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ARTICLE 1 - PURPOSE OF AGREEMENT

1.01

1.02

The general purpose of this Agreement is to secure for the Employer, the Union and the
Employees, the full benefits of orderly collective bargaining, an amicable method of settling any
difference which may arise between the parties, and to set forth the conditions of employment to
be observed by the Employer and the Union.

Where the singular is used throughout the Articles within this Agreement, it is agreed that the
plural is an acceptable substitute and wherever the plural gender is applicable.

ARTICLE 2 - RECOGNITION & SCOPE

2.01

2.02

2.03

2.04

The Employer recognizes the Union as the sole and exclusive bargaining agent for all employees
employed by GrowthWorks Capital Ltd., except those excluded by the Certification.

Persons, whether employed by the Employer or from outside who are not members of the
bargaining unit, will not perform work on any jobs which are included in the bargaining unit, except
as follows:

a) for the purpose of instruction,

b) in the case of an emergency when bargaining unit Employees are not available.

if the employer wishes to have temporary staff augmentation for bona fide operational
requirements, the Union agrees to discuss and consider the Employer's request.

Should any of the present operations be moved to a location(s) outside of the boundaries of the
Vancouver site this Agreement shaii be extended to cover such location(s).

Any rights and privileges enjoyed by an Employee prior to the execution of this Agreement will be
continued and will not be changed during the life of this Agreement provided:

a) such rights and privileges are not in conflict with any provisions of this Agreement, and/or:

b) such rights and privileges are not changed by the effect of this Agreement.

ARTICLE 3 - MANAGEMENT RIGHTS

3.01

3.02

The management of the office and the direction of the working forces, including the right to direct,
plan and control office operations, and to schedule working hours, and the right to hire, promote,
demote, transfer, suspend or discharge employees for just cause, or to release employees
because of lack of work or for other legitimate reasons, or the right to introduce new and improved
methods or facilities, and to manage the office in the traditional manner is vested exclusively with
the Employer, subject to the express provisions of this Agreement.

The Employer shall exercise its rights to direct the work forces without discrimination, harassment
and intimidation.,

ARTICLE 4 - UNION SECURITY

4.01

Membership

The Company agrees that all employees covered under this Agreement, and all new employees
hired subsequent to the effective date of this Agreement shall, as a condition of their hiring or
continued employment:




4.02

{a) authorize the Company in writing to deduct union dues from their pay. The Union will
provide a Check-off Authorization to the Company for this purpose, the “copy” portion of
which is to be mailed by the Company to the servicing staff office of the United
Steelworkers at 7820 Edmonds Street, Burnaby, B.C. V3N 1B8S.

(b) become members of the Union within thirty (30) days from their effective date of hire.

(c) complete and sign a Union Death Benefit card provided by the Union to the Company for
such purpose, which will be mailed to the servicing staff office with the Union portion of
the Check-off Authorization as per Article 4.01 (a).

Check-Off: Process and Procedures

(a) The Company shall deduct from the pay of each member of the bargaining unit, an
amount equivalent to the monthly dues, fees and assessments prescribed by the
International Constitution of the United Steelworkers.

[(5)] The Union will give reasonable notice to the Company of any changes in Union dues, fees
or other amounts which the Company is required to deduct. All changes will coincide with
the beginning of the Company’s next pay period.

{c) No later than ten (10) days following the last dues deduction of the month, the dues so
deducted shall be made payable and remitted to:

United Steelworkers

P.0. Box 9083

Commerce Court
Toronto, Ontario, Canada
M5L 1K1

(d) The monthly remittance shall be accompanied by a completed USWA R115 Form (a
summary of the dues calculations made for the month, each month), as well as a
statement showing the names of each employee from whose pay deductions have been
made and the total deducted for the month. Such statements shall also list the names of
the employees from whom no deductions have been made and the reason why, ie.
W.CB., W.l, laid off, etc.

(e) A duplicate R115 Form and employee deduction statement as in {d) above shall be
forwarded by facsimile to:

(i) United Steelworkers, Local Union 2009
Attention: Financial Secretary at fax number 604-513-1851, and

(i) United Steelworkers, Servicing Staff Office
at fax number 604-513-1851.

N The Company agrees to print the amount of total deductions paid by each employee for
the previous calendar year on their annual statement of Remuneration (T4 Slip).

(9) The Union agrees to indemnify and save the Company harmless against all claims or
other forms of liability that may arise out of, or by reason of deductions made or payments
in accordance with this Article.




ARTICLE 5 - HOURS OF WORK AND OVERTIME

5.01

5.02

5.03

5.04

5.056

Day Shift

The standard workday will consist of seven (7) hours worked between the hours of 5:00 a.m. and
6:00 p.m. with a designated sixty {60} minute lunch period. Employees who work between 5:00
a.m. to 7:00 a.m. and 5:00 p.m. to 6:00 p.m. will be entitled to receive the additional hourly
concession set out in Appendix “A”. Only hours actually worked between 5:00 a.m. to 7:00 a.m.
and 5:00 p.m. to 6:00 p.m. will be entitled to receive the additional hourly concession. For
example, if an Employee is scheduled to work between 5:00 a.m. and 7:00 a.m. or 5:00 p-m. and
6:00 p.m., but does not work either due to illness, vacation or otherwise, the Employee will not be
entitled to receive the additional hourly concession.

Change of Start and Stop Times

By mutual agreement between the Empioyer and the Unit President or Designate, the regular
starting and stopping times of standard work shifts may be changed.

Regutar Work Week
The regular work week will be Monday through Friday, day shift inclusive.
Work Performed on Saturday, Sunday and Office Holiday

Employees who are asked to work on their scheduled day of rest will be paid double time
for all hours worked on a scheduled day of rest.

Overtime

a) Overtime - Daily

The first two (2) hours of overtime worked each day shall be paid at the rate of 1.5 times
the classified rate. All overtime in excess of two (2) hours each day shall be paid at the
rate of 2.0 times the classified rate.

b) Overtime - Voluntary

The Parties are agreed that all overtime will be voluntary. All overtime worked must be
pre-authorized by the Employer.

c) Overtime Distribution

Overtime will be distributed equitably among the employees with seniority in a particular
job classification who have voluntarily agreed to work overtime. The Employer wil
prepare a list, which will be posted, of such employees, commencing with the most senior
employee, and the overtime work will be rotated among the employees on that list
commencing with the most senior employee. Employees should not be called in to
perform work outside their job classification, except when there are no employees in that
job classification available to do the work.




5.06

5.07

5.08

5.09

d) Call-In Pay

Any employee who has completed his/her shift, and has left the Employer's premises, and
is then recalled to work extra time shall be paid at time and one half (1 1/2x) and will not
receive less than the equivalent of three (3) hours pay at the employee’s regular rate of
pay for such additional work.

Banking of Overtime

In lieu of the overtime provisions of Article 5 of the Collective Agreement, employees may choose
to bank overtime hours to be taken as paid time off at a future date.

Employees choosing to bank their overtime must advise the Employer in writing of their decision
in advance of working the overtime.

