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ARTICLE 1 – PURPOSE OF AGREEMENT 

1.01 IT IS THE PURPOSE OF BOTH PARTIES TO THIS AGREEMENT: 

(a) to maintain relations between the Employer and the Union and provide 
settled and just conditions of employment; 

(b) to recognize the mutual value of joint discussions and problem solving 
concerning matters related to the Society and the Collective Agreement; 

(c) to promote the morale, well-being and security of all employees in the 
Bargaining Unit of the Union; 

(d) to promote and maintain harmonious relations between the Employer and 
members of the Union; 

(e) to provide an amicable method for final and conclusive settlement without 
stoppage of work of all disputes between the persons bound by the 
Agreement respecting its interpretation, application, operation or alleged 
violation, including a question as to whether a matter is arbitrable;  

(f) to enable the Parties to this Agreement to work together to ensure the 
services of the Society are provided as effectively as possible; and 

(g) to provide a framework for the promotion of best practices in employment 
standards, human rights and occupational health and safety. 

ARTICLE 2 – RECOGNITION 

2.01 EXCLUSIVE BARGAINING AGENT 

(a) The Employer recognizes the Union as the sole and exclusive bargaining 
agent for its employees, as defined in Article 1.01(c) hereof, for the purpose 
of determining all working conditions and conditions of employment. 

(b) No employee shall be asked to make a written or verbal agreement with the 
Employer covering hours of work, wages or conditions during the life of this 
Agreement which vary the terms and conditions of employment contained 
herein. 

(c) The term "employee" as used in and for the purpose of this Agreement shall 
include all employees of the Employer who are covered or may be covered 
by the certification. 

2.02 PERFORMANCE OF BARGAINING UNIT WORK 

(a) The Employer acknowledges its intent to use only Bargaining Unit 
employees to work on jobs that are currently the responsibility of Bargaining 
Unit employees and to hire Bargaining Unit employees to work on any 
additional Bargaining Unit jobs that may arise. 

(b) The Union recognizes that there may be circumstances when employees 
whose regular jobs are not in the Bargaining Unit are required to work on 
Bargaining Unit jobs. These circumstances are: 

(i) when no Bargaining Unit employees are available; or 
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(ii) for training purposes; or 

(iii) when a client will otherwise be lost; or 

(iv) other circumstances that may be agreed to from time to time between 
the Parties. 

(c) The performance of Bargaining Unit work by excluded personnel will not 
exceed past practice. 

2.03 CONTRACTING OUT 

(a) The Employer shall not contract out work regularly performed by members 
of the Bargaining Unit where it would result in the reduction of hours, or 
layoff or delay of recall of a member of the Bargaining Unit. 

(b) Notwithstanding 2.03(a), the Employer may contract such work on a short 
term basis only and this will not be used to avoid the hiring of Bargaining 
Unit employees. 

2.04 SERVICES, PRODUCTS PRODUCED UNDER FAIR LABOUR CONDITIONS 

The Employer undertakes wherever possible, to use services, products, and other 
materials necessary to the proper functioning of its establishment, manufactured 
and produced under conditions that are environmentally sensitive and under fair 
labour conditions. 

2.05 SHOP STEWARDS 

(a) Shop Stewards selected by the Union shall be recognized by the Employer 
provided the Union has notified the Employer in writing of the names of the 
stewards.  Reasonable time spent by Shop Stewards to report or resolve 
grievances or to attend meetings specifically provided for herein shall be 
considered time worked, provided that such time will not create overtime 
that is compensated other than at straight time. 

Such meetings are not to unduly interfere with operations. Only one (1) of 
the Shop Stewards shall act at any one (1) time. Under no circumstances 
shall a Shop Steward take any action or issue any instruction which will 
interfere with the operation or affairs of the Employer or with the 
Management of or direction of the workforce. 

(b) All new employees will be introduced to the Shop Stewards if available 
during the first day of employment during a mutually convenient time. The 
Employer agrees to provide the Shop Steward and each new employee 
fifteen (15) minutes paid time (to be mutually agreed) for Union orientation. 

(c) The Employer agrees that there will be no discrimination against an 
employee who is carrying out the duties of Shop Steward. 

2.06 UNION ACCESS TO EMPLOYER'S PREMISES 

The Union Representative(s) duly authorized and with prior notice to the Employer, 
shall be allowed access to the Employer's premises during regular working hours. 
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2.07 BULLETIN BOARD 

The Employer will provide a bulletin board in the employee lunchroom for the 
purpose of posting official Union notices which may be of interest to Union 
members. All such material may be posted only upon the authority of the Shop 
Stewards. 

2.08 UNION MEETINGS 

Union Representatives and Shop Stewards shall seek authorization from the 
Employer to hold meetings on the Employer’s premises during regular working 
hours. Such meetings are not to unduly interfere with operations and shall be 
unpaid, unless prior arrangements were made with the Employer. 

ARTICLE 3 – UNION SECURITY 

3.01 CHECK-OFF: PROCESS AND PROCEDURE 

(a) The Employer shall deduct initiation fees, Union dues, and assessments 
upon receipt of a signed authorization by an employee, on the following pay 
period. Such authorization is to be completed and signed by the employee 
on commencement of employment. These monies, together with an 
itemized statement that includes each member’s first and last name, 
classification, department, rate of pay, premiums, upgrades, overtime, 
pension contributions, date of hire, and dues deducted, are to be remitted 
by the Employer by the fifteenth (15th) day of the month following the month 
in which the deductions are made. All new employees coming into the 
Bargaining Unit shall complete and sign the Union application card. The 
cards will be supplied to the Employer by the Union. 

(b) Cheques shall be made payable to the Local Union and forwarded to the 
Local Union Secretary-Treasurer. 

(c) The Employer agrees to show on each employee's T4 slip the amount of 
dues deducted. 

3.02 MEMBERSHIP 

All present and future employees shall be members of the Union and shall remain 
members in good standing as a condition of employment. Subject to this Article 3, 
the Employer shall have no financial responsibility for the fees or dues of any 
employee, unless the Employer owes an employee sufficient unpaid wages to pay 
the fees and dues assigned. The Union agrees to indemnify and hold the Employer 
blameless against any and all suits, claims, demands, or liabilities that may arise 
for the purpose of complying with the provisions of this clause. 

ARTICLE 4 – MANAGEMENT RIGHTS 

4.01 

The Union recognizes the right of the Employer to operate the business and direct 
the staff subject to the provisions of this Agreement and the right of the Union or 
the employees to grieve, as provided in Article 17. 
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4.02 

Actual direction of the staff will be under the authority delegated by the Board of 
Directors to the CEO who, in turn, may delegate any portion of these duties and 
authority to others in managerial and/or supervisory capacity. 

4.03 

The Union further recognizes the right of the Employer to make, alter and enforce 
reasonable rules and regulations to be observed by the employees. 

4.04 

The Employer agrees to exercise its management rights in a fair and reasonable 
manner. 

ARTICLE 5 – DEFINITION OF AN EMPLOYEE 

5.01 PROBATIONARY PERIOD 

Each employee shall serve a probationary period of six (6) calendar months, 
including statutory time, commencing with their date of hire. The probationary 
period may be extended if the employee is absent for a significant period of more 
than fourteen (14) days during the first six (6) months. If an employee is not 
meeting the expected standards, the probationary period may be extended upon 
the written agreement of the Local Representative of the Union. 

As part of the probationary process, the Employer will identify and offer orientation 
and training to the new employee. Management will provide appropriate training 
and orientation via a training model, to be developed in consultation with staff. The 
Employer will also provide feedback to the employee on the employee’s progress 
toward reaching the required qualifications. The Employer will provide the 
employee a written evaluation at three (3) months of employment and five (5) 
months of employment. The Local Representative and Chief Steward will be 
provided a copy of the evaluation. 

If the Employer decides that the employee is unsuitable for continued employment, 
the Employer may terminate the employee’s employment at any time during the 
probationary period. Such action may be grieved by the employee. The Employer 
will provide written notification to the Local Representative and Chief Steward at 
the time of termination. 

Seniority shall not accrue during an employee’s probationary period. Upon 
successful completion of the probationary period, the employee’s seniority shall be 
backdated to their date of hire. 

5.02 REGULAR EMPLOYEE 

A regular employee shall be defined as an employee who is scheduled to work on 
a continuous basis and has passed the probationary period. 

