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ARTICLE 1 – PREAMBLE 

1.01 It is the purpose of both parties to this Agreement: 

1) to maintain and improve harmonious relations and settled conditions of 
employment between the Employer and the Union; 

2) to recognize the mutual value of joint discussions and negotiations in all 
matters pertaining to working conditions, employment and service; 

3) to ensure the harmonious and efficient operation of TD Place and to provide 
excellent service to its tenants and visitors; 

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

5) to provide for the prompt and peaceful adjustment of differences which may 
arise between all employees in the Bargaining Unit and the Employer; and 

6) to foster mutual respect between the parties. 

1.02 Where the singular is used, it may also be deemed to mean the plural, within the 
appropriate context. 

ARTICLE 2 – DEFINITIONS 

For the purposes of this Agreement: 

Employee means an employee within the Bargaining Unit. 

Full-Time Employee means an employee within the Bargaining Unit who is 
compensated based on a forty (40) hour work week and has either a permanent status 
or a defined term in excess of one year. 

Part-Time Employee means an employee within the Bargaining Unit who is paid an 
hourly wage and is regularly scheduled or called in to work up to thirty-five (35) hours 
per week or less, averaged over a six (6) calendar month period (due to the cyclical and 
unpredictable nature of the Employer’s business), exclusive of replacement situations 
provided such replacement situations do not exceed thirty (30) consecutive working 
days. 
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Volunteer means an individual who provides time and service to the Employer either on 
an individual basis or on behalf of a fundraising group. In this category the work does 
not have to be role specific and is viewed as NOT providing a service in a defined role 
but more like "helping" out. This is an unpaid position. 
It is agreed that Volunteers will not perform Bargaining Unit work unless approved in 
advance in writing by the Union. 

ARTICLE 3 – RECOGNITION 

3.01 Bargaining Unit 
The Employer recognizes the Union as the sole and exclusive bargaining agent 
for the Bargaining Unit, and specifically excludes members of another bargaining 
unit, cleaners, supervisors and managers, and any other persons excluded under 
the provisions of the Ontario Labour Relations Act, as amended from time to 
time. The “Bargaining Unit” consists of: 

all Full-Time Employees regularly employed at TD Place and as assigned for 
the benefit of the Lansdowne Stadium Limited Partnership in the positions 
stipulated in “Appendix A” of this Collective Agreement or any other positions 
performing similar functions on a regular basis; and 

all Part-Time Employees regularly employed at TD Place and as assigned for 
the benefit of the Lansdowne Stadium Limited Partnership in the positions 
stipulated in “Appendix A” of this Collective Agreement or any other positions 
performing similar functions on a regular basis. 

3.02 No Other Agreements 

No Employee within the Bargaining Unit shall be required or permitted to make a 
written or verbal agreement with the Employer or its representatives which may 
conflict with the terms of this Collective Agreement. 

ARTICLE 4 – MANAGEMENT RIGHTS 

4.01 Management Rights 

The Union recognizes and acknowledges that the management of TD Place and 
the direction of the working forces are fixed exclusively in the Employer and shall 
remain solely with the Employer, except as specifically limited by the provisions 
of this Agreement and, without restricting the generality of the foregoing, the 
Union acknowledges that it is the exclusive function of the Employer to: 
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(a) maintain order, discipline, and efficiency; 

(b) hire, assign, retire, direct, promote, demote, classify, transfer, layoff, recall, 
discharge, suspend or otherwise discipline, provided that a claim of 
discharge or discipline without cause may be the subject of a grievance and 
dealt with as hereinafter provided. The Employer may discharge a 
probationary Employee for any reason; 

(c) determine, in the interest of efficient operation and highest standards of 
service, job rating and classifications, the hours of work, scheduling, work 
assignments, methods of doing the work, and procedures; 

(d) generally to manage the operation of TD Place, and, without restricting the 
generality of the foregoing, to determine the number of personnel required, 
services to be provided, to determine work schedules, hours of work, work 
assignments, methods, procedures and equipment in connection therewith; 

(e) make, enforce, and alter from time to time reasonable rules and regulations 
to be observed by the Employees. The Employer shall make a written copy 
of such rules and regulations available to the Union Local President; and 

(f) to determine and exercise all other functions and prerogatives which shall 
remain solely with the Employer except as specifically limited by the express 
provisions of this Agreement. 