Employees may bank up to seventy (70) hours of paid time off which may be taken at a mutually
agreed upon time between the Employer and the Employee in blocks of no less than (1/2) one
haif of a day. In no event will such banked time off be accumulated from calendar year to
calendar year unless mutually agreed otherwise. If such agreement is not made, all banked time
not taken will be paid at the conclusion of the calendar year, at overtime rates under this
agreement,

Hours Before and Beyond Regular Shifts

Hours worked before regular starting time and beyond regular quitting times shall be considered
as overtime and shall be paid at the prevailing overtime rates.

Lunch Period

The mid-shift unpaid lunch period will be mutually arranged between the Employer and the
Employee. If employees are required to work during the mid-shift lunch period, they will be given
an alternate lunch period, but not more than four hours (4) from the shift start time, or as mutually
agreed upon.

Rest Periods

a) Employees will be allowed a fifteen (15) minute paid rest period approximately halfway
through each half shift.
b) Employees working overtime for two (2) or more hours will be allowed a fifteen (18)

minute rest period at the beginning of each two (2) hour period worked.

c) Employees working overtime for the two (2) or more hours, who have not received clear
and adequate notice of a minimum of one (1) day that overtime is required, will be entitled
to a fifteen doliar ($15.00) meal allowance.




ARTICLE 6 - OFFICE HOLIDAYS

6.01  Allemployees covered by this Agreement will receive seven (7) hours’ pay at their regular straight
time rates for each of the following Office Holidays (regardless of the day on which the holiday
falls), in addition to any wages which the Employee may be in receipt of for work performed on
such holidays:

New Year's Day
Family Day
Good Friday
Easter Monday
Victoria Day
Canada Day

B.C. Day

Labour Day
Thanksgiving Day
Remembrance Day
Christmas Day
Boxing Day

Float Days

e N (s W] N
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and any other day declared a Statutory Holiday by the Provincial Government.

6.02  When Office Holidays fall on Saturday or Sunday, such holidays will be celebrated on Monday,
and when such holidays fall on consecutive Saturday and Sunday, or consecutive Sunday and
Monday, such holidays will be celebrated the next day immediately following the Office Holiday.

6.03  Should any of the above holidays occur during an Employee’s vacation period, they will be given
an extra day's vacation with pay for each holiday to be taken at the beginning of or the end of the
holiday period or at any other mutually agreed time of the year.

6.04  in order to qualify for seven (7) hours’ pay for the above Office Holidays, the Employee must have
been employed a minimum of thirty (30) consecutive calendar days' before the office holiday
and has (a) worked or earned wages for fifteen (15) of the thirty (30) calendar days
preceding the Office Holiday.

6.05 Disciplinary action may be taken in instances where Employees fail to work the day before or the
day after an Office Holiday, except where permission was previously obtained, or the Employee
has a justified reason for being absent.

6.06 Employees not actively employed because of:

- layoff

- leave of absence

- iltness and not eligible for WCB payments for the involved Office Holiday(s)
injury and not eligible for WCB payments for the involved Office Holiday(s)

and who work a minimum of one (1) shift within the fourteen (14) day period prior to, or the
fourteen (14) day period following the Office Holiday(s) in question, will qualify for Office Holiday
pay for such Office Holiday(s).

6.07  An Employee required to work on any of the above-named holidays will be paid at overtime rates
for all hours so worked in addition to his/her Office Holiday pay.




6.08 Float Days

To help deal with the stress of a busy work life, there are five (5) extra paid days away from work
that every Employee is entitled to receive. Float Days may be taken, one day at a time, by mutual
agreement between the Employer and the Employee. Float Days may not be added to vacations.
Float Days may not be accumulated and must be used up each year.

ARTICLE 7 - VACATION WITH PAY

701 a)

b)

c)

d)

e)

f)

h)

)

Up to the first calendar year of an Employee’s employment, the Employee will be entitled
to vacation with pay at the rate of .83 days for each full month worked.

During each of the first, second and third calendar years of an Employee’s employment,
the Employees with seniority will be entitied to fifteen {15) working days’ vacation with pay.

During each of the fourth to tenth calendar years of an Employee’s employment, the
Employee will be entitied to twenty (20) working days’ vacation with pay.

During the tenth full calendar year and onward of an Employee’s employment, the
employee will be entitled to twenty five workings days’ vacation with pay.

During the fifteenth full calendar year and onward of an Employee’s employment, the
employee will be entitied to thirty workings days' vacation with pay.

To celebrate the tenth, fifteenth, and twentieth year of empioyment, the Employee will be
given an extra weeks paid holiday. The tenth anniversary bonus week is taken in the tenth
year; the fifteenth anniversary bonus week may be taken between the fifteenth to
nineteenth year; the twentieth anniversary bonus week may be taken between the
twentieth and the twenty-fourth year.

The Employee may request vacation periods on a seniority basis prior to February 28 and
on a first come first served basis after that date. The Employer will approve requests as
quickly as possible, taking into consideration operational needs (This clause will not apply
until the 2010 calendar year).

An Employee who leaves the employment of the Employer for any reason will receive pro-
rated vacation pay based on the Employee’s entitlement above.

In general, vacation can not be accumulated or waived, but must be taken within the
current calendar year. Employees may request to carry forward up to five (5) calendar
days to the next calendar year. Such requests will not be unreasonably denied.

ARTICLE 8 — SENIORITY

8.01  Seniority Principle

a)

b)

The Parties recognize that job opportunity and seniority shouid increase in proportion to
length of service. For the purposes of greater certainty it is agreed that the term “seniority”
as used herein, shall have reference to an employees’ right to a job based upon hisfher
length of service with the Company, and his/her ability to efficiently fulfill the job
requirements.,

All promotions, demotions, transfers, filling of vacancies, layoffs, terminations, vacations,
shifts and re-hiring after layoffs or termination will be done strictly in accordance with the
principles set forth in 8.01 a).




8.02

8.03

8.04

] Employees with the same seniority date shall be ranked on the seniority list as determined
by a draw, supervised by the Empioyer and the Unit President present.

d) A new Employee will not have any seniority and will be considered a probationary
Employee until the Employee has attained seniority by working a probationary period
totaling sixty-five (65) workdays.

Upon completion of such probationary period, the Employee will acquire seniority status
and will have his or her seniority date backdated to the date of the Employee’s original
date of hire. Seniority will be on an office-wide basis, and will mean total length of service
in the bargaining unit, as defined above.

Seniority will be maintained and accumulated until it is lost under 8.03 below.

An Employee will lose all seniority rights, and his/her name will be removed from all seniority lists
for any one of the following reasons:

a) If the Employee voluntarily quits;

b) If the Employee is discharged for just and reasonable cause, and is not reinstated in
accordance with the provisions of this Agreement;

c) If the Employee is recalled to work, and does not repart within five (5) work days after the
Employee has been notified to do so by the Employer by registered mail to the
Employee’s last known address. (A copy of such notice shall be sent to the Union).
However, should the registered letter not be delivered in the ordinary course of mail,
through no fault of the employee, the five (5) work day period will commence only after
the employee has become aware of the recall;

d) I's on layoff for a period of time equal to the employee’s service up to one (1) year.