5.03 TEMPORARY EMPLOYEE 

A temporary employee shall be defined as an employee so informed in writing by 
the Employer at the start of employment. Temporary employment shall be for a 
special project or a specified period of time not exceeding ninety (90) calendar 
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days duration, except for employees in temporary vacancies created under 
Parenting Leave, Sick Leave, Union Leave or when extended by mutual 
agreement between the Union and the Employer. An employee will be considered 
to have moved from temporary to regular employment after they have served six 
(6) consecutive calendar months. 

5.04 CASUALS 

A Casual Employee is defined as an employee who works from time to time on an 
“on-call basis”, but does not work on regular scheduled shifts. Casual employees 
are not covered by the following Articles in this Collective Agreement and will 
qualify for the legislated vacations and statutory holidays: Articles 6,7,9,10,11, 
13.03, 15, 20, & 21. 

5.05 EMPLOYMENT GRANT EMPLOYEE 

An Employment Grant Employee is defined as an employee who is hired on a 
temporary basis by means of an externally secured government or other 
employment grant. Employment Grant Employees are not covered by the following 
Articles in this Collective Agreement and will qualify for the legislated vacations 
and statutory holidays: Articles 6, 7, 9, 10, 11, 13.03, 15, 20, & 21. 

In the event an Employment Grant Employee is hired into a higher classification, 
they will commence serving the probationary period under 5.01. Upon successful 
completion of the probationary period, seniority shall be backdated to the date of 
hire into the higher classification. An Employment Grant Employee reclassified to 
regular status within six (6) months of completion of the Employment Grant 
Contract will have seniority rights under this Collective Agreement based on 
accumulated time worked. 

ARTICLE 6 – SENIORITY 

6.01 SENIORITY DEFINED 

Seniority is defined as the length of continuous service with the Employer from 
date of hire. 

6.02 ELIGIBILITY FOR SENIORITY ENTITLEMENT 

Seniority shall not accrue during an employee’s probationary period. Upon 
successful completion of the probationary period, the employee’s seniority shall be 
backdated to their date of hire. 

6.03 SENIORITY CANCELLED 

Seniority standing shall be cancelled if an employee: 

(a) voluntarily leaves the employment of the Employer; 

(b) is discharged for just cause and not reinstated under the terms of this 
Agreement; 

(c) is on layoff for more than twenty-four (24) months; 

(d) is recalled to work and does not report to work. 

(e) is deemed to have resigned under the provisions of Article 11.05. 
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6.04 LAYOFF PROCEDURE 

It is recognized that a workforce reduction or staff redundancy may become 
necessary due to lack of work, financial difficulty or reorganization. Any such action 
will be taken in accordance with the following provisions. 

(a) Where there is limited impact: 

(i) Employees will be provided with thirty (30) calendar days’ notice or 
pay in lieu prior to the date of layoff or a combination of notice and 
pay. 

(ii) Employees shall be laid off by classification in reverse order of 
seniority. 

(iii) An employee in an affected position will have the right to displace 
any employee with less seniority, subject only to the Employer being 
satisfied that they have the ability to perform the normal duties of the 
position following a one (1) month familiarization period. If the 
employee undergoes the familiarization period and, if the employee 
does not successfully complete this period, they will immediately be 
placed on layoff with recall rights. 

(iv) Employees who are being displaced by an employee with more 
seniority will be provided with the same notice and rights as the 
employee originally affected. 

(v) In the event of a layoff, the Parties will meet to discuss alternatives 
to layoff. 

(b) In the event a significant number of employees are affected by layoff or 
technological change including automation, the Parties will address the 
matter under the provisions of the Labour Code. 

6.05 

Once laid off, an employee will have recall rights for a period of twenty-four (24) 
consecutive months from the last date of lay-off. 

6.06 

Employees who are laid off are required to ensure that the Employer and Union 
are kept informed of their current address. 

6.07 SENIORITY LISTS 

The Employer will prepare seniority lists of all employees and present them to the 
Union within thirty (30) days of the signing of this Agreement. Said lists will 
commence with the most senior employee, and carry on downward to the most 
junior employee and shall include addresses and telephone numbers. The 
Employer agrees to provide the Union with a revised seniority list upon request. 

6.08 SEVERANCE 

Laid off employees shall choose to accept either: 

(a) Severance pay, in which case they shall extinguish the right of recall; or 
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(b) Retain the right of recall according to the provisions of this Agreement. 

Severance pay shall be one (1) week for each year of service with the Society to 
a maximum of twelve (12) weeks’ pay or notice in lieu. 

6.09 

Employees with four (4) or more years of continuous service and who have been 
laid off and who have extinguished their right of recall will be provided with a three 
hundred dollar ($300.00) allowance for the purpose of assisting in searching for 
other employment. 

ARTICLE 7 – JOB POSTING AND JOB AWARDS 

7.01 JOB POSTING 

(a) Job posting, including temporary vacancies of thirty (30) days and more for 
positions within the Bargaining Unit shall be emailed to all active employees 
and posted for not less than five (5) working days. The Shop Steward and 
the Union shall receive copies of all job postings. The Employer shall fill job 
vacancies in accordance with Article 7.03 before hiring new employees. 

(b) All applications on posted jobs shall be in writing or on a form provided by 
the Employer. 

(c) The Employer shall use its best efforts to ensure that all employees, 
including employees on layoff, vacation and/or other approved leaves of 
absence, are informed of any vacancies which arise by email sent to their 
work and personal email addresses. Employees are responsible for 
providing the Employer with current email addresses for this purpose. 

7.02 JOB POSTING DETAIL 

The posting shall contain the following information: 

(a) the job classification; 

(b) a general outline of the duties and responsibilities; 

(c) the anticipated hours of work per week; 

(d) the applicable wage rate. 

If the vacancy referred to herein occurs without advance notice to the Employer, 
the Employer shall fill the vacancy from amongst employees qualified to perform 
the tasks of the job until the job posting procedure has been completed. 

7.03 SELECTION PROCESS 

(a) Preference for job awards shall be given to employees who have the 
seniority and the skills and qualifications. Employees awarded jobs in 
accordance with this provision are subject to a trial period of four hundred 
and twenty (420) hours worked. 

(b) Should, during the trial period, the employee be unable to fulfil the job 
requirements or should they decide that they do not want to continue in the 
job, then the employee shall return to thier former position. 
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(c) The Employer agrees to award the posted position within fourteen (14) 
business days of the posted closing date. 

(d) Should the Employer be unable to complete the selection process within 
fourteen (14) business days, the Employer will notify the Union and the 
Shop Stewards of the reasons and the anticipated completion date. 

7.04 AWARDED JOB POSTED 

A copy of the awarded job shall be posted on the bulletin board within five (5) 
business days of the award and a copy shall be forwarded to the Union. 

ARTICLE 8 – HOURS OF WORK 

8.01 

(a) Core office hours will be seven (7) hours per day Monday through Friday, 
thirty-five (35) hours per week exclusive of an unpaid lunch period, except 
for the position of receptionist, who shall work thirty-seven and one-half 
(37½) hours per week exclusive of an unpaid lunch period. 

(b) The Parties recognize that in order to meet client needs, these hours of 
work must be flexible and will be administered consistent with past practice. 

(c) Nothing in this Agreement shall be construed as a guarantee of work or pay, 
or of hours of work per day or per week, or of days of work per week. The 
provisions of this Article are intended to outline the normal or regular hours 
of work. 

(d) In cases of emergencies, an employee called back to work after completion 
of their scheduled shift, or called in to work on a scheduled day of rest, shall 
be paid the greater of actual time worked at the appropriate rate of pay, or 
three (3) hours at straight time. 

(e) On the request of the employee, hours and days of work may be changed 
if agreed in advance by the Employer. Such agreement is subject to 
operating requirements but will not be unreasonably withheld. It is 
understood that such arrangements will not incur overtime. 

(f) Hours of Work 

When an employee’s hours are less than thirty-five (35) hours a week the 
Employer will make every practicable effort to find additional work to 
maintain thirty-five (35) hours pay should the employee wish to work full-
time hours. 

During the year, an employee who does not work thirty-five (35) hours a 
week can choose to have their pay reduced accordingly, or the employee 
can opt to cover the difference between full-time hours and hours actually 
worked by having hours deducted from their overtime bank or accrued 
vacation. No more than thirty-five (35) hours of vacation may be used for 
this purpose in any given year. 