4.02 Existing Practices for Full-Time Employees 

Notwithstanding 4.01 above, Management acknowledges the following: 

(a) All Full-Time Employees who are currently eligible for reimbursement of 
Employer related usage of personal cell phones shall continue to be 
reimbursed in accordance with Employer thresholds, provided they continue 
to remain eligible under the Employer’s cell phone reimbursement 
guidelines. 

(b) All Full-Time Employees will continue to receive parking privileges that are 
consistent with the Employer’s parking policies towards Full-Time 
Employees of the Employer. 

(c) No pre-existing vacation entitlements in excess of the amounts set out in the 
Collective Agreement shall be altered, reduced, or revoked. 

(d) Full-time Employees will continue to receive any additional “bonus” holidays 
and other benefits that may be provided to all other Full-Time Employees 
from time to time. 
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4.03 Existing Practices for Part-Time Employees 

Notwithstanding 4.01 above, Management acknowledges that Part Time 
Employees will continue to receive parking privileges that are consistent with the 
Employer’s policies towards all Part-Time Employees of the Employer. 

ARTICLE 5 – NO DISCRIMINATION 

5.01 The Employer and the Union agree that every Employee has a right to freedom 
from harassment in the workplace and that there shall be no discrimination 
against any Employee, by either the Employer or the Union, because of any 
grounds prohibited by the Ontario Human Rights Code, as amended from time to 
time. 

ARTICLE 6 – STRIKE OR LOCK-OUT 

6.01 The Union agrees that there shall be no strikes, shutdowns, slow-downs, 
stoppages of work and the Employer agrees that there shall be no lock-outs 
during the term of this Agreement. The meaning of the words "strike" and 
"lock-out" shall be as defined in the Ontario Labour Relations Act, as amended 
from time to time. Any Employee participating in an illegal strike, shutdown, 
slow-down, or stoppage of work will be subject to discipline up to and including 
discharge. 

ARTICLE 7 – UNION SECURITY 

7.01 The Employer shall deduct from the pay cheques of present members of the 
Union and all future employees represented by the Union all normal dues 
chargeable by the Union and shall remit the same to the Secretary/Treasurer of 
the Union, by direct deposit, monthly. "Normal dues" shall include special 
assessments levied by the Union. Following the negotiation of a new Collective 
Agreement, the dues retroactively owed by members, if any, shall be deducted 
from the members’ retroactive pay-cheques and remitted to the Secretary-
Treasurer of the Union. 

7.02 The Employer shall supply a dues check-off list to the Union on a monthly 
basis. The list shall set out the employees’ names in alphabetical order, along 
with their most recent addresses and the amount of dues they have paid during 
the preceding month and on a year-to-date basis. Should the address change 
the Employer will advise the Union that it is a changed address. 

7.03 The Employer shall supply the following information to the Secretary Treasurer on a 
once-a-month basis: 
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(a) the dollar amount of the Full-time Employee payroll for all their regular hours; 

(b) the dollar amount of the Part-time Employee payroll for all their hours. 

7.04 The Employer agrees to print the amount of total dues deductions paid by each 
Employee for the previous calendar year on the Income Tax (T-4) slips. 

7.05 The Union and its members agree to indemnify and save the Employer harmless 
with respect to all claims or other forms of liability that the Employer may incur 
resulting from deductions and remittances made in accordance with this Article. 

ARTICLE 8 – UNION REPRESENTATION, COMMITTEES AND STEWARDS 

8.01 The Employer acknowledges the right of the Union to represent its members in all 
matters relating to the interpretation or administration of their working terms and 
conditions in accordance with the provisions of this Collective Agreement. The 
Union will notify the Employer in writing of the name of its 
Representatives or Stewards from the Bargaining Unit in the event that the Union 
determines Stewards are necessary to administer this Collective Agreement. 

8.02 Union Activity on Premises 

The Union agrees that neither it, nor its officers, agents, representatives and 
members will engage in Union activity on the Employer’s premises during the 
Employer’s time without the prior approval of the Employer, except as specifically 
provided for in this Agreement; which approval will not be unreasonably withheld. 

