLE 18 -  VACATION 

"Vacation year" – for the purposes of this article a vacation year shall be the calendar year commencing 
January 1st and ending December 31st.  

18.1                 

(a) Full-Time New Employees 

Upon immediate hire  1.25 day per month 
January 1st of the following year 3 weeks (paid and unpaid)  

 
(1) New employees shall accrue vacation pay, earned at the rate of 1.25 days per month, in 
the calendar year they are hired (this may be a partial year). 

(2) Using Vacation Pay Accrued from a Partial Year 
 Such accrued vacation pay, from (a)(i) above, shall be used in the subsequent year. 

(b) Continuing Employees 

Based on the employee’s normal workweek, full-time employees are entitled to vacation with pay as 
set out in the chart below. Vacation time may be a combination of paid and unpaid days, depending 
on (a) the amounts accrued because of a partial year or (b) because of unpaid absences in the 
previous year. The employee may opt not to take the unpaid portion of the vacation entitlement. 
 

Completed full calendar year’s  
service (as of December 31st) Vacation Earned Vacation Pay Prorated (Days per Month) to be 

taken in the next calendar year 
One to six years Three weeks 6% 1.25 
Seven to thirteen Four weeks 8% 1.66 

Fourteen or more years Five Weeks 10% 2.08 

(c) Casuals shall receive a percentage amount in lieu of vacation to be paid out on each paycheque.  

(d) A regular part-time employee shall take vacation earned, as outlined in 18.1(a) and 18.1 (b) 
above, and calculated on a pro rata basis.  

18.2 Vacation Scheduling 

(a) Vacations will be taken before the end of the calendar year without carryover. Subject to 
operational requirements, vacation may be taken any time during the calendar year, but under normal 
circumstances it should not be taken consecutive to a previous year's vacation. The scheduling of 
vacation must be mutually agreed to by the employee and employer designate. 
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(b) Vacation schedules shall be posted for staff application between January 1st – Jan 31st of each year 
within each work area, and the completed schedule shall be approved and posted by February 15th. 

(c) The maximum number of employees within a work area to be allowed off at any one time will 
be consistent with the minimum coverage required, as established by the Employer. 

(d) Vacations shall be granted on the basis of service seniority within a work area. Employees who fail to 
submit their vacation bid by February 15th will not be entitled to exercise their rights in respect to any 
vacation time previously selected by an employee with less seniority. Such employees will not be entitled 
to use seniority in respect to any vacation time previously selected by an employee with less seniority.              

(e) In the first round of vacation selection, employees shall be permitted to use their weeks of 
entitlement in an unbroken period, subject to the vacation choice of more senior employees. 
Employees who decide to break their entitlement into more than one unbroken period, will be 
entitled to use their seniority for only one such unbroken period in a calendar year.  

(f) Employee vacation selections submitted after January 31st will be considered on a first-come, 
first serve basis.  

(g) Changes requested in selected vacation periods shall be given careful consideration. Such 
changes shall not affect the selected vacation periods of other employees without the agreement of 
those employees. 

(h) Vacation schedules, once approved by the Employer, shall not be changed except by mutual 
agreement between the employee and the Employer. 

18.3 Vacation Credits Upon Death 

Earned but unused vacation entitlement shall be made payable, upon termination due to death, to the 
employee’s known beneficiary, or where there is no beneficiary, to the employee’s estate. 

18.4 Vacation Credits Upon Termination 

Employees leaving employment will be paid for any earned but unused vacation credits. 

18.5 Bereavement Leave During Vacation 

When an employee is qualified for bereavement leave during the employee's vacation period, the 
Employer agrees to continue its practice that there shall be no deduction from the vacation credits for 
such leave. The vacation period so displaced shall be added to the end of the scheduled vacation leave. 

 
ARTICLE 19 - CAREER DEVELOPMENT 

19.1 Annual Performance Review 

(a) It is understood that Annual Performance Reviews are intended for personal development and 
therefore will not be used for disciplinary purposes. Where the Employer has concerns about work 
performance and behaviour, which require documentation for progressive disciplinary purposes, a 
separate letter of employer concern and/or employee warnings will be issued to the employee and 
are subject to the grievance procedure. 

(b) Before an Annual Performance review is placed on an employee’s file, it will be developed with 
the employee who will have the opportunity to: 

(1) discuss and influence the content; and 
(2) provide comments on the content of the Review Form, in the employee’s comment section. 
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(c) Employees will be paid for time incurred attending such meetings, which will be scheduled 
during the employee’s regular working hours. 

(d) An employee shall receive a copy of the finalized Annual Performance Review within 14 calendar 
days of the Review Meeting. 

(e) The Annual Performance Review document shall provide for the employee’s signature in one of 
two places; one indicating that the employee has read and accepts the plan, the other indicating that 
the employee has read and disagrees with the plan. 

19.2 Courses/Examinations at the Request of the Employer 

Leave of absence without loss of pay, seniority and all benefits shall be granted to employees whenever 
the Employer requests, in writing, that the employee take designated courses and/or examinations. The 
cost of the course and/or any examination fee and reasonable expenses incurred in taking the course 
and/or examination shall be paid by the Employer. Wherever possible, contingent upon operational 
requirements, course attendance will be scheduled to occur during regular working hours. Where an 
employee is required to attend outside of regular scheduled hours, straight-time pay will apply for the 
hours in attendance. 

19.3 In-Service Education 

(a) Employees scheduled by the Employer to attend in-service education seminars shall receive 
regular wages. At the employee's request, the Employer will continue to endeavour to replace 
employees for all or part of a shift abutting mandatory in-service education seminars. 

(b) Where the in-service education takes place outside of the employee's regularly scheduled work 
hours or days, and attendance is voluntary, the employee will not be paid. 

19.4 Criminal Record Check 

Where existing employees are required to obtain a criminal record check, the costs in obtaining the 
record check shall be borne by the Employer. Where new hires are required to obtain an initial criminal 
record check the costs in obtaining the record check shall be borne by the employee. The cost of 
renewal of the forms for all employees shall be borne by the Employer. A copy of the record check shall 
be kept on the employee’s personnel file. 

 
ARTICLE 20 - LEAVE OF ABSENCE WITH OR WITHOUT PAY 

20.1 General Leave of Absence Without Pay 

Subject to operational requirements, the Employer may grant a leave of absence for emergency or 
unusual circumstances without pay to an employee requesting such leave. Request for such leave shall 
be in writing with at least two weeks notice, except in cases of emergency. 

Eligible employees may maintain coverage of health care plans provided in this Agreement, by 
pre-paying the employee and employer premiums. 

20.2 Sick Leave 

(a) Sick leave with pay is payable only because of legitimate personal illness or injury of the 
employee, and employees who are absent from work because of sickness may be required to prove 
sickness. When an employee has not provided a doctor’s note or certificate of medical absence as 
requested by the Employer within five working days of return to work, they will be considered as 
ineligible for sick leave. 
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(b) Medical Confirmation 

The Employer may require a doctor’s medical report at the employee’s expense supporting the 
absence where the employee has been absent for two or more consecutive days of work or where it 
appears that a pattern of consistent or frequent absence from work is developing. 

20.3 Employee Responsibilities 

The employee shall inform his/her immediate supervisor as soon as possible in advance of the scheduled 
shift, of an inability to work because of personal illness or injury. The employee shall inform the 
Employer of the date of return to duty, in advance, for scheduling purposes. In the case of return from 
long-term sick leave absences, a minimum of two weeks’ advance notice would ordinarily be required. 

20.4 Sick Leave Credits Accumulation 

(a) Regular full-time employees who have completed their probationary period shall accumulate 
sick leave credits on the basis of one day per month, to a maximum of 85 days. All sick leave credits 
are cancelled when an employee terminates his/her employment. 

(b) For regular part-time employees, sick leave credits are based on the accumulation of one day of 
credit for each 22 days of work. 