Shop Stewards will be issued an up-to-date seniority list on or about June 30th and December
31st of each year. A copy of such seniority list will be mailed to the area office of the Union, and a
copy posted on the Company bulletin boards for Employees’ inspection. The Employer will not be
required to post the Employees’ personal information such as addresses and telephone numbers.
The Company agrees to provide the Union every December 31st with a seniority list, which
includes the employee's addresses, telephone numbers and rates of pay.

ARTICLE 9 - SAFETY & HEALTH

9.01

8.02

The Employer and the Union will maintain an Occupational Health & Safety Committee consisting
of two (2) members elected or appointed by the Union, and two (2) members appointed by the
Employer.

The general duties of the Occupational Health and Safety Committee will be to enforce the
provisions of the Occupational Health and Safety Regulation enacted under the authority of the
Workers Compensation Act as amended from time to time, and

a) To make a monthly inspection of the office or place of employment for the purpose of
determining hazardous conditions, to check unsafe practices, and to receive complaints
and recommendations with respect to these matters.

b) To investigate promptly all serious accidents, and any unsafe conditions or practices

which may be reported to it. Such investigations will include accidents which might have
caused an injury to an Employee, whether or not such injury occurred.
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9.03

9.04

9.05
9.06

8.07

9.08

c) To hold regular meetings (monthly if requested by the Company or Union Safety
Committee) for the discussion of current accidents, their causes, suggested
means of preventing their recurrence, and reports of investigations and inspections.

No disciplinary action will be taken against any Employee by reason of the fact that the Employee
has exercised the right conferred upon the Employee under the Act respecting the Occupational
Heazlth and Safety Regulation.

The Employer will supply, at no cost to the Employee, all protective clothing and other devices
deemed necessary to protect Employees from injuries arising from their employment with the
Employer.

All safety meetings and tours of office will take piace during working hours.

The Employer and the Union agree to promote safety and hygiene in the office to follow
procedures as outlined in the Occupational Health and Safety Regulation. A Union selected
representative of the Occupational Health & Safety Committee will accompany Managers on a
monthly tour of inspection.

An Employee may refuse to do any particular act or series of acts at work which he or she has
reasonable grounds to believe are dangerous to his or her health or safety, or the heaith and
safety of any other person at the place of employment, until sufficient steps have been taken to
satisfy the Employee otherwise, or until the Occupational Health & Safety Committee or the
Workers' Compensation Board has investigated the matter, and advised the Employee otherwise.

The Union will be notified immediately of each accident or injury. The Occupational Health &
Safety Committee will investigate and report, as soon as possible, on the nature of the accident or

injury.

ARTICLE 10 - GENERAL PROVISIONS

10.01

10.02

(a)

(b)

Human Rights

The Employer and the Union agree that there will be no discrimination in the hiring, training,
upgrading, promotion, transfer, layoff, discharge, discipline or otherwise of Employees because of
race, sex, sexual orientation, creed, religion, colour, age, union activities or national origin.
Respectful Workplace

Respectful Workplace Behaviour: Respectful behaviour is, simply put, behaviour that is
considerate and compassionate of others. It also involves treating others with dignity and
respect while communicating openly and honestly.

Within a workplace setting, respectful behaviour is also work focused and professional.

Respectful workplace behaviour includes honest and earnest performance management or
disciplinary conversations between managers and their employees.

Disrespectful workplace behaviour can be viewed as the opposite of respectful workplace
behaviour. There are four types of disrespectful behaviour that are unacceptable at
Growth Works.

i Personal harassment (including bullying): Deliberate conduct or comment, which
a reasonable person would consider to be:

11



Objectionable;

Directed towards a specific person or group;

Serves no legitimate work purpose, and,

Has the effect of creating an intimidating, humiliating or offensive
workplace.

Harassment may occur during one incident or over a series of incidents. Some actions
may not be considered harassment unless repeated. For example, a single joke may not
be considered harassment if it doesn’t have a major impact.

ii. Sexual harassment: Unwelcome conduct or comment of a sexual nature that
detrimentally affects the work environment or leads to adverse job-related consequences.
Conduct of a sexual nature includes, but is not limited to:

s Sexual or physical assault;

Propositions in exchange for workplace favours;

e Derogatory or degrading remarks of a sexual nature or regarding gender or
sexual orientation;

» Sexist jokes causing embarrassment or offence told or carried out after the
joker has been advised that they are embarrassing or offensive, or that by
their nature, would be understood by a reasonable person to be
embarrassing or offensive;

* Unwelcome sexual flirtations, advances or propositions, sexually
suggestive or obscene comments or gestures, leering; and,

¢ Other like behaviour.

This definition of sexual harassment is not meant to inhibit interactions or relationships
based on mutual consent or normal social contact between employees.

fii. Workplace violence: The attempted or actual exercise by a person or physical
force within the context of work so as to cause injury to a worker, and includes any
threatening statement or behaviour which gives a worker reasonable cause to believe that
they are at risk of injury.

iv. Discrimination: Discrimination is any objectionable or unwelcome conduct or
comment in respect to a prohibited ground as listed in the BC Human Rights Code. These
grounds are: race, colour, ancestry, place of origin, political belief, religion, marital status,
family status, physical or mental disability, sex, sexual orientation, age, criminal or
summary conviction unrelated to employment and gender identity or expression.

As with disrespectful behaviour, discrimination is not tolerated at Growth Works.
Disrespectful workplace behaviours may be a part of, or a form of, discrimination.

Whether or not conduct is seen as “disrespectful” will depend on the circumstances of
each case. In most cases, the complainant must expressly reject the conduct or object to
the conduct in order to complain about it. In other cases, it will be sufficient if the
individual engaging in the behaviour knows or ought to have known that the conduct is
unwelcome.

Employees who engage in any of the above four disrespectful workplace behaviours will
have violated this article, and corrective action may result, including discipline up to and
including dismissal. Retaliating against an employee because they have made a complaint
is a violation of this article.
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10.03

10.04

10.05

The Employer may take appropriate action, including discipline, against a complainant if
the investigation determines that the complaint is frivolous, vindictive or vexatious.

Resolution Procedures

(a) Employees who believe that they have been subjected to disrespectful behaviour are
encouraged to resolve the issue. This may be by speaking with the person first or
requesting help from a manager, or union representative.

(b) An internal investigation or external investigation may also occur without the need for
arequest by an employee if a manager becomes aware of potential disrespectful
behaviour.

(c) The purpose of an internal or external investigation is to determine whether or not
there has been a violation of 10.02(b) of this Collective Agreement.

(d) An appropriate manager will be designated to conduct the internal investigation or
arrange for an external investigation. The manager responsible for the areas(s)
involved will be informed of the investigation.

(e) Upon completion of the investigation, the investigator will write a detailed report of
their findings identifying whether or not there has been a violation of 10.02(b)
(Disrespectful Work Behaviour) of this Collective Agreement and will send a copy of
this report in the strictest of confidence to the designated manager and union
representative involved in the investigation.