8.03 Bargaining Committee 

The Employer agrees to recognize a bargaining committee composed of Union 
Representatives and not more than two (2) Employees. The Union shall keep the 
Employer notified in writing of the names of the members of its bargaining 
committee. 

The Employee members shall be allowed reasonable leave with pay for 
bargaining related business. The Union shall reimburse the Employer for all 
hours of leave. 

8.04 Health and Safety Committee 

As per the Occupational Health and Safety Act, at least half of the Bargaining 
Unit’s Joint Occupational Health and Safety Committee will be non-managerial 
Employee representatives selected by the Union. 
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8.05 Union/Management Consultation Committee 

(a) A committee known as the Union/Management Consultation Committee 
shall consist of an equal number of representatives from the Union and the 
Employer. 

(b) The committee shall meet as soon as possible at the request of either party. 
It shall meet at least once every two (2) months at a time mutually agreed 
upon between the parties. 

(c) The purpose of such meetings shall be to discuss issues relating to the 
workplace which affect the parties, including but not limited to discussions 
related to amendments to the Group Benefit Plan and emergency situations 
as they may arise. 

ARTICLE 9 – GRIEVANCE PROCEDURE 

9.01 Definition of Grievance 

A grievance under this Collective Agreement shall be defined as any difference 
or dispute between the Employer and any Employee(s), or the Union regarding 
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 violated. 

9.02 Settling of Grievance 

An earnest effort shall be made to settle any complaints fairly and promptly in 
the following manner: 

9.03 Complaint Stage 

An Employee shall discuss his/her complaint with his/her immediate supervisor 
within ten (10) working days of the occurrence giving rise to the complaint, where 
possible, so as to afford the supervisor an opportunity to resolve the 
complaint. The Employee may be accompanied or represented by the Union 
when the complaint is being discussed with the supervisor. The Supervisor will 
respond to the complaint within ten (10) working days. 

9.04 When an Employee has presented his/her complaint to his/her Supervisor under 
Article 9.03, and the complaint has not been resolved to his/her satisfaction, the 
Union may file a Formal Grievance on his/her behalf, under article 9.05, within 
forty-five (45) working days of the occurrence giving rise to the complaint. 
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9.05 Formal Grievance 

The Union has carriage of all Formal Grievances and pursuant to its own internal 
procedures for approval of grievances, the Union Grievance Committee shall 
refer all Formal Grievances to the Vice President, Events and Entertainment 
(Part-Time Employee matters) or Vice President, Guest Experience and 
Operations (Full-Time Employee matters) or designate who shall meet with the 
grievor and a Union representative within ten (10) working days from the day on 
which the Formal Grievance was received and date-stamped by his/her office 
and shall, within ten (10) working days from the meeting, render his/her decision 
in writing. 

9.06 Policy, Group and Discharge Grievances 

Where a dispute involving a question of general application or interpretation 
occurs, or where a group of employees or the Union has a grievance, or where 
the grievance relates to the discharge of an Employee the matter shall proceed 
directly to the Formal Grievance process set out in Article 9.05 within 30 working 
days of the events giving rise to the dispute. 

9.07 Employer May Initiate Grievances 

The Employer shall, within ten (10) working days of the circumstances giving rise 
to the grievance, file a grievance with the President of the Local with a copy to 
the Chief Steward. The Union shall reply in writing within ten (10) working days to 
the Employer grievance. 

9.08 At any stage in the grievance procedure the grievor is entitled to be present and 
shall be represented by the Union in the presentation of his/her complaint or 
grievance unless the Employee specifically waives this right in writing after 
consultation with his/her Union representative referred to in Article 8.01 
herein. Attendance at all steps required under this Grievance Procedure shall 
be considered work time. 

9.09 All time limits expressed in this Article are mandatory and may only be extended 
by mutual agreement in writing between the Parties. Failure by the Union or the 
Employer to comply with the mandatory time limits expressed in this Article will 
result in the grievance being deemed abandoned, or the relief sought being 
awarded depending on whether the default is by the Union or the Employer. 