At the end of the year any remaining hours owed by the employee will, at 
the Employer’s sole discretion, be deducted from the employee’s pay or 
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overtime bank or vacation, subject to the limit on the use of vacation hours 
noted in the preceding paragraph. 

The Employer will provide each employee with a quarterly reconciliation of 
hours to assist in the implementation of this section. 

(g) Subject to the terms of this Agreement and consistent with past practice, 
the Employer will continue to use its reasonable best efforts to offer more 
experienced Co-ordinators who are meeting the Employer’s performance 
expectations, the opportunity to work as many hours as their circumstances 
permit, subject as always to the needs and demands of the overall client 
portfolio. 

Co-ordinators are invited to advise the Employer in writing of any preference 
they have for full-time or other hours of work or particular client 
assignments. While the Employer is under no obligation to consider 
seniority in determining specific client assignments preference will be given 
to more senior employees to maximize their hours as opportunities arise. 

The Employer agrees to provide employees with notice of a change in client 
assignment as soon as practicable to allow affected employees the 
opportunity to discuss any concerns. 

(h) Notification of New Clients 

When the Employer signs with a new client, they will notify the Co-ordinators 
of the client’s general location. Employees who are interested in working 
with the new client will submit a memo. Preference will be given to more 
senior employees. 

8.02 REST PERIODS 

All employees working a shift of six (6) or more hours, inclusive of rest periods, are 
entitled to two (2) paid fifteen (15) minute rest periods, one (1) before and one (1) 
after the unpaid lunch period. Employees working at least three (3) hours but less 
than six (6) hours are entitled to one (1) paid fifteen (15) minute rest period. Paid 
rest periods and unpaid lunch periods shall not be used to delay the start of a shift 
or to end a shift early or to interfere with scheduled COHO or client office openings 
or closings. 

8.03 OVERTIME 

(a) All overtime that is worked must be authorized in writing, in advance unless 
arrangements have been made with the Supervisor, or there must be a 
demonstrable emergency with reasons that required the overtime. 

(b) Hours worked as overtime will be paid out or if the employee chooses may 
be accrued as banked hours and may be withdrawn in whole or in part as 
time off at a mutually agreed upon time. Any unused accrued overtime will 
be paid out by December 31st of each calendar year or may be carried over 
to the subsequent year. 
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(c) An employee shall receive overtime of one and one-half (1½) times for all 
hours worked in excess of: 

(i) eight (8) in a day; and 

(ii) forty (40) in a week, but excluding from the calculation hours worked 
in excess of eight (8) in a day. 

(d) An employee shall receive overtime of two (2) times for all hours worked in 
excess of: 

(i) eleven (11) in a day; and 

(ii) forty-eight (48) in a week, but excluding from the calculation hours 
worked in excess of eight (8) in a day. 

(e) Management recognizes added workloads resulting from client changes 
and agrees that overtime will in all likelihood become necessary. 

8.04 NO PYRAMIDING 

The Parties agree that there shall be no pyramiding of rates of pay, overtime 
premiums, or other such premiums contained in this Agreement. Time taken off 
under Article 11.01 will not be included in the calculation of overtime. 

8.05 MINIMUM PAY 

(a) Where Work Commenced 

Four (4) hours will be paid at regular rate, if the employee starts work unless 
the work is suspended for reason completely beyond the Employer’s 
control, including unsuitable weather conditions, in which case two (2) hours 
or the time worked, whichever is greater, will be paid at the regular rate. 

(b) Where Work Has Not Commenced 

Two (2) hours paid at regular rate, unless the employee is unfit to work or 
fails to comply with the Industrial Health and Safety Regulations of 
WorkSafeBC. 

ARTICLE 9 – STATUTORY HOLIDAYS 

9.01 PAID HOLIDAYS 

(a) Statutory Holidays: 

New Year’s Day Family Day 

Good Friday Easter Monday 

Victoria Day Canada Day 

B.C. Day Labour Day 

National Truth and Reconciliation Day Thanksgiving Day 

Remembrance Day Christmas Day 

Boxing Day  
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(b) Winter Holidays: 

Normal business days occurring between Boxing Day and New Year’s Day. 

9.02 ELIGIBILITY 

Eligible employees shall receive the day off with pay on a Statutory Holiday. To be 
eligible for Statutory Holiday pay, an employee must have worked or earned wages 
or received income related to employment with the Employer for at least fifteen 
(15) of the last thirty (30) consecutive calendar days unless compensated by a 
third party insurance provider. 

If an employee has worked less than fifteen (15) of the last thirty (30) days before 
the statutory holiday, the employee will be paid one-fifteenth (1/15) of their total 
wages, excluding overtime, for that thirty (30) day period. 

9.03 

All holidays will be with pay and where holidays occur during an employee’s 
vacation the day will be recorded as a holiday and not a vacation day. 

9.04 

An employee may exchange a religious holiday not otherwise included for a 
statutory holiday if the Employer agrees to the substitution in advance and it does 
not result in additional expense to the Employer as a result of the exchange. 

ARTICLE 10 – VACATIONS 

10.01 ALL REGULAR EMPLOYEES ARE ENTITLED TO PAID VACATION AS FOLLOWS: 

< 1 year of service 3 weeks, prorated at 6% of gross annual salary earned 

1 – 4 years of service 3 weeks at 6% of gross annual salary earned 

4 – 9 years of service 4 weeks at 8% of gross annual salary earned 

9+ years of service 5 weeks at 10% of gross annual salary earned 

Total earnings will be as defined in the Employment Standards Act of B.C. 

10.02 

Employees may select all or part of their vacation dates in a calendar year between 
January 1st and March 1st of each year. Allocation of these requests will be handled 
in order of seniority subject to operating requirements. Vacations not selected by 
March 1st will be scheduled on a first come basis. 

10.03 

Remaining vacation dates will be allocated on the basis of first come, first served. 
The Employer will respond to these vacation requests within seven (7) days of the 
employee submitting the request. When two (2) or more requests are being 
considered at the same time for the period, they will be granted in order of seniority. 

10.04 

Once confirmed, vacation dates cannot be changed except if displaced by another 
leave being taken by the employee or by mutual agreement. 
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10.05 

If an employee becomes sick while on vacation, the employee may claim sick leave 
if they notify the Employer upon becoming ill and may then take vacation at another 
time; however, a physician’s statement may be required as substantiation. 

10.06 

Where mutually agreed between the employee and the Employer, the employee 
may transfer accrued vacation from one year to the next. An employee must use 
no less than one-half (½) of the vacation earned in any given year during that year. 

10.07 

Vacation is taken within the calendar year in which it is earned. If an employee 
leaves employment for reasons other than lay-off with a vacation deficit, the 
Employer may debit the outstanding amount from the employee’s final pay. 

ARTICLE 11 – LEAVES OF ABSENCE 

11.01 SICK, FAMILY RESPONSIBILITY & WELLNESS LEAVE 

(a) COHO and Unifor are committed to supporting wellness in the workplace. 

(b) For the purpose of this provision, family shall be accepted by the Employer 
as it is defined by each employee. 

(c) For regular and temporary employees, paid sick/wellness leave is earned 
at a rate of 11.7 hours per month to a maximum of twenty (20) work days, 
prorated for employees working other than thirty-five (35) hours per week. 
Sick/wellness leave may be used for the following: 

(i) employee or family member illness or injury; or 

(ii) medical or dental appointments for an employee or dependent where 
the employee is the primary care giver, and such appointments 
cannot be scheduled outside of working hours; or 

(iii) any reason relating to the wellness of the employee or their 
dependents. 

(d) The use of such time will not be used to create overtime hours. 

(e) Accumulation of sick/wellness leave will continue during an employee's 
employment except for periods of unpaid leave. Unused sick/wellness leave 
will carry over from one calendar year to the next but will not be paid out if 
an employee leaves employment. 

(f) Notwithstanding the provisions of Article 11.01 (e), accrued sick/wellness 
leave will never exceed the maximum as defined in this Article, and no 
employee will be entitled to use more than the maximum paid sick/wellness 
leave in any one calendar year. 

(g) Sick/wellness leave may be taken in advance of it being earned, only as 
provided in Article 11.01(c)(i) and 11.01(c)(ii). If an employee leaves 
employment for reasons other than lay-off with a sick/wellness leave deficit, 
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the Employer may deduct the outstanding amount from the employee's final 
pay. 