(c) Sick leave pay shall be based on the regularly-scheduled workday. 

20.5 Duration of Sick Leave 

In no case shall sick leave for any one absence exceed a period of 85 days. When the provisions of this 
benefit have been exhausted, employees have access to Long-Term Disability Plan benefits if they 
qualify. 

20.6 Bereavement Leave 

In the case of bereavement in the immediate family, an employee shall be entitled to leave upon 
notification, at their regular rate of pay. Such leave shall not normally exceed three working days. 

Immediate family is defined as an employee’s parent (or alternatively stepparent or foster parent), 
spouse, common-law spouse, grandparent, grandchild, child, stepchild, brother, sister, father-in-law, 
mother-in-law, son-in-law, daughter-in-law, legal guardian, and legal ward and any other relative 
permanently residing in the employee’s household or a relative with whom the employee permanently 
resides. 

In the event of the death of the employee’s brother-in law or sister-in-law, the employee shall be 
entitled to leave for one day for the purpose of attending the funeral. 

20.7 Jury Duty 

Regular employees, who are required to serve as jurors in any provincial or federal court, provided such 
court action is not occasioned by the employee’s private affairs, shall be granted leave of absence 
without loss of regular pay and benefits for the duration of the court duty less any fee received. 
Employees are responsible to provide the Employer with verification of jury duty fees received. 

Such employees will be responsible for keeping the Employer informed of the anticipated length of 
absence. 

20.8 Family Responsibility Leave 

Full-time employees with "sick day" credits shall be permitted to use up to a maximum of fifteen (15) 
hours per year to meet responsibilities related to care, health and education of a child or member of 
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immediate family. The fifteen (15) hours may be used in increments of two (2) hours, rounded up. Up to 
three (3) days unpaid leave per calendar year will be granted for the same purpose. 

20.9 Elections 

Any employee eligible to vote in a federal, provincial or municipal election or a referendum shall be 
granted time off consistent with relevant legislation. 

20.10 Compassionate Care Leave 

An employee who is entitled to compassionate care benefits under the Employment Insurance Act is 
entitled to a leave of absence without pay of up to eight (8) weeks for the purpose of providing care or 
support to a gravely ill family member at risk of dying within twenty-six (26) weeks. Notwithstanding 
Clause 20.1 – General Leave, there will be no change to eligibility for benefits provided for under 
Article 23 – Health and Welfare. The Employer shall continue to make payments to Health and Welfare 
plans in the same manner as if the employee were not absent, where the employee elects to pay his or 
her share of the cost of the plans. 

 
ARTICLE 21 - MATERNITY, PARENTAL AND ADOPTION LEAVE 

21.1 Maternity Leave 

(a) An employee is entitled to a maternity leave of absence from work, without pay, for a period 
of 17 consecutive weeks or for a shorter period as requested by the employee. 

(b) An employee shall notify the Employer in writing of the estimated date of birth. The employee 
will make every reasonable effort to give notice of at least four weeks prior to the date the employee 
proposes to commence leave. The Employer may require the employee to provide a certificate from a 
medical practitioner stating the employee is pregnant and estimating the probable date of birth. 

(c) Employees taking leave under Clause 21.1 or 21.2 are required to outline, in writing to the 
Employer, the proposed date of return from leave at the start of the leave. In the event plans change, 
written notice of at least 21 days is required. Regardless of the date of commencement of the leave of 
absence taken under Clause 21.1(a), the leave shall not end before the expiration of six weeks 
following the actual date of birth unless the employee requests a shorter period. 

(d) A request for shorter period under Subsection (c) shall be given in writing to the Employer at 
least 21 days before the date that the employee indicates she intends to return to work, and the 
employee must furnish the Employer with a certificate from a medical practitioner stating that the 
employee is able to resume work. 

(e) If an employee's pregnancy is terminated before a leave request is made under Subsection (a), 
the Employer, upon request, shall grant the employee a leave of absence from work without pay for a 
period of six consecutive weeks. The employee may be required to supply a certificate of a medical 
practitioner verifying termination of the pregnancy. Leave under this clause shall commence on the 
specified date noted by the medical practitioner. 

(f) If an employee is unable to return to work following a leave of absence granted under either 
Subsection (a) or Subsection (e) preceding, the Employer upon request shall grant to the employee a 
leave of absence extension, without pay, not to exceed a total of six additional consecutive weeks. To 
qualify, the employee must supply a certificate from a medical practitioner verifying the necessity of 
the leave. 



BCGEU & The Salvation Army Ocean Crest Ministries (03/2014) Page 27 

 

21.2 Parental Leave 

(a) Upon written request an employee shall be entitled to parental leave of up to 37 consecutive 
weeks (35 weeks for the birth mother) without pay or a shorter period if the employee requests. 

(b) Where both parents are employees of the Employer, the employees shall determine the 
apportionment of the 37 weeks parental leave between them. 

(c) An employee shall give four weeks' notice prior to the proposed date of commencement of such 
leave. The Employer may require the employee to provide a certificate from a medical practitioner 
stating the date of birth or the probable date of birth if a certificate has not been provided under 
Clause 21.1(b). In the case of adoption the employee shall also provide a letter from the agency that 
placed the child, providing evidence of the adoption. 

(d) Parental leave shall commence: 

(1) in the case of a birth mother, immediately following the end of the maternity leave 
taken under Clause 21.1, unless the Employer and employee agree otherwise; 

(2) in the case of a father following the birth of the child and within the 52 week period 
after the birth date; and 

(3) in the case of an adopting parent following the adoption of the child and within the 52 
week period after the date the adopted child comes into the actual care and custody of the 
parent. 

(e) If the child has a physical, psychological, or emotional condition requiring an additional period of 
parental care as certified by a medical practitioner, the employee is entitled to up to five additional 
weeks of unpaid leave, beginning immediately after the end of the parental leave. 

21.3 Employment Deemed Continuous 

The service of an employee who is absent from work in accordance with this article shall be considered 
continuous for the purpose of Article 18 – Vacation Entitlement and Article 24 – Health and Welfare. The 
Employer shall continue to pay its share of the insurance premiums to Health and Welfare Plans and the 
employee shall be responsible to continue to pay his/her share of the insurance premiums during the leaves.  

Failure by the employee to remit monthly premiums within 31 days of due date will result in 
cancellation of benefits, and reinstatement after these leaves will be contingent upon medical 
clearance (at employee's cost) by the insurers. 

21.4 Reinstatement 

(a) An employee who resumes employment on the expiration of the leave of absence granted in 
accordance with this article shall be reinstated in all respects by the Employer in the position 
previously occupied by the employee and with all increments to wages and benefits to which the 
employee would have been entitled to had the leave not been taken, or, if the position no longer 
exists, employees may exercise their rights in accordance with Article 13 – Layoff and Recall. 

(b) Where the Employer has suspended or discontinued operations during the leave of absence 
granted under this article and has not resumed operations during the leave of absence, the Employer 
shall, on resumption of operations and subject to seniority provisions in this Agreement, comply with 
Subsection 21.4(a). 
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21.5 Sick Leave Credits 

(a) Prior to the commencement of maternity leave, illness arising due to pregnancy may be covered 
by normal sick leave. 

(b) Sick leave may be used by any pregnant employee, authorized by the receipt of a qualified 
medical practitioner's statement to the Employer, where there is a confirmed case of German measles 
or any other disease or condition in the place of employment which could be harmful to pregnancy as 
determined by the qualified medical practitioner's statement or report. She may use this leave until all 
danger from such disease or condition no longer exists. 

 
ARTICLE 22 - OCCUPATIONAL HEALTH AND SAFETY 

22.1 Statutory Compliance 

The Employer and the Union agree to cooperate in the promotion of safe working conditions, the 
prevention of workplace injuries and industrial diseases and the promotion of safe working practices. 
There shall be full compliance with all applicable statutes and regulations pertaining to the working 
environment. The Employer will provide employees with the information known to the Employer 
regarding residents or clients that is necessary for the employees to safely carry out their duties. 