(f) The manager will meet with each of the Complainant(s) and Respondent(s) along with
their representatives to advise them of the findings and implications, both verbally and
in writing via a letter summarizing the findings of the investigation, The
Complainant(s) and Respondent(s) will not receive a copy of the full report.

(9) A respectful workplace complaint is not a grievance. The Complainant must follow
this complaint process. However, any action taken by the Employer as a result of the
complaint process may be grieved.

The Employer and the Union agree to observe the provisions of the Charter of Rights.
The Employer agrees it shall not interfere with, restrain, coerce or discriminate against,
Employees in their lawful right to become and remain members of the Union, and to participate in

its activities.

Union Representation

a) The Employer acknowledges the right of the Union to appoint or otherwise select Shop
Stewards for the purpose of representing employees in the handling of complaints and
grievances.

b) The Employer agrees to recognize Shop Stewards, as provided in writing from the Union.

c) The Employer will be notified by the Union of the names of the Shop Stewards, and any
changes made thereto.

d) The Employer agrees to recognize and deal with a Union Grievance Committee of not
more than two (2} Employees plus the Unit President.
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10.06

10.07

10.08

10.08

10.10

e) When the legitimate business of a Unit President, Grievance Committee Member, Shop
Steward or Occupational Health & Safety Committee Member requires such Employees
to leave their department, the Employee will first receive permission from their Manager.
Such permission shall not be unreasonably withheld.

f) The Employer agrees that Unit President, Stewards, Grievance Committee Members and
Safety Committee Members will not suffer loss of pay for time spent in the handling of
grievances and any legitimate union business.

Negotiating Committee

a) The Employer agrees to recognize and deal with a Negotiating Committee of not more
than two (2) Employees, who will be regular Employees of the Employer, along with
representatives of the International Union.

b) The Negotiating Committee is a separate entity from other committees, and will deal only
with such matters as are properly the subject matter of negotiations, including proposals
for the renewal or modification of this Agreement.

c) The Employer agrees to allow members of the Negotiating Committee the time off work
without loss of pay for the purpose of meeting with the Employer in the negotiation of the
renewal or modification of this Agreement,

Notice of Lay-off

All Employees with seniority will be given in writing the following notice of layoff or salary in lieu of
notice:

a) Two (2) weeks notice where the Employee has been employed less than three (3) years.
b) After the completion of a period of employment of three (3) consecutive years, one (1)
additional week’s notice, and for each subsequent completed year of employment, an
additional week’s notice up to a maximum of eight (8) weeks' notice.
The period of notice will not coincide with an Employee’s annual vacation,
Recall Procedure
Laid off Employees with seniority will be given the first opportunity to be rehired.
Jury Duty
An employee who has attained seniority shall be granted leave of absence with pay at the
Employee's regular hourly rate, for the normally scheduled number of hours the Employee would
have otherwise worked, for the purpose of serving jury duty, or as a material witness subpoenaed
to an appearance, the Employee shall reimburse the Employer to the full amount of the jury pay or
witness fees received by the Employee. For purposes of this clause, all employees shall be
considered as being on day shift.
Bereavement Leave
Employees will be granted three (3) days leave of absence with pay, plus two (2} days for travel
with pay if needed, in case of a death in the immediate family. “Immediate family” shalt mean

spouse, parents, grandparents, children, brothers, sisters, mother-indaw and father-in-law,
brother-in-law and sister-in-law.
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10.11

10.12

10.13

10.14

10.15

Compassionate Leave

If there is a death or serious iliness in the Employee’s immediate family, the Employee will receive
a special leave with pay for three days plus two days for travel time if needed. The Employee will
also receive with pay one (1) day to attend the funeral of a close friend.

If the Employee takes Compassionate l.eave for these reasons, it does not affect the Employee’s
salary, sick leave or holiday time.

Pre-Authorized Child Care Expenses

The Employer will reimburse Employees for reasonable, receipted child care expenses if the
Employee is asked to attend functions in the evenings, or overnight outside of the Greater
Vancouver area, or on regular days off in accordance with the following:

- If there is no one at home able to take care of the Employee’s child.

- In the case of separated parents, if the spouse is not responsible for the child.

- Only pre-authorized childcare expenses, outside of those normally incurred, will be
reimbursed.

Training and Development

(a) Pay for Education Days will be calculated at straight time hourly rates up to a maximum of
seven (7) hours per day.

(b) Requests for attendance at course, seminars, or fraining may be initiated by an Employee or
her Manager. If approved, the Employer agrees to cover the cost of attending such courses,
seminars or training up to $3,000 per calendar year.

(c) If an approved course, seminar or training takes place outside regular working hours, the
Employer agrees to reimburse the Employee for reasonable child care expenses as provided
under Article 10.11.

{d) If an Employee requests and attends an approved course, seminar, or training paid for by the
Employer and resigns his/her employment during the subsequent 12 month period, he/she
must repay a pro-rata portion of that cost.

(e) Upon request, the Employee must provide the Employer with proof of successful course
completion.

Appendices

The aftached Appendices are part of this Agreement and the parties are bound by their terms.
Union Representative

If an authorized representative, who is not employed by the Employer, wants to speak to a Local
Union Representative about a grievance or other official business, such representative will advise

the Employer or the designated representative, who will then call the Local Union Representative
to an appropriate place where they may confer privately.
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10.16

10.17

10.18

10.19

10.20

10.21

10.22

Bulletin Boards

The Employer agrees to provide hulletin boards in the office for the purpose of posting union and
official information. Notices will be signed and posted only by officers of the Union, and will be in
keeping with the spirit and intent of this Agreement.

Reporting Allowance

If an Employee reports for work onh the Employee’s scheduled shift, without having been
previously notified not to report, the Employee will be given at least seven (7} hours work at the
Employee’s regular rate of pay, or if no work is available, the Employee will be paid the equivalent
of seven (7) hours at his or her regular rate of pay in lieu of work. This provision shall not apply
when there is a lack of work due to a situaticn beyond the control of the Employer.

Consultation with Union - Prior to Certain Changes

The Employer agrees to consult with the Shop Steward or Grievance Committee Member, if
available on the premises prior to discharging, laying off, transferring, promoting or demoting any
Employee.

Notices between Employer and Union

Any notice required to be given to the Employer under the terms of this Agreement will be given by
registered mail addressed to it at its registered address. Any notice to be given to the Union
under the terms of this Agreement will be given by registered mail addressed to the Secretary of
the Union at its registered address.

Manager’s Identification

The names of all Managers setting forth their official status will be posted on the Employer’s
Intranet website.

Contracting Out

The Employer will not contract out bargaining unit work that will result in the layoff of Employees in
the bargaining unit.

The Employer and the Union recognize an obligation to maintain and respect the integrity of the
bargaining unit by avoiding unnecessary contracting out of work normally performed by members
of the bargaining unit. The parties also recognize that there are instances in which contracting out
to non-bargaining unit members is reasonable and acceptable.