(h) Where an employee has been granted sick/wellness leave as a result of an 
accident, illness or other event for which a third party may be responsible, 
the employee shall be obliged to reimburse the Employer the amount 
received from the third party, but in no case shall the reimbursement exceed 
what the employee received from the Employer in sick leave benefits. 

(i) To qualify for leave of absence under this provision, the employee must 
provide a medical certificate, if requested by the Employer. 

11.02 MATERNITY AND PARENTAL LEAVE 

All employees will be entitled to Maternity and Parental Leave as provided for in 
the Employment Standards Act. The Employer will provide unpaid pregnancy leave 
and unpaid parental leave up to the maximum provided in the applicable 
legislation. Full coverage for all benefit and insurance programs will continue 
unchanged during the term of the leave. 

11.03 UNION BUSINESS LEAVE 

(a) Incidental 

The Employer will grant a reasonable leave without pay for conventions, 
rallies or elections. Such permission is subject to operating requirements 
but will not be unreasonably denied. Application for leave will be made at 
least fourteen (14) calendar days in advance. The Employer may elect to 
continue paying the employee at the applicable rate, in which case the 
Union will reimburse the Employer the actual cost of the employee’s wages. 

(b) Full-Time 

An employee who has been elected or appointed by the Union to carry out 
authorized business of the Union on a full-time basis will be granted an 
unpaid leave for that purpose. The Union will advise the Employer of the 
name of such employee, the term of the leave and the purpose at least thirty 
(30) calendar days in advance. The Union will repay the Employer for the 
Employer’s costs incurred in employee benefit plans and the employee will 
continue to pay their contributions to the Employer. 

11.04 JURY AND WITNESS DUTY LEAVE 

Employees will be entitled to paid leave, with full coverage in benefit and insurance 
programs continuing unchanged, for the period required to: 

- be available for jury selection; 

- serve on jury; 

- attend by subpoena or summons as a witness in any proceeding held under 
the authority of anybody that is authorized by law to make inquiry and to 
compel the attendance of witnesses before it. 

Such paid leave will be provided for a maximum of two (2) weeks except that the 
Employer may continue paid leave for a longer period under special 
circumstances. Where paid leave ceases following this two (2) week period, the 
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employee may continue on unpaid leave with full coverage in benefit and insurance 
programs continuing unchanged during the term of the leave. 

Any payment the employee receives for attendance at any of the above 
proceedings, other than payment for incidental, accommodation and travel 
expenses, must be declared and will be deducted from the employee’s regular 
salary for the period of the paid leave. 

11.05 PERSONAL LEAVE 

Subject to operating requirements, with thirty (30) days’ notice, employees may be 
allowed leave without pay for up to one (1) year for education, civic duty or for 
other personal reasons. Such leave will not be unreasonably denied. The 
employee may continue their participation in benefit and insurance programs 
during the leave subject to arrangements being made for the employee’s payment 
of both the Employer’s and the employee’s portion of any premiums to be made 
monthly, when due. The Employer will notify the employee in writing of the 
deadlines for making premium payments. Thereafter, it will be the employee’s sole 
responsibility to remit payment to the Employer in full and on time. 

Unless the Employer agrees otherwise in advance and in writing, an employee 
who is absent under this provision for more than twelve (12) consecutive months 
shall be deemed to have resigned their position. The Employer shall issue a written 
notice of this provision to the employee by email and by registered mail addressed 
to the last known home address of the employee, copied to the Union, at least 
thirty (30) days before the expiry of the twelve (12) month period. 

11.06 BEREAVEMENT LEAVE 

When death occurs to a member of an employee’s immediate family, upon request, 
the employee shall be granted up to seven (7) days off with pay per year. Additional 
time without pay may be granted upon request. Employees on personal leave are 
not eligible for this benefit. 

For purposes of this paragraph, “immediate family member” includes spouse 
(including a common-law or same-sex spouse), child (including step-child), parent 
(including step-parent, mother-in-law and father-in-law), guardian, sibling, 
grandchild or grandparent of an employee; and any person who lives with the 
employee as a member of the employee’s family. 

ARTICLE 12 – HUMAN RIGHTS 

12.01 DEFINITIONS 

(a) “Discrimination” means any conduct that is prohibited under the BC Human 
Rights Act and regulations and amendments made to it, and shall include 
(but not limited to) discrimination on the basis of any employee’s age, 
marital status, sex, gender identity or expression, race, colour, ancestry, 
place of origin, Indigenous identity, political belief, religion, physical or 
mental disability, sexual orientation, or by reason of union membership or 
participation in union activities. 
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(b) “Harassment” means a course of vexatious comment or conduct arising 
from one (1) or more of the prohibited grounds listed in Article 12.01(a) that 
is known or ought reasonably to be known to be unwelcome. Harassment 
includes sexual harassment as defined in Section 12.01(c) and may also 
include: 

(i) verbal abuse or threats, unwelcome remarks, unwelcome jokes and 
practical jokes, innuendo or taunting; 

(ii) displaying pornographic, racist or other offensive or derogatory 
images; 

(iii) unwelcome invitations or requests whether implied or explicit; 

(iv) intimidation; 

(v) leering or other unwelcome gestures; 

(vi) condescending or demeaning behaviour undermining a person’s 
self-respect; 

(vii) physical assault or any unwelcome physical contact such as 
touching, patting, pinching and punching. 

(c) “Sexual Harassment” means 

(i) physical sexual contact of any kind; 

(ii) vexatious comment or conduct with sexual overtones; 

(iii) sexual advance or solicitation made by a person who is in a position 
to grant or deny a benefit to another; 

(iv) reprisal or threat of reprisal for rejecting the sexual advance of a 
person in a position to grant or deny a benefit to another person. 

Harassment is coercive or one-sided. The definitions of harassment and 
sexual harassment must be directly related to work or incidents in the 
workplace. This is not meant to inhibit interactions or relationships based 
on mutual consent or normal social contact between employees. 
Relationships existing with the express consent of both Parties shall not 
constitute harassment. 

(d) Bullying and harassing behaviors include but are not limited to: 

- Verbal aggression or yelling; 

- Humiliating actions or practices; 

- Hazing; 

- Spreading malicious rumours; 

- Using derogatory names towards someone. 

Bullying and harassing behaviors do not include: 

- Expressing differences of opinions; 
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- Offering constructive feedback, guidance, or work-related advice 
about behavior; 

- Reasonable action taken by a Supervisor relating to Management 
and direction of employees or the place of employment (eg. 
Counselling, managing a worker’s performance, taking reasonable 
disciplinary actions, assigning work, implementing disciplinary 
actions). 

The Employer and the Union will work collaboratively to ensure that 
employees are able to complete their duties in a safe environment, without 
fear of bullying or harassment. Bullying and harassment will not be tolerated 
and both Parties are is dedicated to preventing any instance of bullying or 
harassment in the workplace.  

(e) “Racism” means a belief that race is the primary determinant of human traits 
and capacities and that racial differences produce inherent superiority of a 
particular race. 

12.02 NO DISCRIMINATION, HARASSMENT OR RACISM 

(a) Every employee has the right to work in an environment that is free of 
discrimination, harassment or racism by the Employer or another employee. 
The Employer recognizes the diverse composition of its workforce and will 
not allow its workforce or workplace to become a forum for the expression 
of prejudice or the practice of discrimination, harassment or racism. 

(b) It is the policy of the Employer to recognize the worth of each member of 
the workforce and to provide for equal rights and opportunities without 
discrimination, harassment or racism. It is the responsibility of every 
employee to assist in enforcing this policy. 

12.03 NOTIFICATION 

The Employer will post this policy in a conspicuous location in the workplace. 
Actions contravening this policy may constitute grounds for discipline. 