22.2 Health and Safety Program 

The parties agree that a Joint Occupational Health and Safety program will be established, and be 
governed in accordance with the provisions of the Industrial Health and Safety Regulations made 
pursuant to the Workers Compensation Act. 

22.3 Worker Representatives 

A worker health and safety representative will be designated in each workplace where there are more 
than nine but fewer than 20 regular employees. 

22.4 Joint Occupational Health and Safety Committee 

(a) The parties agree that a Joint Occupational Health and Safety Committee will be established at 
the Evergreen Shelter. The Committee will consist of an equal number of employer and union 
representatives. An employer representative and a union representative shall alternate in presiding 
over the meetings. 

(b) The Evergreen Occupational Health and Safety Committee will meet once a month at a time 
mutually agreed upon by the Chairs. 

(c) Once quarterly, the Campbell River worker health and safety representatives may meet for a 
joint committee meeting. 

22.5 No Loss of Pay 

Employees shall not suffer any loss of pay for the time spent attending meetings of the Committee 
during regular working hours. Every effort will be made to schedule meeting within regular hours. In the 
event meetings cannot be scheduled within regular hours, it is understood that no overtime pay will 
apply to hours spent in Occupational Health and Safety meetings. 

22.6 Critical Incident Stress Debriefing 

Employees requiring assistance in dealing with critical incidents will have access to the Employee and 
Family Assistance Program (EAP). 
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22.7 Injury Pay Provision 

An employee who is injured on the job during work hours and is required to leave for treatment or is sent 
home for such injury shall receive payment for the remainder of the shift without deduction from sick 
leave. 

 
ARTICLE 23 - HEALTH AND WELFARE 

23.1 Basic Medical Insurance 

All regular permanent employees whether full-time or part-time, who work regularly 25 hours per week, 
may choose to be covered by the British Columbia Medical Plan Benefits following completion of 
probation and premium rate shall be in accordance with the existing policy of the plan. The Employer 
will pay 100% of the applicable single premium upon enrolment in the Employer's plan. 

23.2 Extended Health, Dental and Group Life Benefits 

The current practice of the Employer with regard to the Extended Health Care Plan, the Dental Plan, and 
the Group Life Plans outlined in The Salvation Army Employee Benefit Plan Brochure shall continue for the 
term of this Collective Agreement. The Employer shall pay the monthly "single" premium cost of the Core 
Plan for Health Care, Dental Care, Basic Life Insurance, and Accidental Death and Dismemberment for 
regular employees working 25 or more regularly scheduled hours per week. 

Long-Term Disability Benefits: To be eligible for Long-Term Disability (LTD) Benefits, employees must 
work 30 or more regularly scheduled hours per week. All eligible employees are required to participate 
in the Long-Term Disability (LTD) program. Long-Term Disability (LTD) premiums will be paid by the 
employee. 

The Employer will provide all eligible employees with the applicable plan brochure. 

23.3 Registered Retirement Savings Plan  

Effective date of signing: 

Permanent full-time or part-time employees who have completed three months of service will be 
eligible for enrolment in the Group RRSP Plan outlined in the TSA brochure as follows: 

The Employer will contribute a percentage based on length of service according to the following 
schedule: 

Completed Years of Service Employer Contribution 
3 months to 5 years ..................................4% 
6 to 10 years ..............................................5% 
11 years or more .......................................6% 

Voluntary Contributions 

Employees may make voluntary contributions over and above the basic contributions of the Employer. 
Employee voluntary contributions may be withdrawn once per calendar year. The Employer will match 
the voluntary contributions to a maximum as indicated below: 

On the completion of: 

Three months of service Matching of voluntary contributions to a maximum 
of 2% of regular paid earnings. 

10 years of service (commencing the 11th year 
of employment) 

Matching of voluntary contributions to a maximum 
of 3% of regular paid earnings 
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All contributions are held in an account registered to the individual employee. The employee identifies 
the Funds in which the monies will be invested and investment selections may be changed from time to 
time in accordance with the terms of the Plan. 

When the employee terminates employment with the Employer, they can elect from options identified 
on the TSA form. 

23.4 Employee and Family Assistance Program 

The Employer shall provide an Employee and Family Assistance Program (EAP) for all regular employees 
working over 25 hours per week, and their eligible dependants. The Employer will provide all employees 
with the EAP brochure. 

 
ARTICLE 24 - PAYMENT OF WAGES AND ALLOWANCES 

24.1 Payment of Wages 

Employees shall be paid on the Friday of every other week. New employees shall be required to use 
direct deposit. 

24.2 Rate of Pay on Promotion or Reclassification 

Effective the date of signing, employees receiving a promotion or whose position is reclassified will 
receive the rate of pay for that position, effective the first day in the new position. 

24.3 Substitution Pay 

(a) When operationally feasible in the view of the Employer, substitution to a higher paying 
classification shall be offered to employees in the next lower classification possessing the knowledge, 
skills, qualifications, availability and ability required for the higher paying position, in order of 
seniority. 

(b) An employee temporarily substituting in, and performing the principal duties of, a higher paying 
classification at the Employer’s request for periods greater than two (2) hours, shall receive the higher 
rate of pay of the position.  

(c) An employee temporarily substituting in, or performing the principal duties of, a lower paying 
classification, at the Employer’s request, shall receive their normal rate of pay. 

24.4 Meal Allowance 

Employees on the Employer's business away from their worksite and with the prior approval of the 
Employer shall be entitled to reimbursement for meal expenses incurred at the following rates: 

Breakfast ..................... $ 8.50 
Lunch .......................... $10.50 
Dinner ........................ $19.25 

This article shall not apply to employees who, on a day-to-day basis, do not work in a fixed location. 

24.5 Travel Expenses 

The Employer shall pay reasonable travel expenses to the employee when they are doing business for 
the Employer locally. This includes, but is not limited to, bus fare and parking charges. It is understood 
that the employee must provide receipts. 
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24.6 Vehicle Expenses 

An employee who uses his/her vehicle for use in the Employer’s operation will be compensated at the 
rate of 40¢ per kilometre for all distances driven. 

24.7 Work Clothing  

The Employer agrees to pay up to seventy-five dollars ($75) per year, upon presentation of a receipt, for 
safety shoes for the warehouse employees at the thrift store. 

 
ARTICLE 25 - GENERAL CONDITIONS 

25.1 Copies of Agreement 

The Union and the Employer desire that every employee be familiar with the provisions of this 
Agreement and their rights and obligations under it. For this reason, the Union shall print sufficient 
copies of the Agreement for distribution to employees. The Union shall arrange for printing and 
distribution of the Collective Agreement. The Union shall provide 16 copies to the Employer. 

25.2 Personnel File 

(a) With reasonable written notice given the Employer, employees shall be entitled to review their 
personnel file in the office in which the file is normally kept. Access to the file shall be no later than 
seven calendar days after the notice is given. The Employer reserves the right to have an employer 
representative present at the time the file is viewed. 

(b) A representative of the Union with written authority of the employee shall be entitled to review 
the employee’s personnel file in the office where the file is normally kept in order to facilitate the 
investigation of a grievance. The union representative shall give the Employer adequate written notice 
prior to having access to such file. Access to the file shall be no later than seven calendar days after 
the notice is given. The Employer reserves the right to have an employer representative present at the 
time the file is viewed. The Employer will provide the Union with a copy of any documents requested, 
at the cost of one cent per page, to be billed quarterly by email. 

(c) The personnel file shall not be made public or shown to any other individual without the 
employee’s written consent, except in the operation of the Employer’s business and/or for the 
purposes of the proper application of this Agreement. 

25.3 Criminal/Civil Offences by Residents or Clients 

The Employer agrees that where there are reasonable grounds to believe a resident or client has 
committed a criminal offence against an employee, the Employer will provide necessary leave, without 
loss of pay or benefits, to the employee to support the employee's pursuit of criminal charges and/or 
alternative corrective remedies against the resident or client. 