Pay Days

a) Wages will be paid on the 15th and end of the month by direct deposit. Reports of hours
worked at various rates will be available on request. The rate of pay or rates of pay,
hours of work, details of overtime hours, and all necessary and pertinent information will
be furnished to each Employee on the Employee's pay statement.

b) Any empiloyee being discharged, laid off, or leaving of the Employee’s own accord will be
paid all wages due to them as promptly as possible, or in any event, within forty-eight (48)
hours of the expiration of the next working day, unless mutually agreed otherwise.

c) Whenever there occurs an error in the pay of an Employes, the Employer will remit to the

Employee within twenty-four (24) hours, the difference between the amount of the cheque
and that to which the Employee is normally entitled, unless mutually agreed otherwise.
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10.23

10.24

10.25

10.26

10.27

10.28

Disabled Employees

In the unfortunate instance that an Employee should sustain injuries or become affecied by
disease, resulting in a disability, every effort will be made by the Employer to give the disabled
Employee such suitable employment as is available.

The Employer agrees with the Union's request to establish a payroll deduction plan for Employees

who want to contribute to the Steelworkers Savings Plan. Details of such plan shall be as
mutually agreed between the Employer and the Union,

Picket Line

No Employee shall be required to cross a legal picket line which has been recognized by the
Union.

Severance Pay

An Employee whose services are terminated due to a merger, consolidation or a permanent
suspension of operations, will receive at time of reduction:

Full-time Consecutive Service Severance Pay

Up to two (2) years One (1} weeks

More than two (2) years Two (2) week’s pay for every year of full-time
service to 2 maximum of ten (10) years of
service.

Joint Labour Management Committee

The Employer and Bargaining Unit mutually agree to constitute a Joint Labour Management
Committee. The Committee will consist of Union Representatives and the Employer. The Union
Committee will be elected or appointed from the Bargaining Unit.

The Jeint Labour Management Committee shall meet at least bi-monthly or upon request of either

party.

Subject matter will include, but is not limited to:

1. Policy/Rules

2. Workloads

3. Employee Assistance
Duty to Accommodate

The Employer acknowledges that it has a duty to accommodate an employee to the point of undue
hardship.

The search for accommodation is a multi-party inquiry. Along with the Employer and the Union,
there is also a duty on the Employee to assist in securing an appropriate accommodation.

To facilitate the accommodation process, the Employee has an obligation to provide the Employer
with clear, current, and credible medical information about their abilities, limitations and
restrictions so that the Employer may assess the Employee’s ability to work and determine
whether an accommodation may be required.
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10.29 The Employer agrees to donate one hundred dollars ($100.00) for each employee yearly to the
United Steelworkers Humanity Fund.

10.30 Sick Leave

Employees with seniority will accumulate in each year, two and one-twelfth days of sick leave
with pay for every month of work subject to the following:

a)

b)

d)

€)

At the end of a full calendar year of service, the maximum accumulation of sick leave will
be twenty-five {25) sick leave days provided no sick leave days have been applied for and
granted during the calendar year.

If an Employee is required to take time off for occasional iliness, such Employee may
draw from his or her sick leave accumulation. In the case of an illness or injury requiring
a longer absence from work, the Employee may also elect to draw from the sick leave
accumulation prior to accessing Employee’s Short Term Disability benefits under this
Agreement.

If an Employee is not able to work because of illness or injury, such Employee must notify
the Employee’s Manager immediately so that the Employee’s respensibilities can be
taken care of while the Employee is away. Employees must also keep their Manager
advised each day they are absent, and where possible provide an estimated return to
work date.

Employees may be required by the Employer to provide a medical certificate to prove their
illness.

At the end of each year, a maximum of 10 days of unused sick leave will be banked. If
there are unused sick leave days remaining at the end of the calendar year {over and
above the banked 10 days), those sick leave days will be converted to paid vacation days
on a 5 to 1 basis {i.e. 5 sick days will be converted to 1 vacation day). Employees must
have ten (10) days of sick leave "banked” before any unused sick days can be converted
to vacation days. The maximum number of sick days that can be converted to vacation
days within a calendar year is 25, for a total maximum of 5 converted vacation days. No
portion of accrued sick time of less than five (5) days is eligible to be exchanged for
vacation days.

10.31 Education and Training Fund

a)

b)

The Employer shall contribute to the Union the sum of five cents ($.05) per hour per
employee for each hour worked for education and training of Union members.

The money shall be made payable to USW, Local Union 2009 Education and Training
Fund, 7820 Edmonds Street, Burnaby, B.C. V3N 1B8 and shall be remitted by the 15th of
each month for the previous month and the Employer shall provide the necessary
information regarding amounts paid for each employee.

10.32 Employee Records

i)

The employee records file shall be maintained by the Employer for each Employee in the
bargaining unit. Such file shall contain all records and reports concerning the Employee’s
employment and work performance.

No letter of reprimand or performance evatuation shall be entered in an employee’s
file without the Employee’s knowledge.
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10.33

10.34

iii) Employes records files, as referred to in this Agreement, shall include all methods,
systems or forms of maintaining such records and files related to Employees as may be
implemented by the Employer.

Employee Access to Employee Record File

An Employee shall have the right to read and review his’her employee record file, upon
reasonable notice and by written request to the Employer. Employees will be given 30 minutes on
their own time, if so requested to review their file. On request the Employee shall be provided with
copies of any document or record contained in the Employee’s record file. At no time shall an
Employee remove nor alter any documents from the file without prior agreement.

Discipline

When the employer meets with an employee in order to inform him/her of formal disciplinary
action to be taken, a Union representative may accompany the employee, if one is reasonably
available. For the purpose of this Article, “formal disciplinary action” refers to written warnings,
suspension or discharge

ARTICLE 11 - GRIEVANCE PROCEDURE

11.01

11.02

11.03

11.04

It is the mutual desire of the Parties hereto that any complaint or cause for dissatisfaction arising
between an Employee and the Employer with respect to the application, interpretation or alleged
violation of this Agreement shall be adjusted, as quickly as possible.

It is generally understood that an Employee has no complaint or grievance until he, either directly
or through the Union, has first given the Employee’s manager an opportunity to adjust the
complaint.

If, after registering the complaint with the Manager, and such complaint is not settled within three
(3) regular working days or within any fonger period which may have been agreed to by the
Parties, then the following steps of the Grievance Procedure may be invoked:

Step One

The grievance shall be submitted in writing to the Manager either directly or through the Union.
The Manager will meet with the Employee's Union Steward within ten (10) working days of the
receipt of the grievance in an attempt to resolve the grievance. The Grievor may be present at
this meeting, if requested by either Party. The Manager will within a further ten (10) working
days give the Employer's answer on the grievance form, and return it to the Union.

Step Two

If the grievance remains unsettled at the conclusion of Step One, the grievance may be submitted
to the designated management representative, who shall within ten {10) working days, hold a
meeting between the Union Grievance Committee (not to exceed two (2) in number) and the
appropriate representatives of the Employer, in a final attempt to resolve the grievance. A Staff
Representative of the Union and the Grievor may be present at this meeting, if requested by either
Party. The Employer's representative will within a further ten (10) working days give the
Employer’s decision in writing to the Union on or attached to the grievance form.