12.04 COMPLAINTS PROCEDURE 

An employee who believes that they have been harassed should: 

(a) immediately inform the alleged harasser either orally or in writing that their 
behaviour is unacceptable and must stop; 

(b) make detailed notes of the alleged incident or incidents of harassment; 

(c) if unable or unwilling to discuss the problem with the alleged harasser or if 
discussion does not resolve the problem, report the incident to the Union 
Representative of their choosing, or the CEO or their designate. If the 
complaint concerns the actions of the CEO, it should be reported to the 
President, Vice-President or Treasurer of the Board of Directors by way of 
the COO. 
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12.05 INVESTIGATION OF A COMPLAINT 

Upon hearing a complaint of alleged harassment, an employee’s Supervisor will 
immediately inform the CEO or their designate or, if the incident involves the CEO, 
the President, Vice-President or Treasurer of the Board of Directors by way of the 
COO. The complaint will be investigated, and if it is found that harassment has 
occurred, appropriate action will be taken against the harasser. Where the 
complaint was brought to the attention of the Employer by the Union, the Union will 
be kept fully apprised of the status of the complaint and its disposition. 

12.06 

Information relating to the personal background, lifestyle or mode of dress of the 
employee alleging harassment may not be taken into consideration in assessing a 
complaint. 

12.07 

It is not necessary that harassment be objected to and harassment may be found 
to have occurred if it can be reasonably assumed that the alleged harasser’s 
behaviour would be unwelcome. 

12.08 

Pending investigation of the case, an employee complaining of harassment has 
the right to discontinue contact with the alleged harasser without incurring any 
penalty. 

12.09 

At every step of the procedure, complaints involving allegations of harassment will 
be handled with all possible confidentiality. In the resolution of any complaint which 
is found to have merit, it will be the harasser who will be made to suffer any penalty 
or perceived penalty, not the victim. 

12.10 

An employee alleging harassment has the right at all times to take the matter to 
the B.C. Human Rights Commission instead of or in addition to following the above 
procedure. 

12.11 

The Employer shall post conspicuously in the work place, a policy regarding 
harassment and discrimination. Actions contravening this policy may constitute 
grounds for discipline. 

ARTICLE 13 – SAFETY 

13.01 GOVERNING REGULATIONS 

Regulations governing workplace safety are contained in the Occupational Health 
and Safety Regulations administered by WorkSafeBC. 
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13.02 RESPONSIBILITY 

The Employer shall make all reasonable provision for the occupational health and 
safety of employees. Employees are expected to take all reasonable precautions 
in performing their work and abide by all safety rules and procedures. 

The Employer shall work towards the goal of providing a safe work environment at 
all work sites that meet reasonable standards of comfort, free from undue physical 
strain, suitably equipped and that provide access to a well maintained public 
washroom. 

13.03 HEALTH AND SAFETY COMMITTEE 

The function of the Health and Safety Committee shall be to assist in creating a 
safe place of work, shall recommend actions which will improve the effectiveness 
of the industrial health and safety program, and shall promote compliance with 
WorkSafeBC Regulations. 

The Health and Safety Committee shall be notified of each accident or injury and 
may, subject to agreed committee procedures, investigate and report to the Union 
and Employer on the nature and cause of the accident or injury. 

13.04 RIGHT TO REFUSE 

No employee shall be disciplined for refusing to perform work which is found to 
pose an undue hazard to the health or safety of any person, or because they have 
acted in compliance with the WorkSafeBC Regulations or an order made by an 
Officer of the Board. 

13.05 INJURY PAY 

An employee who is injured while at work and is required to leave for treatment or 
is sent home by the Employer for such injury shall receive payment at their regular 
rate of pay for the remainder of their shift. If required, transportation to a medical 
facility or to their place of residence will be arranged at no cost to the employee. 

ARTICLE 14 – GENERAL 

14.01 LIAISON COMMITTEE 

(a) The Parties agree to establish a joint Management-union liaison committee 
made up of members of the Employer and members of the Bargaining Unit 
and/or Union Representative. 

(b) In general it will be the purpose of the Committee to examine, discuss and 
make recommendations to the Parties on matters of mutual interest such 
as: 

(i) Occupational health and safety; 

(ii) The creation of new job classifications; 

(iii) Formal job programs and cross training programs; 

(iv) Scheduling, including changes in work assignments, which will be 
discussed with staff as far as practicable, with the goal of arriving at 
a mutually satisfying outcome; 
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(v) Promotion of co-operative resolution of workplace issues; 

(vi) Responding and adapting to changes in the economy. 

(c) At the request of either Party the Parties agree to meet. The time, date and 
place for meetings shall be scheduled by mutual agreement. Up to two (2) 
hours of the Employer’s time shall be made available every two (2) months. 

(d) Minutes shall be taken at all meetings and copies distributed to the Union 
and to the Employer with an additional copy posted on the Union Bulletin 
Board. 

14.02 SAVINGS CLAUSE 

If any provision of this Agreement is rendered invalid by federal or provincial statute 
or by decision of a court of competent jurisdiction, such provision shall be severed 
from this Agreement and the remaining provisions of this Agreement shall continue 
in full force and effect. The Parties will confer to settle upon a mutually agreeable 
provision to be substituted for the provision(s) so altered or invalidated. 

14.03 HEADINGS 

Headings are included in this Agreement for convenience of reference only, and 
shall not be used to interpret, modify or alter the substantive language of this 
Agreement. 

14.04 MEDICAL EXAMINATION 

For repetitive absences or absences due to lengthy illness or injury: 

(a) Employees may be required, at their own expense, to provide a medical 
certificate verifying that the employee is unable to carry out their normal 
duties. 

(b) The Employer may require an employee to take a medical examination by 
a physician who will complete a medical protocol or report indicating 
whether or not the employee is able to carry out their normal duties. Any 
resulting charge by the physician which is not paid by the employee’s 
medical insurance plan will be paid by the Employer. 

(c) The Company and the Union agree that every effort shall be made to return 
injured employees to their previous positions. This may require a graduated 
return to work or other arrangement. The Company, the Union and the 
worker must all be involved in the accommodation arrangements. 

14.05 BARGAINING COMMITTEE LOST TIME 

The Employer will pay lost time wages for the Bargaining Unit employees that 
participate in the contract negotiations for the renewal of the Collective Agreement. 

ARTICLE 15 – TECHNOLOGICAL CHANGE 

15.01 DEFINITION 

“Technological Change” means the installation of new, advanced mechanical 
equipment or a substantial change in data processing systems which would result 
in employee displacement or the need for specialized training. 
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15.02 CONSULTATION 

After receipt of notice under the provisions of Article 6.04(b), the Parties will meet 
to discuss the impacts the change will have on job classifications and identify which 
employees might be affected. 

15.03 PROCEDURE 

Employees affected by the technological change will be given the opportunity to 
transfer to a current vacant position or displace a less senior employee under the 
provisions of Article 6.04(a). The Employer shall provide training for an employee 
displaced under this Article provided the employee has the necessary 
qualifications for the new position. 

ARTICLE 16 – DISCIPLINE 

16.01 JUST AND REASONABLE CAUSE 

An employee bound by this Agreement may only be disciplined for just and 
reasonable cause. 

16.02 RIGHT TO SHOP STEWARD 

When receiving discipline which will become part of the employee’s record, an 
employee shall have the right to a Shop Steward being present if one is available. 
The employee will have the right to postpone the meeting until a Shop Steward 
can be present. 

16.03 ACCESS TO PERSONNEL FILE 

The Employer agrees that an employee shall have access to their personnel file. 
Request for access to an employee's personnel file shall be made in writing and 
scheduled at a mutually convenient time. The file and its contents cannot be 
removed from the office and a Representative of the Employer will be present at 
all times. The employee shall have access to the grievance and arbitration 
provisions of this Agreement to dispute any entries in their file. 

16.04 SIGNING OF WRITTEN DISCIPLINE 

Whenever an employee signs a document pertaining to discipline, they do so only 
to acknowledge that they have been notified accordingly. 

16.05 RECORDING OF COMPLAINTS 

Where a complaint is to be recorded against an employee it shall be made in 
writing. No complaint shall be recorded against an employee nor used against 
them at any time unless the employee is advised accordingly in writing as soon as 
possible but not later than twenty (20) working days after the Employer coming into 
full knowledge of the facts surrounding the incident or occurrence giving rise to the 
complaint. If no other incidents of a similar nature occur within the next twelve (12) 
months, the letter will be removed from the permanent record. Records of 
suspension will be removed after twenty-four (24) months if no other incidents of 
a similar nature occur. 
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16.06 WRITTEN REASONS 

The Employer shall set out its written reasons for any discipline resulting in the 
suspension or discharge of an employee. Further the Employer shall set out written 
reasons prior to the removal of an employee from a client contract. The Employer 
shall copy the Unifor Local 3000 Union Representative in writing within five (5) 
days, on any formal discipline letters issued to an employee. 