25.4 Indemnity 

Except where there has been wilful negligence on the part of an employee, the Employer will: 

(a) indemnify and save harmless employees from any liability action arising from the proper 
performance of their duties for the Employer; and 

(b) assume all costs, legal fees and other expenses arising from any such action, provided the 
Employer has conduct of the action. 
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ARTICLE 26 - CONTRACTING OUT, VOLUNTEERS 

The Employer agrees not to contract out any work which would result in the layoff of, or failure to recall 
such employees. 

It is agreed that volunteers have a role to fill in the Employer’s operation and are an important link to 
the community being served. Any volunteers used shall be supernumerary to established positions in 
the bargaining unit, and will not result in the layoff of bargaining unit employees, nor will volunteers be 
used to fill established positions within the bargaining unit. 

It is further understood by both parties that use of student replacements, residents, clients, CSC 
program participants, and work experience participants will not result in layoff or failure to recall 
employees. 

 

ARTICLE 27 - TERMS OF AGREEMENT 

27.1 Duration 

This Agreement shall be binding and remain in force and effective until March 31, 2014. All provisions of 
the Agreement are effective the date of ratification by both parties unless otherwise stated. 

27.2 Notice to Bargain 

(a) This agreement may be opened for collective bargaining by either party giving written notice to the 
other party four months prior to the expiry of this Agreement. 

(b) Where no notice is given by either party prior to three months, both parties shall be deemed to 
have been given notice under this section three months prior to the expiry of this Agreement. 

(c) All notices on behalf of the Union shall be given by the President of the Union and similar 
notices on behalf of the Employer shall be given by the employer designate. 

27.3 Commencement of Bargaining 

Where a party to this Agreement has given notice under Article 27.2 the parties shall, within 30 days 
after the notice was given, commence collective bargaining. 

27.4 Change in Agreement 

Any change deemed necessary in this Agreement may be made by mutual agreement at any time during 
the life of this Agreement. 

27.5 Agreement to Continue in Force 

Both parties shall adhere fully to the terms of this Agreement during the period of bona fide collective 
bargaining. 
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SIGNED ON BEHALF OF SIGNED ON BEHALF OF 
THE UNION  THE EMPLOYER 

 
  
 

_________________________________ _________________________________ 
Darryl Walker Captain Gordon Taylor 
President Corps Officer 
 
 
 
_________________________________ _________________________________ 
Christine Mitchell Captain Karen Taylor 
Bargaining Unit Chairperson Corps Officer 
 
 
 
_________________________________ _________________________________ 
Dawn Riley Kevin Mack 
Bargaining Committee Community Ministries Director 
 
 
 
_________________________________   
Susan Strueby Wendy Tupling Guest 
Bargaining Committee Divisional Director of Employee Relations 
 
 
 
_________________________________  _________________________________   
Darlene Thorburn Fiona McLardy 
Staff Representative Human Resources Generalist  
 
 
 
 _________________________________ 
 Josie Delpriore 
 Territorial Director, Employee Relations 
  
 
 
 _________________________________ 
 John Thompson 
 Territorial Manager, Labour Relations 
 
 
Dated this ________day of __________________, 20____. 
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APPENDIX A 
Definitions 

"Employer" means The Salvation Army Ocean Crest Community Ministries (OCCM). 

Employee Status 

"Full-time Employee" means an employee who is appointed to a regularly-scheduled position and is 
regularly scheduled to work twenty-five (25) hours or more per week. A regular full-time employee is 
entitled to all of the benefits outlined in the Agreement except where otherwise specified. 

"Part-time Employee" means an employee who is appointed to a regularly-scheduled position and is 
regularly scheduled to fewer than twenty-five (25) hours per week. A regular part-time employee may 
be entitled to certain benefits in proportion, pursuant to The Salvation Army Policy. 

"Casual Employees" are employed on an "on call" basis to cover absences due to sick leave, vacation, 
or other approved leaves, or to augment staff during peak periods or periods of staff shortage. Casual 
status also applies to temporary employees, i.e., full or part-time employees who are hired to 
complete the staff model for a limited time period for the purpose of filling short-term work positions 
(e.g. Extreme Weather Shelter (EWS) employees and/or longer absences (e.g., pregnancy/parental 
leaves, long-term leaves of absence). Casuals receive a percentage of straight-time pay in lieu of 
vacation. 

"Job Description" includes the generic job description and task list. 

"Residents" (or "Guests") means people who reside at Evergreen Apartments. Residents shall not be 
considered employees for the purposes of this Collective Agreement, except those who are employed in 
bargaining unit positions. 

"Clients" (or "Guests") means people who are receiving services, including emergency overnight 
accommodation. Clients shall not be considered employees for the purposes of this Collective 
Agreement. 

"Volunteers" means members of the public, Conditional Sentence Order (CSO) participants or student 
placements who volunteer their time in various capacities which are supernumerary to the work being 
done by employees. Volunteers shall not be considered employees for the purposes of this Collective 
Agreement. 

"Work Experience Participants" means specific residents/clients involved in work experience within 
OCCM under the supervision of staff, for the purposes of assisting these residents/clients in acquiring 
experience, skills, and self-esteem. Work experience participants shall not be considered employees for 
the purposes of this Collective Agreement. 

 
 

APPENDIX B 
List of Arbitrators 

Jim Dorsey  
Heather Laing 
Colin Taylor 
Joan Gordon 
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APPENDIX C 
Wage Schedule 

Wage increases:  April 1, 2012 – 3% groups 1 to 5 
 2% groups 6 to 9 

   April 1, 2012 – 3% wage increase (Group 1 to 5 inclusive) 
   April 1, 2012 – 2% wage increase (Group 6 to 8 inclusive) 
   April 1, 2013 – 1% general wage increase      

Group Job Titles Hire  
Rate 

Post  
Probation 

April 1/12   
Hire 

April 1/12  
Post 

Probation 
April 1/13 

Hire 
April 1/13 

Post 
Probation 

1 Thrift Store Clerk, Janitor, Warehouse Worker 9.79 10.09 10.09 10.56 10.35 10.67 
2 Assistant Store Supervisor, Cook (new), Custodian 10.97 11.29 11.29 11.63 11.40 11.74 
3 Awake Overnight Worker 11.22 11.56 11.56 11.91 11.68 12.03 
4 Front Desk Admin 11.48 11.82 11.82 12.17 11.94 12.30 
5 Residential Worker B 14.79 15.24 15.24 15.70 15.39 15.86 
6 Food Service Coord; Church Admin 15.56 16.02 15.87 16.34 16.03 16.50 
7 Shelter PDP & Shelter Admin 16.72 17.22 17.05 17.56 17.22 17.74 
8 Caseworker 18.12 18.66 18.48 19.03 18.66 19.22 

   

Note 1: The wage of any employee whose current wage is greater than the full functioning wage for the 
position will receive the negotiated general wage increases unless the employee successfully competes 
for a position in a different salary group. 

Note 2: The term of the Agreement will be from April 1, 2012 to March 31, 2014. 

Note: Wages are retroactive to April 1, 2012. 

 
 

MEMORANDUM OF UNDERSTANDING #1 
Casual Employees 

Definitions: 

Departments for the purpose of calling part-time and casual employees to available work shall be as 
follows: 
Department #1 – Evergreen & Lighthouse Centre 
Department #2 – Thrift Store and New Beginnings 
Department #3 – Church 
 

(a) Casual Work Call-In List 

(1) Casual employees are hired to cover additional hours and casual work. Casual 
employees shall be called to work for which they are qualified to a maximum of forty (40) hours 
per week, provided it will not result in overtime pay. Casual employees shall submit their 
availability in writing to the Manager. Casual and part-time employees shall only be registered 
to work in only one department.  