The Employer shall not be required to consider any grievance which is not presented within

fifteen {15) working days after the Grievor or the Union first become aware of the alleged violation
of the Agreement.
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11.05

11.086

11.07

If final settlement of the grievance is not reached at Step Two, then the grievance may be referred
in writing by either Party to arbitration, as provided in Article 12, at any time within thirty {30)
calendar days after the decision is received under Step Two.

At any stage of the Grievance Procedure, including arbitration, the conferring parties may have
the assistance of the Employee(s} concerned, and any necessary witnesses and relevant records.
All reasonable arrangements will be made to permit the conferring Parties or the arbitrator to have
access to the office to view disputed operations, and to confer with the necessary witnesses.

Discharge and Disciplinary Action

a) A claim by an Employee, that he or she has been warned, discharged or suspended,
without just cause, will be a proper subject for a grievance, if a written statement of such
grievance is lodged at Step Two of the Grievance procedure within ten (10) working days
after the Employee receives notice that he or she has ceased to work for the Employer or
returns to work after a suspension, as the case may be.

Such special grievance may be settled by any arrangement, except loss of seniority,
which in the opinion of the conferring Parties, or an Arbitrator under this Agreement, is
just and equitable.

h) When an Employee has been dismissed without notice, the Empioyee will have the right
to interview his or her Shop Steward for a reasonable period of time before leaving the
Employer's premises.

c) All derogatory notations on an Employee’s record shall be removed after a twelve (12)
month period when the Employee has not had any similar violations, unless it involves
harassment, in which case the notations shall remain for the entire period of employment.

d) (i) The Employer shall not take disciplinary action without first warning the employee.

(ii) Warnings shall be given in writing to the employee, and a copy shall be provided
for the Union.

ARTICLE 12 - EXPEDITED ARBITRATION

12.01

12.02

12.03

12.04

Expedited Arbitration may be proposed by the Union or the Employer within forty-five (45) days
after the grievance has been filed as per Article 11. Within thirty (30) days of referral to
Expedited Arbitration, either party may proceed to Expedited Arbitration subject to the following
steps.

The parties must attempt to mediate the dispute within seven (7) days of being referred to
Expedited Arbitration.

If mediation should fail, an Expedited Arbitration shall be held no less than ninety (90) consecutive
calendar days after referral to Expedited Arbitration.

The Union and Employer agree that grievances referred to Expedited Arbitration will be
adjudicated by a list of Arbitrators as follows:

Julie Nichols
Vince Ready
David McPhillips
Chris Sullivan
Stan Lanyon

U
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12.05 Afinal and binding decision will be handed down within twenty (20) days of the Expedited
Arbitration case being held.

12.06 Matters not referred to Expedited Arbitration may be referred by either party to the regular
arbitration procedure as contained in Article 12 and all arbitrations referred under Article 12 must
be held within ninety (90) consecutive calendar days of referral to arbitration and a decision must
be rendered within twenty (20) days of the arbitration being presented.

ARBITRATION

12.07 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, or
where an allegation is made that this Agreement has been viclated, either of the parties may, after
exhausting the grievance procedure established by this Agreement, notify the other party in writing
of its desire to submit the difference or allegation to arbitration.

12.08 Any matter referred to arbitration, as provided is 12.01 herecf, shall be submitted to a single
arbitrator selected from the following list:

Julie Nichois
Vince Ready
David McPhillips
Chris Sullivan
Stan Lanyon

L

12.09 The arbitrator will have the authority to act as a mediator/arbitrator upon application of either party
and will hear and determine the difference or allegation, and will issue a decision, and the decision
is final and binding upon the parties, and upon any Employee affected by it.

12.10 If the parties are unable to mutually agree to one of the arbitrators on the list provided in
Section 12.04 and 12.08, the arbitrators will be appointed in rotation. If an arbitrator is not
available within a reasonable time frame then the next individual will be appointed.

12.11  The arbitrator will have the right to enter any premises where work is being done or has been
done by the Employee, or in which the Employer carries on business, or where anything is taking
place or has taken place concerning any of the differences submitted to the Arbitrator and inspect
and view any work material, machinery, appliance or article therein, and interrogate any person
respecting any such thing or any of such differences.

12.12 I, during the life of this Agreement, one of the Arbitrators names in 12.08 hereof withdraws from
the list, the Parties will appoint a replacement by mutual agreement in writing.

12.13 Except where otherwise provided for in this Agreement, each of the Parties hereto will bear its
own expense with respect to any arbitration proceedings. The Parties hereto will bear jointly the
expenses of the arbitrator on an equal basis.

12.14 No matter may be submitted to arbitration, which has not first been properly carried through all
preceding steps of the Grievance Procedure.

12.15 The Arbitrator will have jurisdiction and authority to interpret and apply the provisions of this
Agreement insofar as it may be necessary for the determination of a grievance referred to it, but
will not have the jurisdiction and authority to alter or amend any of the provisions of this
Agreement.
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12.16

12.17

12.18

A claim by an Employee that the Employee has been unjustly discharged, suspended or laid-off
may be settled by confirming the Employer’s decision in discharging, suspending or laying-off the
Employee, or by reinstating the Employee with such compensation, either full, partial or such other
settlement as may be agreed upon by the conferring parties or determined by the Arbitrator, as
the case may be.

At arbitration the Employer will compensate the Grievor, the Grievor's steward, and up to three
necessary witnesses for time spent at the arbitration hearing, including an allowance of one-half
hour for time used by such employees to travel from work to the hearing, and one-half hour for
time used to return to work.

It is hereby agreed by both parties that the Employer will not subpoena or call as a witness in any
arbitration proceedings any Employee from the bargaining unit, or use a signed affidavit or a
deposition from a bargaining unit employee. 1t is also agreed that the Union will not subpoena or
call as a witness in such proceedings any Manager of the Employer, or use a signed affidavit or a
deposition from a Manager of the Employer.

Clause 12.18 will not apply in cases of harassment or violence.

ARTICLE 13 - WELLNESS AND WELFARE

13.01

13.02

13.03

During the term of this Agreement, the Employer will provide the Group Health Insurance Benefits
as stipulated in Great West Life Policy# 155940, for ail Employees and their eligible dependents.

Vision Care benefits will be changed to $500 every 24 months, and Major Dental Coverage will
increase to 80%.

To support and encourage Employee health and wellness, the Employer will reimburse
the Employee for fifty percent (50%) of the cost of a structured fitness program, to a maximum of
five hundred dollars ($500) each calendar year.

ARTICLE 14 - LEAVE OF ABSENCE

14.01

14.02

14.03

An employee with twelve (12) or more months of services will be allowed a short term leave of
absence without pay for personal reasons, if:

a) The Employee requests it in writing from the Employer, 30 calendar days prior to the
requested leave start date when reasonably possible to do so, and
b) The leave is for a good reason, and does not interfere unduly with operations, except in

emergency situations when leave will be granted in any event.

One (1) Employee who has been elected or appointed by the Union to attend union conventions or
conferences or other union business shall be granted unpaid leave of absence for this purpose.
The Union will natify the Employer in writing, not less than five (8) working days prior to the start of
the leave, of the name of the delegates.