9.10 All agreements reached under the grievance procedure between the Employer 
and the Union will be final and binding upon the Employer and the Union and the 
employees. 
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ARTICLE 10 – ARBITRATION 

10.01 In the event the decision of the Vice President, Events and Entertainment or Vice 
President, Guest Services and Operations or designate, as applicable, is not 
acceptable to the Union, the Union may submit the grievance to arbitration for 
final disposition in accordance with the procedure contained in this Agreement, 
within twenty (20) days of the receipt and date-stamp by the Union office of the 
decision. 

10.02 Any dispute or grievance concerning the interpretation or alleged violation of this 
Agreement which having passed through the grievance procedure outlined in 
Article 9 still remains unresolved, may be submitted to arbitration. Attendance at 
arbitration shall be considered working time for any grievor, who at the time of 
arbitration is employed by the Employer. 

10.03 List of Arbitrators 

The parties have agreed to use the following arbitrators as sole arbitrators. 
Priority will be given to those who have the earliest dates available to assist the 
parties to come to a final and binding decision on the grievance unless the 
parties agree otherwise. 

Brian Keller 

Michelle Flaherty 

Judith Allen 

10.04 The Arbitrator shall not have any power to alter or change any provision in this 
agreement or to substitute any new provision for an existing provision nor to 
render any decision inconsistent with the terms and content of this Agreement. 

10.05 Each party shall bear equally the expense of the Arbitrator and all other 
expenses of the arbitration. 

ARTICLE 11 – DISCIPLINARY MEASURES 

11.01 Clearing of Record 

Any letter of reprimand, suspension, discipline or any other sanction shall be 
removed from an Employee’s file after not more than eighteen (18) months have 
elapsed since the disciplinary action was taken provided that no further 
disciplinary action for a similar offence was recorded. 

Copies of any letters which are put on an Employee’s record shall be provided 
to the Employee and the Union. 
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11.02 Right to Have Union Representation Present 

Where management or its designate intends to interview any Employee for 
disciplinary purposes, such meeting will not take place in the absence of a Union 
Representative and the Employee and the Union shall be notified in advance of 
the nature of the Employer’s concern and the purpose of the interview so that a 
Union Representative will be informed, available and present at the 
interview. The Employer may suspend the Employee with pay, pending the 
interview, in an emergency. The unavailability of a Union Representative shall 
not delay the meeting more than seventy-two (72) hours. 
An Employee shall have the right to request the presence of a Union 
Representative at any proposed meeting or discussion which the Employee 
reasonably believes might be the basis of disciplinary action. 

ARTICLE 12 – SENIORITY 

12.01 For Part-Time Employees a year will be divided into two seasons: the summer 
season and the winter season. The summer season will normally run from April 
to November of each year. The winter season will normally run from December to 
March. 

Seniority, as referred to in this agreement shall mean: the length of continuous 
service of an Employee within the Bargaining Unit. 

12.02 Seniority for Part-Time Employees in the Bargaining Unit shall apply when they 
have successfully completed their probationary period as set out in 12.07 

All Employees who have completed their probationary period shall have priority 
over probationary employees with respect to first priority for pre-scheduled work 
within a season; entitlement to be laid-off last, subject to any operational 
requirements, at the end of any season; and recall to work for future seasons. 

There will be no individual seniority ranking for Part-Time Employees. The 
Employer shall have full discretion as to who to schedule, lay-off and recall. 

12.03 Seniority shall commence from the first day of membership in the Bargaining Unit 
provided that the Employee has completed the probationary period. 

12.04 Subject to Articles 12.01 and 12.02, seniority shall accumulate under the 
following circumstances: 

(a) when the Employee is on the active payroll of the Employer; 
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(b) when the Employee is off the payroll due to an authorized lay-off of less 
than twelve months; 

(c) when the Employee is off the payroll due to illness or injury for a period of 
up to twelve months, (i) when the Employee is receiving compensation 
under the Workplace Safety and Insurance Act for an illness, or injury, 
incurred at TD Place, and (ii) unless the Employee has accepted 
employment with another employer; 

(d) when the Employee is off the payroll on any leave of absence authorized by 
the Employer and/or under the provisions of this agreement. 