(2) The call-in list shall contain the names of employees (part-time and casual) who have 
registered for casual work within a department. All staff on the call-in list will provide one phone 
number at which to be contacted for casual shifts.  
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(b) Seniority 

(1) Casual employees accrue seniority on an hourly basis and will be called in order of 
seniority within the department, following the part-time employees. A casual/part-time seniority 
list will be posted on a monthly basis and will be provided to the Union once per year in June. 

(2) Casual employees will not be used in such a way as would reduce the number of regular 
full and/or part-time positions. 

(c) Conditions 

(1) All casual employees shall receive a letter of appointment upon recruitment clearly 
confirming their employment status. This letter shall also confirm a phone number at which to 
be contacted for casual work, as well as the casual employee’s days and hours of availability for 
work of a casual nature. 

(2) Any casual employee who accepts a shift is deemed responsible for that shift. 

(3) A refusal to work will be the result of declining an offer of a shift for the period of 
indicated availability or the cancelling of an accepted shift for reasons other than illness or 
acceptable emergency.  

(4) If the casual refuses or cancels an accepted shift or is unavailable, during a period of 
indicated availability, more than three times over a four month period, the employee shall not 
be called for further work. The part-timer's name shall be removed from the call-in list and the 
casual employee will be considered to have resigned.  

(5) Casual employees are covered by all provisions of the Collective Agreement except Articles: 

Article 11.4  .................................................................................... Re-Employment 
Article 13 ....................................................................................... Layoff and Recall 
Article 14.3 ..................................................................................... Work Schedules 
Article 16 ................................................................................................... Overtime  
Article 20 ....................................................................... Leave With or Without Pay 
Article 23 ...................................................................................... Health & Welfare 
Article 24.2 ...................................... Rates of Pay on Promotion or Reclassification    
Article 24.3 ..................................................................................... Substitution Pay 

 
(d) Call-in Process 

(1) Each site shall maintain a call-in book for the purpose of recording absences from duty 
and the replacement of personnel. Short call shifts (two hours or less notice, including the first 
shift of a block and blocks after 11 p.m.), will be filled at the discretion of the Employer. 

(2) Assignment of casual work will be dependent on the casual’s availability to fill the entire 
vacant assignment. A casual employee who is already scheduled for work on the day of the 
casual vacancy is deemed unavailable for that vacancy. 

(3) Casual employees who do not respond to contact for call in to available work, more than 
three times over a four month period, shall be removed from the call-in list and shall not be 
called for further work. However if a casual returns the call within a two hour window, from the 
time the call was made, there shall be no penalty. 

(4) A log will be kept of all calls made for casual call-in, noting the date, time of the call, and 
the outcome of the offer. A message shall be left. 
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 MEMORANDUM OF UNDERSTANDING #2 
Re: Video Monitoring Equipment 

Whereas the Employer has installed video monitoring equipment in the worksites, the parties agree as 
follows: 

(a) Video monitoring equipment will be used to protect the safety of employees and residents, and 
secure the Employer's property. The Employer shall disclose to the employees the location of any and 
all monitoring cameras. 

(b) Video records will be kept confidential. Access will be limited to those individuals requiring 
access, designated by the Employer. 

(c) The Employer will consult with the Union where video monitoring equipment will be installed to 
ensure that the equipment is installed in the appropriate location to ensure employee safety and 
client/resident privacy. 

 
 

MEMORANDUM OF UNDERSTANDING #3 
Employees Working Alone 

(a) The parties recognize the vulnerability of employees working alone and the possible risk to 
employees given the nature of clients served by the Employer in some of its facilities (namely the 
Evergreen Shelter, The Lighthouse in Campbell River, and Family Services). 

(b) In recognition of the above, the parties agree that no employee will be required or permitted to 
work alone, without appropriate safety measures in place. 

(c) One measure would be working with another employee or volunteer physically present at the 
same worksite. Another measure is use of a check-in procedure as described in OHS legislation and 
jointly-agreed at the OHS Committee level. 

(d) The parties further recognize the value to clients of having the opportunity to meet with 
employees privately on occasion at the above-listed facilities. 

(e) An employee will be permitted to exercise discretion in meeting with a client individually or in 
escorting a client away from the Employer’s worksites. An employee will not be disciplined for 
refusing to meet with a client without appropriate safety measures in place. 

 
 

MEMORANDUM OF UNDERSTANDING #4 
Re: Preauthorization of Overtime 

The Employer and the Union recognize that the nature of the work carried out by employees in some 
classifications is such that, on occasion, it may not be possible for the employee to obtain prior 
authorization for the necessary overtime work. 

The parties agree to meet within sixty days of ratification to discuss the scope of such prior 
authorization. In the event that such pre-authorization becomes problematic, such authorization will be 
withdrawn. 
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MEMORANDUM OF UNDERSTANDING #5 
Re: Training and In-Service 

 
This will confirm our discussions at bargaining.  

The parties agree that within three months of today's date, training/in-service will be provided on the 
following: 

 The Salvation Army Respect in the Workplace policy 
The Salvation Army Violence in the Workplace policy, specifically addressing Aggressive 
Behaviour 

Within six months of today's date, the Joint Occupational Health and Safety committee will present a 
plan for health and safety (which may involve a request for training and assistance from the BCGEU Staff 
Safety Representative). 

 
 

LETTER OF UNDERSTANDING #1 
Evergreen Joint Occupational Safety and Health Committee 

The parties agree that within four months the parties will meet to discuss the process and powers of 
recommendation of the Evergreen Joint Occupational Safety and Health Committee. Such 
recommendations may include: 

 Workplace health and safety issues including risk assessment, communicable diseases etc.; 

 Workplace health and safety training including responding to aggressive behaviour; 

 Workplace health and safety procedures including procedures to follow in the event of a critical 
incident which might result in critical incident stress. 

The processes may include: 

 Chairing of the meeting 
 Transcription and distribution of minutes 
 Posting procedures 

 
 

LETTER OF UNDERSTANDING #2 
Vacation Scheduling in December/January 

 
This will confirm our discussions at bargaining. 
 

Vacation scheduling is based on operational requirements and available backfill. It is not the current 
practice or intention of Ocean Crest Community Ministries that any period of the vacation 
year - including December/January – be "blacked out" and thus unavailable for employee vacations. 
 

However, at The Salvation Army, Christmas is traditionally our busiest time. Depending on the programs 
we are running, we may need to reassess this position in the future.  
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LETTER OF UNDERSTANDING #3 
Medical/Dental Appointments 

 
The parties agree on a without prejudice and without precedent basis that a full-time employee shall be 
entitled to take up to fifteen (15) hours sick leave per year for the purpose of medical/dental 
appointments. 
 
Such time is to be taken in increments of two (2) hours. This Letter in combination with the provisions of 
Article 20.8 shall not exceed fifteen (15) hours per year. 
 
The parties agree to monitor the utilization for this provision as it relates to staffing/backfill at Evergreen 
over the term of the agreement. 
  