16.07 LEGAL PICKET LINE 

An employee shall not be disciplined for honouring a legal picket line. 

ARTICLE 17 – GRIEVANCE PROCEDURE 

17.01 DEFINITION AND RECOGNITION OF A GRIEVANCE 

Any complaint, disagreement or differences of opinion between the Parties 
respecting the interpretation, application, operation or alleged violation of this 
Collective Agreement, including any dispute with regard to discipline or discharge, 
shall be considered a grievance. 

17.02 STEP ONE 

The employee will make an earnest effort to resolve the grievance directly with the 
Management person to whom the employee reports. At the employee’s option, the 
employee may be accompanied by a Shop Steward. Within three (3) working days 
following the initial discussion of the matter, the Employer shall provide a verbal 
answer to the complaint. 

17.03 STEP TWO 

(a) At this step, notice of the grievance, in writing, must be filed with a person 
designated by the Employer within ten (10) working days after the 
occurrence of the alleged grievance or when the employee should have had 
knowledge of the occurrence, otherwise the grievance will be deemed to be 
abandoned. 

(b) The notice in writing shall briefly but clearly describe the nature of the 
incident or occurrence which gave rise to the grievance, and it shall clearly 
state the provision of the Agreement which has been violated and the 
employee(s) involved. 

(c) The Parties including the employee, the Shop Chairperson and a person or 
persons designated by the Employer shall meet to discuss and attempt to 
resolve the dispute. 

(d) The Employer’s Representative must answer the grievance in writing within 
ten (10) working days of the meeting of the Parties. 

17.04 STEP THREE 

(a) In the event that a resolution of the grievance, satisfactory to the Union and 
the Employer, does not result at Step Two, an attempt to resolve the 
grievance shall be made at a meeting between the employee, the Shop 
Chairperson, the Union Representative, the CEO, and/or their designate. 



 

22 COHO Management Services Society & Unifor Local 3000 

(b) This Step must be taken by notice in writing, within five (5) working days of 
the date on which the written answer was delivered in Step Two. 

(c) The Employer’s Representative must answer the grievance in writing within 
ten (10) working days of the meeting of the Parties. 

17.05 STEP FOUR 

In the event that a resolution of the grievance, satisfactory to the Union and the 
Employer, does not result at Step Three, within fifteen (15) working days of receipt 
of the answer at Step Three, the matter may be taken to Arbitration. 

17.06 ALTERNATE DISPUTE RESOLUTION 

The Parties may at any time, agree upon any of the alternate dispute resolution 
procedures available under the Labour Relations Code of British Columbia. 

17.07 POLICY OR GENERAL GRIEVANCE 

The Union or the Employer may file policy, or general grievances. Such grievances 
shall be filed at Step Three of the Grievance Procedure. 

17.08 TIME LIMITS 

A grievance or dispute shall commence and proceed through the Steps of the 
Grievance Procedure within the time limits provided otherwise it shall be deemed 
to be settled on the basis of the last reply received by the grievor. The time limits 
may be extended by mutual consent of the Parties. 

17.09 PERSONS AUTHORIZED TO DEAL WITH GRIEVANCES 

(a) The Union agrees to provide the Employer with a written list of the names 
of any persons other than Shop Stewards, who are authorized to deal with 
the adjustment or resolution of grievances on behalf of the Union. 

(b) The Employer agrees to provide the Union with a written list of the names 
of any persons who are authorized to deal with the adjustment or resolution 
of grievances on behalf of the Employer. 

17.10 ARBITRATORS 

(a) The Parties have agreed that for the term of this Agreement the persons 
named below will be recognized as “Arbitrators” subject to receiving their 
respective consents to their appointment. 

(b) The selection of a particular named individual shall be done on a rotation 
basis starting with the first name on the list. 

(c) The named Arbitrators shall be: 

Joanie McEwen 
Julie Nichols 
Glen Sigurdson 

(d) Binding Decision 

The Arbitrator shall hear and determine the grievance, and shall issue a 
decision which is final and binding on the Parties and any person affected 
by it. 
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(e) Jurisdiction of Arbitrator 

The Arbitrator shall not have jurisdiction to add to, delete from, change, 
modify or make any decision contrary to any provisions of this Agreement. 

(f) Cost of Arbitrator 

The Union and the Employer shall bear equally the fees and expenses of 
the Arbitrator. Each Party shall bear the expenses of its representatives, 
participants, and witnesses and of the preparation and presentation of its 
own case. 

ARTICLE 18 – GROUP BENEFITS 

18.01 

Subject to a waiting period of ninety (90) days commencing the first (1st) day of 
employment, the Employer shall make available to all regular employees the right 
to receive benefits under the group insurance benefit plan, as amended from time 
to time. Coverage will commence the first (1st) day of the month following 
completion of the ninety (90) days waiting period. 

18.02 

The actual insurance benefits are provided under the contracts of insurance 
between the Employer and the carriers. Those contracts do not form part of this 
Agreement. Eligibility for benefits is governed by the insurance contracts and any 
disputes arising shall be resolved in accordance with the terms of those contracts. 

18.03 

The obligation of the Employer under this Agreement is restricted to the payment 
of premiums, or the portion of premiums, as applicable, to the insurance carrier. 
The Employer has no responsibility for the administration of any insurance policy. 

18.04 

The selection of the insurance carrier for any benefits referred to in this Article is 
in the sole discretion of the Employer, provided that the benefit coverage provided 
by the new carrier, considered as a whole, are comparable to the benefit coverage 
at the time of execution of this Agreement. 

18.05 

The Employer shall make available descriptions of the benefits offered; the 
eligibility requirements; and the procedures for obtaining benefits. 

18.06 

The Employer shall pay seventy-five percent (75%) of the total current group 
benefit costs for the benefits that apply to each eligible employee in the Plan and 
the employee will pay twenty-five percent (25%) of the cost. As of August 1, 2025, 
the Employer shall pay eighty percent (80%) of the total current group benefits cost 
for the benefits that apply to each eligible Employee in the Plan and the Employee 
will pay twenty percent (20%) of the cost. One hundred percent (100%) of the B.C. 
Medical Services Plan shall be paid by the Employer. The employee’s portion of 
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the cost shall be deducted from each eligible employee’s earnings on a monthly 
basis. 

18.07 

Except as provided by the legislation, where an employee takes leave of absence 
without pay, the Employer shall not be required to continue paying its portion of 
the premiums for that employee’s group benefits. The employee shall be given the 
option of paying the Employer’s share of such premiums for the duration of their 
leave of absence provided such payments are made monthly, when due in 
accordance with the procedures established by the Employer. The Employer will 
notify the employee in writing of the deadlines for making premium payments. 
Thereafter, it will be the employee’s sole responsibility to remit payment to the 
Employer in full and on time. 

18.08 RETIREE BENEFITS 

Provided the current insurance carrier allows benefit coverage for retired 
employees, it is agreed that the employee will pay one hundred percent (100%) of 
the premium for Extended Health and Dental Benefits and if the employee fails to 
pay the premium, the Employer is not responsible for payment. 

18.09 PENSION PLAN 

Effective August 1st, each year, the Employer will deposit three percent (3%) of an 
employee’s previous year’s gross salary into a Registered Retirement Savings 
Plan or Registered Pension Plan for regular employee’s with greater than one (1) 
year of continuous service. 

The carrier will be chosen by the Employer following consultation with the 
employees. Employees may contribute to the Plan at their option. The Employer 
shall deduct any employee contribution from their paycheque. If an employee 
chooses not to participate in the Plan, the Employer shall not be required to 
contribute on behalf of the employee for that year. 

18.10 VISION CARE 

Vision Wear Benefit (eyeglasses, frames, contact lenses) 

$200 annually for beneficiaries under 19 
$200 every 24 months for beneficiaries 19 and over 

Laser Eye Surgery 

$200 annually for beneficiaries under 19 
$200 every 24 months for beneficiaries 19 and over 

ARTICLE 19 – EXPENSES 

Employees will receive the following expenses: 

19.01 TRAVEL 

If an employee experiences ongoing problems arising from a discrepancy between 
actual travel time and the allowance calculated by the Employer for timesheet 
records, the Parties will meet to address the concern and find a solution on a case 
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by case basis. In the event that more than one (1) software application is used to 
estimate travel time, the Parties agree to rely on the application which produces 
the most generous allowance. 