Legitimate union business of two (2) shifts or less will be considered a valid reason for unpaid
leave of absence. The Union agrees to give the Employer as much prior notice as possible of
such leave. In addition, the Union agrees to have regard to the Employer’s operational
requirements when requesting such leave. This leave will be limited to a total of two (2)
Employees at any one time.

22



14.04

14.05

The Employer will grant an employee an unpaid leave of absence of not more than three (3) years
to work in an official capacity for the Local or International Union. The Union agrees to have
regard to the Employer's operational requirements when requesting such leave. The employee
must request the leave of absence in writing, and the Union must approve it. This leave may be
extended for additional three {3) year periods by mutual agreement.

Maternity, Parental and Adoptive Leaves

In Maternity, Parental and Adoptive ieaves, the Employee may apply for financial assistance
through Employment Insurance. El pays benefits for fifteen (15) weeks for Maternity leave and
thirty-five (35) weeks for Parental or Adoptive leave. In a Parental or Adoptive leave, these
benefits are available to the mother or father or can be split between the parents.

Maternity, Parental and Adoptive leaves will be granted in accordance with provincial and federal
employment legislation. Employees qualifying for leave will be paid 93% of saiary during the two
(2) week waiting period. For the fifteen (15) week Maternity leave and for the first thirteen (13)
weeks of Parental or Adoptive leave, GWC will top up the salary over and above the E| benefits to
93% of salary, for a total of up to thirty (30} weeks of leave. This payment will be offset to take into
account any Empioyment Insurance commission benefits or other earnings received by the
employee. The Employee may choose to have the total amount payable by the Employer for the
30 week period allocated instead to a full fifty-two (52) weeks.

A birth father is entitled to up to three (3) days leave with pay after the birth date of the child. The
Employee may take up to three (3) days together or separately within two (2) weeks of the birth
date. Employees utilizing the three {3) day paid leave must notify their direct reporting manager
and Human Resources of the expected due date of the baby.

During either a Maternity, Parental or Adoptive leave, the Employee’s seniority will not change,
and salary will not change except as outlined in Appendix “A”. Upon retuming to work, an
Employee will be reinstated to his/her previous position. If this is not possible, the employee will be
reinstated to a comparable position.

The Employee’s benefits package and the Employer's contribution to the Employee's RRSP plan
remain the same. The Employee's vacation and sick leave benefits are separate from a Maternity
leave and are not affected. For Parental or Adoptive leaves, however, the Employee’s paid
vacation and sick leave entittements are prorated for the time the Employee is away.

ARTICLE 15 - WAGES

15.01

16.02

15.03

The Employer agrees to pay and the Union agrees to accept for the term of this Agreement, the
wages as set out in Appendix "A” attached hereto, and forming a part of this Agreement.

Temporary Transfer

An employee who is temporarily transferred to meet the Employer's convenience to another job
for which the regular rate is less than that which the empioyee is receiving, the Employee shall
retain his or her former rate, and if such transfer is to a job with a higher rate, the employee shall
receive the higher rate paid for such job.

New or Changed Job Classification
a) If any new job classifications are established, or if there is a significant change in the job
content of any job classification(s) set forth in this Wage Schedule, or if any job

classification(s) have been overlooked n this Wage Schedule, the Parties hereto are
agreed to negotiate a rate for the job(s) in question.
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b) If the Parties are unable to reach agreement, then the dispute will be settled through the
Grievance and Arbitration Procedures of this Agreement.

15.04 Rate Retention

All employees with seniority who have received a classification rate for ten (10) shifts or more will,
if reduced to a iower rated classification, continue to retain and receive the higher rate for thirty
(30} calendar days. If the employee reverts to a higher rated job during the aforementioned thirty
(30) day period of rate retention and is subsequently moved to a lower rated job, the employee wili
continue to re-qualify himself/herself for a thirty (30) day retention period each time the Employee
reverts to the employee’s higher rated job.

ARTICLE 16 - JOB POSTINGS

16.01 All jobs in the bargaining unit which will be vacant for more than thirty (30) calendar days, and all
new jobs will be posted by email and held open for application for three (3) full workdays. New
jobs shall be posted immediately as they occur. The successful applicant will be selected subject
to 8.01 of this Agreement. The job posting procedure will be completed prior to outside recruiting
or advertising.

16.02 For the purpose of this Agreement, a vacancy will be defined as any unfilled position where there
is work being performed.

16.03 Temporary job posting

a) Temporary job openings in the bargaining unit which are not subject to the Job Posting
Procedure shall mean:

Those job openings resulting from absences alfowed under the terms of this Agreement up
to a maximum of thirty (30) days.

b} All job openings (temporary) shall be filled in accordance with the principle established in
8.01 of the collective agreement.

16.04 Trial Period

a) The successful applicant may be entitled to up to thirty (30) working days and not less
than five (5) working days trial period.

b) In the event that an employee is promoted in accordance with the provisions of this Article
and within thirty (30) days of such promotion the employee is not performing efficiently, or
the employee wishes to do so, the employee will revert to his/fher immediate previous job,
without loss of seniority.

c) If additional employees are required, they will be drawn from the previous posting,
provided, however, there are encugh applicants on the previous posting to fill the
vacancy.

16.05 When a new position outside the bargaining unit is created, the Company will give a copy of the
job content to the Unit President.
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16.06 Temporary Employees and Temporary Agency Personnel

The Employer can hire temporary employees for a period not to exceed 120 workdays and nof to
exceed seven (7) consecutive months. Both parties agree that this clause will not be used to
reduce the number of regular full time positions available in the bargaining unit.

The Employer may also hire personnel through a Temporary agency for a period not to exceed
thirty (30) working days. Upon request, the Employer will provide the Union President or Designate
with a report of Temporary agency usage on a quarterly basis. In lieu of Union dues on Temporary
agency usage for the prior year, the Employer agrees to remit $250 to the Union at the time of the
December Union Dues remittance.

Employees employed to work during the period do not acquire seniority rights and benefits under
Article 8 of the Parties Collective Agreement,

It is agreed that the temporary employees hired will be covered by all provisions of this Agreement
except the following:

Article 5 Hours of Work and Overtime
Article & Office Holidays

Article 7 Vacation with Pay

Article 10.07 Notice of Lay Off

Article 10.08 Recall Procedure

Article 10.13 Long Term Bonus Program
Article 10.14 Training

Article 10.27 Severance Pay

Article 13 Wellness and Welfare
Article 14 Leave of Absence

Article 16 Job Postings

Article 17 Pension

It is further agreed that such temporary employees will be covered by the Employment Standards
Act where exempted above.

It is agreed that Temporary employees will be paid according to the wage schedule in Appendix
"A”, with the exception of the initial 8 weeks of employment when the Temporary employees will
be paid a wage equal to 4% below the wage schedule.

ARTICLE 17 —- PENSION/RRSP

17.01 The Employer's pension plan is in the form of an RRSP. At the end of each calendar year
Employees are given 5% of that year's base earnings to be invested in an RRSP. These funds
must remain in the RRSP of the Employee’s choice while the Employee is employed by the
Employer. Employees should be ready to provide, upon request, an annual statement verifying
these funds have been deposited in an RRSP.