 
 
 
cope 378 
03022114v2.doc 
 


	TABLE OF CONTENTS
	ARTICLE 1 - PREAMBLE 1
	1.1 Purpose of Agreement 1
	1.2 Conflict with Policies and Rules 1
	1.3 Human Rights Code 1
	1.4 Future Legislation 1
	1.5 Harassment 1
	ARTICLE 2 - UNION RECOGNITION AND RIGHTS 2
	2.1 Bargaining Agent Recognition 2
	2.2 Bargaining Unit Defined 2
	2.3 Correspondence and Directives 2
	2.4 No Other Agreement 2
	2.5 No Discrimination for Union Activity 2
	2.6 Recognition and Rights of Stewards 3
	2.7 Bulletin Boards 3
	2.8 Right to Refuse to Cross Picket Lines 4
	2.9 Union Insignia 4
	2.10 Time Off for Union Business 4
	ARTICLE 3 - UNION SECURITY 5
	ARTICLE 4 - CHECK-OFF AND UNION DUES 5
	ARTICLE 5 - EMPLOYER AND UNION TO ACQUAINT NEW EMPLOYEES 6
	ARTICLE 6 - MANAGEMENT RIGHTS 6
	ARTICLE 7 - EMPLOYER/UNION RELATIONS 7
	7.1 Union and Employer Representation 7
	7.2 Union Representatives 7
	7.3 Technical Information 7
	7.4 Union/Management Committee 7
	ARTICLE 8 - COMPLAINT AND GRIEVANCE PROCEDURE 8
	8.1 Preamble 8
	8.2 Step 1 – Complaint Step 8
	8.3 Time Limit to Present Initial Grievance 8
	8.4 Step 2 8
	8.5 Time Limit to Reply at Step 2 9
	8.6 Step 3 9
	8.7 Time Limit to Reply at Step 3 9
	8.8 Time Limit to Submit to Arbitration 9
	8.9 Dismissal or Suspension of More Than 20 Days 9
	8.10 Policy Grievance 9
	8.11 Time Limits 10
	8.12 Deviation from the Grievance Procedure 10
	8.13 Technical Objections 10
	8.14 Management Grievance 10
	ARTICLE 9 - ARBITRATION 10
	9.1 Notification 10
	9.2 Assignment of Arbitrator 10
	9.3 Arbitration Procedure 11
	9.4 Decision of the Arbitrator 11
	9.5 Disagreement on Decision 11
	9.6 Expenses of the Arbitrator 11
	9.7 Amending Time Limits 11
	9.8 Witness 11
	ARTICLE 10 - DISCIPLINE, SUSPENSION AND DISMISSAL 11
	10.1 Just Cause 11
	10.2 Suspension and Dismissal 11
	10.3 Right to Grieve Other Disciplinary Matters 12
	10.4 Right to have Steward Present 12
	10.5 Abandonment of Position 12
	ARTICLE 11 - SENIORITY 12
	11.1 Seniority Defined 12
	11.2 Seniority List 13
	11.3 Loss of Seniority 13
	11.4 Re-Employment 13
	11.5 Bridging of Service 13
	ARTICLE 12 - JOB POSTINGS 14
	12.1 Job Postings and Applications 14
	12.2 Assignments 14
	12.3 Temporary Assignments 15
	12.4 Selection Criteria 15
	12.5 Notice of Successful Applicant 15
	12.6 Unsuccessful Applicants 15
	12.7 New Hire Probationary Period 15
	12.8 Trial Assessment Period 15
	ARTICLE 13 - LAYOFF AND RECALL 16
	13.1  16
	13.2 Advance Notice 16
	13.3 No New Employee 16
	13.4 Pre-Layoff Canvas 16
	13.5 Layoff Options 17
	13.6 Bumping 17
	ARTICLE 14 - HOURS OF WORK AND SCHEDULING 17
	14.1 Hours of Operation 17
	14.2 Additional Hours for Part-time Employees 18
	14.3 Work Schedules 18
	14.4 Days of Rest 18
	14.5 Meal Breaks 19
	14.6 Rest Periods 19
	14.7 Minimum Daily Pay 19
	ARTICLE 15 - CLASSIFICATION AND RECLASSIFICATION 19
	15.1  19
	15.2 Job Descriptions – New and Changed Positions 19
	15.3 Wage Rates 20
	ARTICLE 16 - OVERTIME 20
	16.1 Extra Hours 20
	16.2 Overtime 20
	16.3 Authorization 20
	16.4 Overtime Compensation 20
	16.5 Sharing of Overtime 21
	16.6 Overtime for Part-time Employees 21
	16.7 Callback 21
	ARTICLE 17 - STATUTORY AND PAID HOLIDAYS 21
	17.1 Statutory Holidays 21
	17.2  21
	17.3 Holiday Coinciding with a Day of Vacation 21
	17.4 Payment for a Statutory Holiday 22
	17.5 Holiday Falling on a Day of Rest 22
	ARTICLE 18 - VACATION 22
	18.1  22
	18.2 Vacation Scheduling 22
	18.3 Vacation Credits Upon Death 23
	18.4 Vacation Credits Upon Termination 23
	18.5 Bereavement Leave During Vacation 23
	ARTICLE 19 - CAREER DEVELOPMENT 23
	19.1 Annual Performance Review 23
	19.2 Courses/Examinations at the Request of the Employer 24
	19.3 In-Service Education 24
	19.4 Criminal Record Check 24
	ARTICLE 20 - LEAVE OF ABSENCE WITH OR WITHOUT PAY 24
	20.1 General Leave of Absence Without Pay 24
	20.2 Sick Leave 24
	20.3 Employee Responsibilities 25
	20.4 Sick Leave Credits Accumulation 25
	20.5 Duration of Sick Leave 25
	20.6 Bereavement Leave 25
	20.7 Jury Duty 25
	20.8 Family Responsibility Leave 25
	20.9 Elections 26
	20.10 Compassionate Care Leave 26
	ARTICLE 21 - MATERNITY, PARENTAL AND ADOPTION LEAVE 26
	21.1 Maternity Leave 26
	21.2 Parental Leave 27
	21.3 Employment Deemed Continuous 27
	21.4 Reinstatement 27
	21.5 Sick Leave Credits 28
	ARTICLE 22 - OCCUPATIONAL HEALTH AND SAFETY 28
	22.1 Statutory Compliance 28
	22.2 Health and Safety Program 28
	22.3 Worker Representatives 28
	22.4 Joint Occupational Health and Safety Committee 28
	22.5 No Loss of Pay 28
	22.6 Critical Incident Stress Debriefing 28
	22.7 Injury Pay Provision 29
	ARTICLE 23 - HEALTH AND WELFARE 29
	23.1 Basic Medical Insurance 29
	23.2 Extended Health, Dental and Group Life Benefits 29
	23.3 Registered Retirement Savings Plan 29
	23.4 Employee and Family Assistance Program 30
	ARTICLE 24 - PAYMENT OF WAGES AND ALLOWANCES 30
	24.1 Payment of Wages 30
	24.2 Rate of Pay on Promotion or Reclassification 30
	24.3 Substitution Pay 30
	24.4 Meal Allowance 30
	24.5 Travel Expenses 30
	24.6 Vehicle Expenses 31
	24.7 Work Clothing 31
	ARTICLE 25 - GENERAL CONDITIONS 31
	25.1 Copies of Agreement 31
	25.2 Personnel File 31
	25.3 Criminal/Civil Offences by Residents or Clients 31
	25.4 Indemnity 31
	ARTICLE 26 - CONTRACTING OUT, VOLUNTEERS 32
	ARTICLE 27 - TERMS OF AGREEMENT 32
	27.1 Duration 32
	27.2 Notice to Bargain 32
	27.3 Commencement of Bargaining 32
	27.4 Change in Agreement 32
	27.5 Agreement to Continue in Force 32
	APPENDIX A - Definitions 34
	APPENDIX B - List of Arbitrators 34
	APPENDIX C - Wage Schedule 35
	MEMORANDUM OF UNDERSTANDING #1 - Casual Employees 35
	MEMORANDUM OF UNDERSTANDING #2 - Video Monitoring Equipment 37
	MEMORANDUM OF UNDERSTANDING #3 - Employees Working Alone 37
	MEMORANDUM OF UNDERSTANDING #4 - Preauthorization of Overtime 37
	MEMORANDUM OF UNDERSTANDING #5 - Training and In-Service 38
	LETTER OF UNDERSTANDING #1 - Evergreen Joint Occupational Safety and                                              Health Committee 38
	LETTER OF UNDERSTANDING #2 - Vacation Scheduling In December/January 38
	LETTER OF UNDERSTANDING #3 - Medical/Dental Appointments 38
	ARTICLE 1 -  PREAMBLE
	1.1 Purpose of Agreement
	1.2 Conflict with Policies and Rules
	1.3 Human Rights Code
	1.4 Future Legislation
	1.5 Harassment