(a) When an employee is on approved travel and/or is out of town overnight, 
actual approved expenses which are supported by receipts will be 
reimbursed for air, rail, ferry, public transit, taxi, parking, car rental and 
reasonable accommodation costs. For the purposes of this provision, out of 
town travel will be defined as any work which includes an overnight stay 
and/or travel outside Greater Vancouver for Vancouver based employees 
or outside Greater Victoria for Vancouver Island employees.  

(b) Overtime resulting directly from travel time to and from on-site clients will 
be paid out monthly. 

(c) Staff will not track or record travel time and eligible employees will be 
assigned a weekly paid travel time allowance based on their individual client 
assignments as of January 1st each year. This allowance, adjusted each 
year, will take effect February 1st and continue until the following January 
31st. Adjustments to the allowance may be made during the year, if an 
eligible employee is assigned more or fewer clients. 

(d) Relief Coordinator travel time shall be paid monthly based on clients 
travelled to. 

19.02 MEALS 

When an employee is on approved travel and is out of town overnight, meals will 
be reimbursed up to a maximum of seventy-five dollars ($75.00) per day. For the 
purposes of this provision, out of town travel will be defined as any work which 
includes an overnight stay and/or travel outside the Greater Vancouver area for 
employees based in the Greater Vancouver area or outside the greater Victoria 
area for employees based in the Greater Victoria area. 

19.03 REIMBURSEMENT 

Expenses will be reimbursed provided that expense claims are submitted on the 
required form by the end of the month following the month in which the expense 
was incurred. Exceptions will be made in reasonable and extenuating 
circumstances to provide for reimbursement of expenses past the stated deadline. 

ARTICLE 20 – PAID EDUCATION LEAVE & SOCIAL JUSTICE FUND 

20.01 PAID EDUCATIONAL LEAVE 

The Employer agrees to pay into a special fund three cents ($.03) per hour 
effective immediately, for all compensated hours for the purpose of providing paid 
educational leave. Such leave shall be for upgrading the employee skills in all 
aspects of trade union functions. Payments shall be made on a quarterly basis into 
a trust fund established by the National Union, Unifor. Cheques shall be made 
payable to: 
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Unifor Leadership Training Fund 
115 Gordon Baker Road 
Toronto, Ontario M2H 0A8 

20.02 EDUCATIONAL LEAVE 

(a) Job related professional development for employees at the request of the 
CEO and with the approval of the Appointee, shall be paid by the Employer 
and time off may be taken if courses cannot be planned during working time. 
Costs are to be covered by the Employer and upon successful completion 
of the course textbooks and materials become the property of the Employer. 

(b) Courses taken on employee’s own time for developmental purposes are 
designed to encourage self-development and to provide financial 
assistance to employees who successfully complete approved educational 
courses. Upon successful completion of courses recognized by the 
Employer and approved of in advance of registration by the CEO or 
designate for the course, employees shall be reimbursed sixty-five percent 
(65%) to a maximum of five hundred dollars ($500) of tuition annually, per 
eligible employee. Reimbursement is considered a taxable benefit included 
on T4 slips and is tax deductible for the employee. All course textbooks, 
materials and products written are the property of the employee. 

20.03 SOCIAL JUSTICE FUND 

The Employer will make annual contributions to the Social Justice Fund of two 
hundred and fifty dollars ($250.00) on August 1st of each year. 

ARTICLE 21 – DURATION 

21.01 DURATION 

(a) This Agreement shall be in full force and effect from August 1st, 2024 up to 
and including July 31st, 2027 and shall continue in full force and effect from 
year to year thereafter, subject to the right of either Party to this Agreement 
within four (4) months immediately preceding the expiration (or immediately 
preceding the anniversary date in any year thereafter), by written notice to 
the other Party, require the other Party to commence collective bargaining 
with a view to the conclusion of a renewal or revision of the Collective 
Agreement, or a new Collective Agreement. 

(b) Should either Party give written notice to the other Party pursuant hereto, 
this Agreement shall thereafter continue in full force and effect until the 
Union shall give notice of strike and such strike has been implemented or 
the Employer shall give notice of lockout and such lockout has been 
implemented, or the Parties shall conclude a renewal or revision of the 
Agreement of a new Collective Agreement. 

(c) The operation of Section 50 of the British Columbia Labour Relations Code 
is hereby excluded. 
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21.02 NO STRIKES OR LOCKOUTS DURING THIS AGREEMENT 

The Union agrees not to strike and the Employer agrees not to lockout during the 
term of the Collective Agreement. 

21.03 NEW POSITIONS 

If, during the term of this Agreement, the Employer creates a new job classification 
or position to be filled by a regular employee, the wage for said classification or 
position shall be established by way of written amendment to Appendix A, subject 
to mutual consent of the Parties to this Agreement. In the absence of mutual 
consent, the issue will be referred to arbitration. 

ARTICLE 22 – WORK PRODUCT 

22.01 

For the purpose of this Agreement, work product is anything that the employee 
produces during their employment with COHO and its related Parties which relates 
to the business of the Employer and its related Parties. All work produced within 
the scope of their employment at COHO is the sole and exclusive property of 
COHO. The employee shall not assert any such rights against the Employer. 

ARTICLE 23 – CONFIDENTIALITY & COMPETITION 

23.01 

(a) Employees will not disclose, allow access to, use or reproduce confidential 
information in any manner except as required to perform their duties for the 
Employer. 

(b) To ensure the safe-keeping of confidential or proprietary information, 
employees must not accept secondary employment with any organization 
that competes either directly or indirectly with the Employer during the time 
of their employment with the Employer. 

ARTICLE 24 – WAGES & CLASSIFICATIONS 

24.01 

All employees covered by this Agreement shall be compensated based on their 
hourly wage classification, in accordance with the rates set out in the attached 
schedule of wages (Appendix A) which forms part of this Agreement. 

Wages payable are net of statutory deductions, benefit premium costs for eligible 
employee(s) and any other deductions, such as RRSP contributuions, as agreed 
between the Employer and employee. 

The Employer agrees to maintain a semi-monthly pay period with pay dates on the 
15th and last day of the month. When the regular pay day falls on a holiday, the 
pay day shall be the last banking day prior to such holiday. On an employee’s 
anniversary date, the employee shall move to the next step of the pay scale. 
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APPENDIX “A” – WAGES 

Administrative Assistant / Receptionist 

Seniority 
Current 

Monthly 

Aug 1/2024 

6% 

Aug 1/2025 

3.00% 

Aug 1/2026 

3.00% 

0-12 months $24.07 $26.66 $27.46 $28.29 

13-48 months $25.15 $27.98 $28.82 $29.68 

49-84 months $26.23 $29.12 $30.00 $30.90 

85 months plus $27.35 $29.98 $30.88 $31.80 

Management Assistant 

Seniority 
Current 

Monthly 

Aug 1/2024 

6% 

Aug 1/2025 

3.00% 

Aug 1/2026 

3.00% 

0-12 months $26.00 $29.82 $30.72 $31.64 

13-48 months $28.13 $30.81 $31.73 $32.68 

49-84 months $29.72 $32.49 $33.46 $34.46 

85 months plus $31.32 $33.86 $34.87 $35.92 

Maintenance Co-ordinator 

Seniority 
Current 

Monthly 

Aug 1/2024 

6% 

Aug 1/2025 

3.00% 

Aug 1/2026 

3.00% 

0-12 months $24.53 $27.26 $28.08 $28.92 

13-48 months $25.72 $28.25 $29.10 $29.97 

49-84 months $27.69 $30.34 $31.25 $32.19 

85 months plus $29.66 $32.10 $33.07 $34.05 

Co-ordinator / Senior Maintenance Co-ordinator 

Seniority 
Current 

Monthly 

Aug 1/2024 

6% 

Aug 1/2025 

3.00% 

Aug 1/2026 

3.00% 

0-12 months $26.78 $32.00 $32.96 $33.95 

13-48 months $30.18 $33.65 $34.65 $35.70 

49-84 months $31.73 $35.28 $36.34 $37.43 

85 months plus $34.23 $37.28 $38.40 $39.55 
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Senior Co-ordinator 

Seniority 
Current 

Monthly 

Aug 1/2024 

6% 

Aug 1/2025 

3.00% 

Aug 1/2026 

3.00% 

0-12 months $28.71 $34.00 $35.02 $36.07 

13-48 months $32.08 $35.65 $36.72 $37.82 

49-84 months $34.01 $37.69 $38.83 $39.99 

85 months plus $36.76 $40.28 $41.49 $42.74 

Supervising Senior Co-ordinator / Team Leader / Operations Senior Supervisor / 
Staff Supervisor 

Seniority 
Current 

Monthly 

Aug 1/2024 

6% 

Aug 1/2025 

3.00% 

Aug 1/2026 

3.00% 

0-12 months $29.49 $34.83 $35.87 $36.94 

13-48 months $32.85 $36.47 $37.57 $38.70 

49-84 months $34.84 $38.58 $39.74 $40.93 

85 months plus $37.59 $41.17 $42.40 $43.67 

Seniority Bonus – Effective upon ratification and without retroactivity beyond August 1, 
2020. 