17.02 Beginning January 1, 2019 the Employer will further contribute an additional 1% to the
Employee’s RRSP provided the Employee contributes an additional 2% to their pension
plan also. If the Employee chooses to not contribute the additional 2% then the Employer
will only be obligated fo the 5% contribution as per Section 17.01.

17.03 Employees who retire or voluntarily terminate their employment will have the option within 30 days

of the empioyment termination date to convert the Group Life Insurance Policy to an Individual
Life Insurance Policy. The Premium will be the retiring Employee’s responsibility.

25



17.04 Employees who retire with at least five (5) years of continuous service will be provided with a
travel certificate in the amount of $100.00 for each year of service.

ARTICLE 18 - WORK PLACE POLICIES

18.01 The Employer agrees to discuss with the Union prior to changing any workplace policies that may
affect Employees in the Bargaining Unit (those policies found in the HR Policy Manual). It is
agreed that the Employer has sole discretion to add, modify or deiete workplace policies. It is
further agreed where a policy is in conflict with the Collective Agreement, the Collective
Agreement will prevail.

ARTICLE 19 - DURATION OF AGREEMENT

19.01 This Agreement shall be for the period from and including January 1, 2017 to and including
December 31, 2020 and from year to year thereafter subject to the right of either Party to the
Agreement within four (4) months immediately preceding the date of expiry of this Agreement,
which is December 31, 2020, or immediately preceding the last day of December in any year
thereafter, by written notice to require the other Party to the Agreement to commence collective
bargaining.

18.02  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 or the
Employer shall give notice of lockout or the Parties shall conclude a renewal or revision of this
Agreement or a new Collective Agreement whichever shall first occur.

18.03 The operation of Section 50(2) and (3) of the Labour Relations Code of British Columbia is hereby
excluded.

Ti~
IN WITNESS WHEREOF the Parties executed this Agreement this 26 day of zeg{% L-", 2018

On Behalf of the Employer On Behalf of the Union
GROWTH WORKS CAPITAL LTD. UNITED STEELWORKERS, ON BEHALF OF LOCAL
UNION 2009
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APPENDIX “A”

WAGE SCHEDULE
APPENDIX “A”
Classification 2017 2018 2019 2020
Salary Salary Salary Salary
Senior Fund Accountant 0% 0% 0% 2.5%
$70,000 $70,000 .| $70,000 $71,750
Intermediate Accountant 0% 2% 2.25% 2.5%
$63,000 $64,260 $65,706 $67,349
Assistant Accountant 0% 2% 2.25% 2.5%
$52,200 $53,244 $54,442 $55,803

Junior Accountant

Accounts Payable

Client Services Agent |

Client Services Agent |
(Bilingual)

Client Services Agent Il

Client Services Agent ||
{Bilingual)

Client Services Agent lll

IT Support Specialist

Systems Administrator |

Systems Administrator ||

Investment Assistant |

Investment Assistant

Investment Assistant lll

Marketing Assistant |

Marketing Assistant Il

Marketing Coordinator [

Marketing Coordinator I

Labour Liaison |

Labour Liaison I|

Administrative Assistant

Senior Administrative Assistant

Receptionist/Admin Assistant

*If the Employer is in need of hiring someone that falls under the classifications listed in Appendix
“A* and there is not a wage related to the job, the Employer will work with the Union to find a
wage that is agreeable to both parties.
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Letter of Understanding
Between
GROWTHWORKS CAPITAL LTD.
And
UNITED STEELWORKERS, LOCAL 2009

Neutrality in Organizing Campaigns

The Employer agrees that, where the United Steelworkers are seeking to represent employees at
another worksite of the Employer, subsidiary or related-company, the Employer will not object to
representation by the United Steelworkers.

The Employer agrees to comply with applicable labour legislation and, whether or not the following
constitute an unfair labour practice under the law, the Employer will not:

a. Circulate or cause to be circulated any materials that are designed to discourage employees
from freely choosing to join the United Steelworkers. This includes, but is not limited to,
communicate in a negative, derogatory or demeaning nature about the Union (including the
other party's motives, integrity, character or performance) or about labour unions in general.

b. Engage in conduct, threats, misrepresentations, or delaying tactics to frustrate the desires of
the employees or interfere with the employee efforts to join the Steelworkers.

c. Provide any support or assistance of any kind to any person or group, which is opposed to the
United Steelworkers or to the Union representing employees of the Employer, subject only to
the Employer's compliance with any legal obligation to allow such person or group reasonable
access to employees consistent with that provided to the Union pursuant to paragraph 4
below.

The Employer agrees, upon request from the Union, to provide the union with a list of all employees in
the bargaining unit proposed by the Union, subject to the applicable Provincial or Federal Privacy
legislation. The list will be provided to the Union within one week of said request and the list will be in
the alphabetical order (last name first) and will show the employee’s full name, date of hire,
classffication, department or plant, home phone number and home address including postal code.

The Employer also agrees to provide the Union with reasonable access to employees in non-work
areas (parking lots, break areas, cafeterias, etc.) during work breaks. The Union agrees that it will not
disturb employees during work hours or in work areas.
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5. Where the Union has signed-up to membership in the Union a majority of the Employer's employees
at a worksite not represented by the Union, the Union may request a mutually agreeable arbitrator to
perform a “"card-check” to determine whether the Union has 50% plus one support of the workers, as
foliows:

i.  The Union will set-out an appropriate bargaining unit description and proposed bargaining unit
member list, the Employer will set out any objection to that description or list and will discuss
the matter with the Union in an effort to reach agreement, failing which the Union will set out a
final reply,

ii. The Employer will provide to the arbitrator appropriate records to review and verify the cards,
iii. The Union will provide the cards for inspection by the arbitrator, and

iv.  The arbitrator will certify the results of the count and decide any outstanding issue with
respect to the appropriateness and composition of the bargaining unit.

6. Where the Union demonstrates majority support as certified by the arbitrator, for an appropriate
bargaining unit (pursuant to the Parties agreement or the Arbitrator's decision) the Employer agrees to
recognize the Union as the bargaining agent for the bargaining unit and commence collective
bargaining in good faith with the Union.

7. If atentative agreement is not reached within six (6) months of negotiations, the parties agree to
submit all unresolved issues to interest arbitration.

Any alleged violations of this agreement, including conduct during an organizing campaign, and/or
disputes such as definition of the appropriate unit, etc., will be resolved by a decision of the arbitrator on
an expedited basis rendered not later than twenty-one (21) days after the party’s demand for arbitration.
The designated arbitrator shall have complete authority to remedy any violations of this agreement,
including the authority to certify the results of a card check.
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Letter of Understanding
Between
GROWTHWORKS CAPITAL LTD.
And

UNITED STEELWORKERS, LOCAL 2009

Alternative Work Schedules

The Employer agrees to be open to discuss the offering of Alternative Work Schedules during the term of
this Collective Agreement. An Alternative Work Schedule can take the form of a Compressed Work
Week or a Reduced Work Week. Either the Union or the Employer may propose the opening of the
discussion.
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