	ARTICLE 2 -  UNION RECOGNITION AND RIGHTS
	2.1 Bargaining Agent Recognition
	2.2 Bargaining Unit Defined
	2.3 Correspondence and Directives
	2.4 No Other Agreement
	2.5 No Discrimination for Union Activity
	2.6 Recognition and Rights of Stewards
	2.7 Bulletin Boards
	2.8 Right to Refuse to Cross Picket Lines
	2.9 Union Insignia
	2.10 Time Off for Union Business

	ARTICLE 3 -  UNION SECURITY
	ARTICLE 4 -  CHECK-OFF AND UNION DUES
	ARTICLE 5 -  EMPLOYER AND UNION TO ACQUAINT NEW EMPLOYEES
	ARTICLE 6 -  MANAGEMENT RIGHTS
	ARTICLE 7 -  EMPLOYER/UNION RELATIONS
	7.1 Union and Employer Representation
	7.2 Union Representatives
	7.3 Technical Information
	7.4 Union/Management Committee

	ARTICLE 8 -  COMPLAINT AND GRIEVANCE PROCEDURE
	8.1 Preamble
	8.2 Step 1 – Complaint Step
	8.3 Time Limit to Present Initial Grievance
	8.4 Step 2
	8.5 Time Limit to Reply at Step 2
	8.6 Step 3
	8.7 Time Limit to Reply at Step 3
	8.8 Time Limit to Submit to Arbitration
	8.9 Dismissal or Suspension of More Than 20 Days
	8.10 Policy Grievance
	8.11 Time Limits
	8.12 Deviation from the Grievance Procedure
	8.13 Technical Objections
	8.14 Management Grievance

	ARTICLE 9 -  ARBITRATION
	9.1 Notification
	9.2 Assignment of Arbitrator
	9.3 Arbitration Procedure
	9.4 Decision of the Arbitrator
	9.5 Disagreement on Decision
	9.6 Expenses of the Arbitrator
	9.7 Amending Time Limits
	9.8 Witness

	ARTICLE 10 -  DISCIPLINE, SUSPENSION AND DISMISSAL
	10.1 Just Cause
	10.2 Suspension and Dismissal
	10.3 Right to Grieve Other Disciplinary Matters
	10.4 Right to have Steward Present
	10.5 Abandonment of Position

	ARTICLE 11 -  SENIORITY
	11.1 Seniority Defined
	11.2 Seniority List
	11.3 Loss of Seniority
	11.4 Re-Employment
	11.5 Bridging of Service

	ARTICLE 12 -  JOB POSTINGS
	12.1 Job Postings and Applications
	12.2 Assignments 
	12.3 Temporary Assignments
	12.4 Selection Criteria
	12.5 Notice of Successful Applicant
	12.6 Unsuccessful Applicants
	12.7 New Hire Probationary Period
	12.8 Trial Assessment Period

	ARTICLE 13 -  LAYOFF AND RECALL
	13.2 Advance Notice
	13.3 No New Employee
	13.4 Pre-Layoff Canvas
	13.5 Layoff Options
	13.6 Bumping

	ARTICLE 14 -  HOURS OF WORK AND SCHEDULING
	14.1 Hours of Operation
	14.2 Additional Hours for Part-time Employees
	14.3 Work Schedules
	14.4 Days of Rest
	14.5 Meal Breaks
	14.6 Rest Periods
	14.7 Minimum Daily Pay

	ARTICLE 15 -  CLASSIFICATION AND RECLASSIFICATION
	15.2 Job Descriptions – New and Changed Positions
	15.3 Wage Rates

	ARTICLE 16 -  OVERTIME
	16.1 Extra Hours
	16.2 Overtime 
	16.3 Authorization
	16.4 Overtime Compensation
	16.5 Sharing of Overtime
	16.6 Overtime for Part-time Employees
	16.7 Callback

	ARTICLE 17 -  STATUTORY AND PAID HOLIDAYS
	17.1 Statutory Holidays
	17.3 Holiday Coinciding with a Day of Vacation
	17.4 Payment for a Statutory Holiday
	17.5 Holiday Falling on a Day of Rest

	ARTICLE 18 -   VACATION
	18.2 Vacation Scheduling
	18.3 Vacation Credits Upon Death
	18.4 Vacation Credits Upon Termination
	18.5 Bereavement Leave During Vacation

	ARTICLE 19 -  CAREER DEVELOPMENT
	19.1 Annual Performance Review
	19.2 Courses/Examinations at the Request of the Employer
	19.3 In-Service Education
	19.4 Criminal Record Check

	ARTICLE 20 -  LEAVE OF ABSENCE WITH OR WITHOUT PAY
	20.1 General Leave of Absence Without Pay
	20.2 Sick Leave
	20.3 Employee Responsibilities
	20.4 Sick Leave Credits Accumulation
	20.5 Duration of Sick Leave
	20.6 Bereavement Leave
	20.7 Jury Duty
	20.8 Family Responsibility Leave
	20.9 Elections
	20.10 Compassionate Care Leave

	ARTICLE 21 -  MATERNITY, PARENTAL AND ADOPTION LEAVE
	21.1 Maternity Leave
	21.2 Parental Leave
	21.3 Employment Deemed Continuous
	21.4 Reinstatement
	21.5 Sick Leave Credits

	ARTICLE 22 -  OCCUPATIONAL HEALTH AND SAFETY
	22.1 Statutory Compliance
	22.2 Health and Safety Program
	22.3 Worker Representatives
	22.4 Joint Occupational Health and Safety Committee
	22.5 No Loss of Pay
	22.6 Critical Incident Stress Debriefing
	22.7 Injury Pay Provision

	ARTICLE 23 -  HEALTH AND WELFARE
	23.1 Basic Medical Insurance
	23.2 Extended Health, Dental and Group Life Benefits
	23.3 Registered Retirement Savings Plan 
	23.4 Employee and Family Assistance Program

	ARTICLE 24 -  PAYMENT OF WAGES AND ALLOWANCES
	24.1 Payment of Wages
	24.2 Rate of Pay on Promotion or Reclassification
	24.3 Substitution Pay
	24.4 Meal Allowance
	24.5 Travel Expenses
	24.6 Vehicle Expenses
	24.7 Work Clothing 

	ARTICLE 25 -  GENERAL CONDITIONS
	25.1 Copies of Agreement
	25.2 Personnel File
	25.3 Criminal/Civil Offences by Residents or Clients
	25.4 Indemnity

	ARTICLE 26 -  CONTRACTING OUT, VOLUNTEERS
	ARTICLE 27 -  TERMS OF AGREEMENT
	27.1 Duration
	27.2 Notice to Bargain
	27.3 Commencement of Bargaining
	27.4 Change in Agreement
	27.5 Agreement to Continue in Force



<<

  /ASCII85EncodePages false

  /AllowTransparency false

  /AutoPositionEPSFiles true

  /AutoRotatePages /None

  /Binding /Left

  /CalGrayProfile (Dot Gain 20%)

  /CalRGBProfile (sRGB IEC61966-2.1)

  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)

  /sRGBProfile (sRGB IEC61966-2.1)

  /CannotEmbedFontPolicy /Error

  /CompatibilityLevel 1.4

  /CompressObjects /Tags

  /CompressPages true

  /ConvertImagesToIndexed true

  /PassThroughJPEGImages true

  /CreateJobTicket false

  /DefaultRenderingIntent /Default

  /DetectBlends true

  /DetectCurves 0.0000

  /ColorConversionStrategy /CMYK

  /DoThumbnails false

  /EmbedAllFonts true

  /EmbedOpenType false

  /ParseICCProfilesInComments true

  /EmbedJobOptions true

  /DSCReportingLevel 0

  /EmitDSCWarnings false

  /EndPage -1

  /ImageMemory 1048576

  /LockDistillerParams false

  /MaxSubsetPct 100

  /Optimize true

  /OPM 1

  /ParseDSCComments true

  /ParseDSCCommentsForDocInfo true

  /PreserveCopyPage true

  /PreserveDICMYKValues true

  /PreserveEPSInfo true

  /PreserveFlatness true

  /PreserveHalftoneInfo false

  /PreserveOPIComments true

  /PreserveOverprintSettings true

  /StartPage 1

  /SubsetFonts true

  /TransferFunctionInfo /Apply

  /UCRandBGInfo /Preserve

  /UsePrologue false

  /ColorSettingsFile ()