Upon attaining 10 years seniority - $1000.00 bonus 
Upon attaining 15 years seniority - $1500.00 bonus 
Upon attaining 20 years seniority - $2000.00 bonus 
Upon attaining 25 years seniority - $2500.00 bonus  
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LETTER OF UNDERSTANDING #1 

RE: OVERTIME [REFERENCE ARTICLE 8.03 (B)] 

COHO acknowledges that overtime can be a source of stress for employees who 
are trying to perform their duties to the best of their abilities in an environment 
sometimes characterized by competing priorities in circumstances created by the 
changing needs of clients. 

In an effort to alleviate the stress associated with overtime, the Employer 
undertakes to review the overtime accumulated by each employee over the past 
year.  Prior to December 31st of each year, Management will schedule individual 
meetings with employees who have accumulated overtime. The purpose of the 
meeting will be to discuss the reasons for overtime accumulation and to identify 
strategies to control further accumulation, where possible. If necessary, the 
Employer undertakes to examine the terms of contracts with clients whose 
expectations may exceed the hours available for service and to seek appropriate 
changes, subject to those clients’ willingness to consider them. 

The Employer also encourages members of the Bargaining Unit, particularly the 
Shop Stewards, to bring issues of concern to the attention of Management as they 
arise, in order to facilitate a timely discussion of those concerns. 

LETTER OF UNDERSTANDING #2 

RE: OCCUPATIONAL HEALTH AND SAFETY 

The Parties undertake to work together during the term of this Agreement to 
promote and facilitate the full implementation of Article 13 of the Agreement, in 
compliance with all applicable provisions of the Occupational Health and Safety 
Regulations of the Worker’s Compensation Act. 

The Parties will jointly develop procedures for dealing with incidents and 
investigations as outlined in the Occupational Health and Safety Regulations of the 
Worker’s Compensation Act. 

LETTER OF UNDERSTANDING #3 

RE: SECTOR RESTRUCTURING 

The Employer agrees that any changes in the Bargaining Unit arising from 
agreements among COHO and other co-op housing sector organizations to 
restructure the sector will be dealt with under the terms of section 54 of the Labour 
Relations Code. The Employer agrees to increase the minimum notice period 
referenced therein from sixty (60) to ninety (90) days. 
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LETTER OF UNDERSTANDING #4 

RE: OPTIONAL WORK LOCATION 

Employees work location varies depending on client assignment. This includes on-
site at the co-op or at COHO’s office. 

Upon request, and with the approval of Management, Employees may be 
authorized to work outside of the COHO office. No such request shall be 
unreasonably denied. The arrangements are voluntary and, after a good faith 
consultative process, may be cancelled by either Party with thirty (30) working 
days’ notice. Where applicable, this is also subject to COHO’s consultation with 
the client. Employees must not approach the client to request alternative working 
arrangements without prior consultation with Management. 

This arrangement is not intended by either Party to abrogate their respective 
obligations under the Collective Agreement, Employer policies, or statutory 
requirements, and subject at all times to the Management rights provisions set out 
in Article 4.0. 

Employees who work outside of the COHO office must continue to comply with 
their obligations under the Worker’s Compensation Act, the Occupational Health 
and Safety Regulations, and with any safety policies and procedures that may be 
instituted by the Employer to the extent that they are applicable to th optional 
working location arrangement. 

The Employer will ensure that at least one (1) Union appointed member of the Joint 
Safety Committee will participate in a visit to the work location to ensure an 
environment which meets applicable safety and information privacy standards. 
Where a site visit is not practicable, an employee shall provide photographs or 
video of their work location. Employees must implement the recommendations 
made by the Joint Safety Committee concenring a safe environment. 

The Joint Safety Committee shall have the right to inspect the work location from 
time to time, to ensure ongoing compliance with the requirements of the Worker’s 
Compensation Act, the Occupational Health and Safety Regulations, and with the 
Employer’s Occupational Health and Safety Policies and Procedures, provided at 
least forty-eight (48) hours’ notice is given. 

Employees working outside of the COHO office: 

(a) Must ensure that appropriate dependent care arrangements are in place in 
advance, and manage personal responsibilities separately from work , in a 
way that allows them to meet job requirements; 

(b) Meet or exceed productivity and quality of work targets; 

(c) Have an adequate work space available within the work location and 
provide their own appropriate office furniture (e.g. desk, chair, lamp, etc.); 

(d) Have an appropriate internet connection as determined by Management; 

(e) Must maintain Employer Standards Guidelines regarding confidentiality and 
the protection of personal information; 

(f) Maintain additional home insurance, if necessary; 
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(g) Ensure that a home office is permitted under zoning by-law or restrictions; 

(h) Adhere to their scheduled start and finish times as well as the duration of 
their daily scheduled breaks and meal period; and 

(i) Be readily available during scheduled working hours when called upon. 

Employees shall be reimbursed for reasonable expenses approved by 
Management, associated with meeting the conditions necessary to working from a 
location outside of the COHO office, and such reimbursement shall be evenly 
applied across all such arrangements. 

The Employer will provide the equipment necessary to perform the tasks identified 
for working from a location outside of the COHO offices. Liability for cost, 
maintenance, or replacement of the equipment will be the Employer’s. The 
employee will be expected to properly handle and house the equipment. Such 
equipment and supplies shall remain the property of the Employer and must be 
returned if the employee’s employment is terminated or if the arrangement is 
terminated. The employee will ensure that the equipment and supplies provided 
by the Employer are used only for the purpose of business. 

LETTER OF UNDERSTANDING #5 

RE: TIME SHEET RECORDING 

As per Management directives and without abrogation of the obligations and the 
terms contained within the Collective Agreement, the following shall apply: 

(a) Employees are required to maintain their own records for time 
management, taking time off as needed to manage their schedule, while 
still meeting productivity, quality of work, and reporting and filing deadlines. 

(b) Employees are required to communicate their schedules with their 
Supervisor an dother stakeholders in advance. 

(c) Employees are required to use the Employer’s time management system 
for vacation approval as per Article 10 and to track wellness days and sick 
leave as per Article 11. 

(d) Any overtime incurred will be compensated as per Article 8.03 and if 
requested, overtime balances may be required to be confirmed by 
Management. 

This letter may be withdrawn by either Party with thirty (30) days notice. 
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LETTER OF UNDERSTANDING #6 

RE: VISION CARE BENEFIT 

For the duration of this Agreement, the Employer agrees to maintain the Vision 
Care Benefit available to employees under the Extended Health Benefits Plan 
provided, pursuant to Article 18 at its current level [maximum benefit of two 
hundred dollars ($200.00) every two (2) years for those nineteen (19) and over] 
and to reimburse additional eligible expenses incurred by any employee on the 
same terms to a maximum of fifty dollars ($50.00) every year, or one hundred 
dollars ($100.00) every two (2) years. 
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SIGNATURES 

Signed this 20th day of June, 2024. 

On behalf of the Employer: 
COHO Management Services Society 

 On behalf of the Union: 
Unifor Local 3000 

Thom Armstrong 
Chief Executive Officer 
 

 Kelly Dimitropoulos 
Bargaining Committee 
 

Michelle Cooper-Iversen 
Chief Operating Officer 

 Ted Simms 
Bargaining Committee 
 

Halina Kuras 
Executive Director 
 

 Ellen-Marie Moreira 
Local 3000 Representative 
 

 
 

 Mark Cameron 
Unifor National Representative 
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