  /AlwaysEmbed [ true

  ]

  /NeverEmbed [ true

  ]

  /AntiAliasColorImages false

  /CropColorImages true

  /ColorImageMinResolution 300

  /ColorImageMinResolutionPolicy /OK

  /DownsampleColorImages true

  /ColorImageDownsampleType /Bicubic

  /ColorImageResolution 300

  /ColorImageDepth -1

  /ColorImageMinDownsampleDepth 1

  /ColorImageDownsampleThreshold 1.50000

  /EncodeColorImages true

  /ColorImageFilter /DCTEncode

  /AutoFilterColorImages true

  /ColorImageAutoFilterStrategy /JPEG

  /ColorACSImageDict <<

    /QFactor 0.15

    /HSamples [1 1 1 1] /VSamples [1 1 1 1]

  >>

  /ColorImageDict <<

    /QFactor 0.15

    /HSamples [1 1 1 1] /VSamples [1 1 1 1]

  >>

  /JPEG2000ColorACSImageDict <<

    /TileWidth 256

    /TileHeight 256

    /Quality 30

  >>

  /JPEG2000ColorImageDict <<

    /TileWidth 256

    /TileHeight 256

    /Quality 30

  >>

  /AntiAliasGrayImages false

  /CropGrayImages true

  /GrayImageMinResolution 300

  /GrayImageMinResolutionPolicy /OK

  /DownsampleGrayImages true

  /GrayImageDownsampleType /Bicubic

  /GrayImageResolution 300

  /GrayImageDepth -1

  /GrayImageMinDownsampleDepth 2

  /GrayImageDownsampleThreshold 1.50000

  /EncodeGrayImages true

  /GrayImageFilter /DCTEncode

  /AutoFilterGrayImages true

  /GrayImageAutoFilterStrategy /JPEG

  /GrayACSImageDict <<

    /QFactor 0.15

    /HSamples [1 1 1 1] /VSamples [1 1 1 1]

  >>

  /GrayImageDict <<

    /QFactor 0.15

    /HSamples [1 1 1 1] /VSamples [1 1 1 1]

  >>

  /JPEG2000GrayACSImageDict <<

    /TileWidth 256

    /TileHeight 256

    /Quality 30

  >>

  /JPEG2000GrayImageDict <<

    /TileWidth 256

    /TileHeight 256

    /Quality 30

  >>

  /AntiAliasMonoImages false

  /CropMonoImages true

  /MonoImageMinResolution 1200

  /MonoImageMinResolutionPolicy /OK

  /DownsampleMonoImages true

  /MonoImageDownsampleType /Bicubic

  /MonoImageResolution 1200

  /MonoImageDepth -1

  /MonoImageDownsampleThreshold 1.50000

  /EncodeMonoImages true

  /MonoImageFilter /CCITTFaxEncode

  /MonoImageDict <<

    /K -1

  >>

  /AllowPSXObjects false

  /CheckCompliance [

    /None

  ]

  /PDFX1aCheck false

  /PDFX3Check false

  /PDFXCompliantPDFOnly false

  /PDFXNoTrimBoxError true

  /PDFXTrimBoxToMediaBoxOffset [

    0.00000

    0.00000

    0.00000

    0.00000

  ]

  /PDFXSetBleedBoxToMediaBox true

  /PDFXBleedBoxToTrimBoxOffset [

    0.00000

    0.00000

    0.00000

    0.00000

  ]

  /PDFXOutputIntentProfile ()

  /PDFXOutputConditionIdentifier ()

  /PDFXOutputCondition ()

  /PDFXRegistryName ()

  /PDFXTrapped /False



  /CreateJDFFile false

  /Description <<



    /BGR <>

    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000410064006f006200650020005000440046002065876863900275284e8e9ad88d2891cf76845370524d53705237300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>

    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef69069752865bc9ad854c18cea76845370524d5370523786557406300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>

    /CZE <>

    /DAN <>

    /DEU <>

    /ESP <>

    /ETI <>

    /FRA <>

    /GRE <>



    /HRV (Za stvaranje Adobe PDF dokumenata najpogodnijih za visokokvalitetni ispis prije tiskanja koristite ove postavke.  Stvoreni PDF dokumenti mogu se otvoriti Acrobat i Adobe Reader 5.0 i kasnijim verzijama.)

    /HUN <>

    /ITA <>

    /JPN <FEFF9ad854c18cea306a30d730ea30d730ec30b951fa529b7528002000410064006f0062006500200050004400460020658766f8306e4f5c6210306b4f7f75283057307e305930023053306e8a2d5b9a30674f5c62103055308c305f0020005000440046002030d530a130a430eb306f3001004100630072006f0062006100740020304a30883073002000410064006f00620065002000520065006100640065007200200035002e003000204ee5964d3067958b304f30533068304c3067304d307e305930023053306e8a2d5b9a306b306f30d530a930f330c8306e57cb30818fbc307f304c5fc59808306730593002>

    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020ace0d488c9c80020c2dcd5d80020c778c1c4c5d00020ac00c7a50020c801d569d55c002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>

    /LTH <>

    /LVI <>

    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken die zijn geoptimaliseerd voor prepress-afdrukken van hoge kwaliteit. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)

    /NOR <>

    /POL <>

    /PTB <>

    /RUM <>

    /RUS <>

    /SKY <>

    /SLV <>

    /SUO <>

    /SVE <>

    /TUR <>

    /UKR <>

    /ENU (Use these settings to create Adobe PDF documents best suited for high-quality prepress printing.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)

  >>

  /Namespace [

    (Adobe)

    (Common)

    (1.0)

  ]

  /OtherNamespaces [

    <<

      /AsReaderSpreads false

      /CropImagesToFrames true

      /ErrorControl /WarnAndContinue

      /FlattenerIgnoreSpreadOverrides false

      /IncludeGuidesGrids false

      /IncludeNonPrinting false

      /IncludeSlug false

      /Namespace [

        (Adobe)

        (InDesign)

        (4.0)

      ]

      /OmitPlacedBitmaps false

      /OmitPlacedEPS false

      /OmitPlacedPDF false

      /SimulateOverprint /Legacy

    >>

    <<

      /AddBleedMarks false

      /AddColorBars false

      /AddCropMarks false

      /AddPageInfo false

      /AddRegMarks false

      /ConvertColors /ConvertToCMYK

      /DestinationProfileName ()

      /DestinationProfileSelector /DocumentCMYK

      /Downsample16BitImages true

      /FlattenerPreset <<

        /PresetSelector /MediumResolution

      >>

      /FormElements false

      /GenerateStructure false

      /IncludeBookmarks false

      /IncludeHyperlinks false

      /IncludeInteractive false

      /IncludeLayers false

      /IncludeProfiles false

      /MultimediaHandling /UseObjectSettings

      /Namespace [

        (Adobe)

        (CreativeSuite)

        (2.0)

      ]

      /PDFXOutputIntentProfileSelector /DocumentCMYK

      /PreserveEditing true

      /UntaggedCMYKHandling /LeaveUntagged

      /UntaggedRGBHandling /UseDocumentProfile

      /UseDocumentBleed false

    >>

  ]

>> setdistillerparams

<<

  /HWResolution [2400 2400]

  /PageSize [612.000 792.000]

>> setpagedevice