12.05 Seniority List for Full-Time Employees 

A copy of the seniority list for Full-Time Employees will be provided to the 
Union and provided to Full-Time Employees on demand by January 31st  of each 
year. When two (2) or more Full-Time Employees have the same date of 
seniority, the Full-Time Employee with the earliest date of birth shall have the 
most seniority. 

12.06 Seniority List for Part-Time Employees 

At the end of each season the Employer will provide the Union with a list of 
Employees indicating their hire/rehire date. It is understood that the order in 
which Employee names appear on the list is not indicative of any seniority vis à 
vis other Employees on the list. 

12.07 Probationary Employee 

A new Full-Time Employee shall be considered on probation until he/she has 
completed three (3) consecutive calendar months of employment. 

A new Part-Time Employee shall be considered on probation until he/she has 
completed six (6) consecutive calendar months. 

The Employer may extend the probationary period as specified in Article 12.07. 
Any extensions will be in writing and will specify the length of the extension. 

The release or discharge of an Employee during the probationary period shall be 
at the sole discretion of the Employer and shall not be subject of a grievance and 
arbitration. 

After completion of the probationary period, seniority shall be effective from the 
date of membership in the Bargaining Unit. 
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12.08 Loss of Seniority 

An Employee shall lose all seniority and service and shall be deemed terminated 
if he/she: 

(a) resigns; 

(b) retires; 

(c) is discharged and not reinstated through the grievance/arbitration 
procedure; 

(d) is absent from scheduled work for a period of three (3) or more consecutive 
working days for Full-Time Employees, or for a period of three (3) or more 
shifts in a one (1) year period for Part-Time Employees, without pre-
approval and providing the Employer a satisfactory reason which may 
include a doctor’s note; 

(e) has been laid off for twelve (12) months for Full-Time Employees or nine (9) 
months for Part-Time Employees; 

(f) has been laid off and fails to return to work within seven (7) calendar days 
after being notified by the Employer through registered mail addressed to 
the last address on the Employer’s records; 

(g) fails to return to work upon termination of an authorized leave of absence 
without satisfactory reason. For Part-time Employees this includes failure to 
indicate a return to availability after an authorized leave of absence from the 
availability list without satisfactory reason; (provides option for students to 
step away during particularly busy semester and still come back) 

(h) is absent due to illness or disability for a period of twenty-four (24) months; 

(i) for Part-time Employees only, failure to provide any availability one (1) or 
more quarters without authorized leave from the availability list. 

ARTICLE 13 – LAY-OFF AND RECALL OF FULL-TIME EMPLOYEES 

13.01 In the event of a lay-off of a permanent or long-term nature, the Employer shall 
provide affected employees with the minimum notice and severance, if 
applicable, required by the Ontario Employment Standards Act, as amended 
from time to time. 
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13.02 The Employer will endeavour to notify Employees and the Union two weeks prior 
to a lay-off. No new Employee will be hired to perform work which those 
Employees laid off could perform until those Employees who have been laid off 
have been given an opportunity of recall subject to the conditions of recall set 
forth in this Agreement. 

The Union shall also be provided copies of all layoff and recall notices when they 
are sent. 

13.03 General Lay-off Procedure 

(a) In the event of lay-off, the Employer shall lay-off Full-Time Employees in the 
reverse order of their seniority, provided that there remain on the job 
Employees who have the skill, ability and qualifications required to perform 
the work 

(b) A Full-Time Employee who is subject to lay-off shall have the right to either: 

(i) accept the lay-off; or 

(ii) displace a Full-Time Employee who has lesser Bargaining Unit 
seniority and who is the least senior Full-Time Employee in a lower or 
identical paying classification in the Bargaining Unit if the Full-Time 
Employee originally subject to lay-off is qualified for and can perform 
the duties of the lower or identical paying classification without 
training other than orientation. 

(c) The decision of a Full-Time Employee to choose (i) or (ii) above shall be 
given in writing to the Administrator within seven (7) calendar days 
following the notification of lay-off. Full-Time Employees failing to do so 
will be deemed to have accepted the lay-off. 

13.04 Recall Rights for Full-Time Employees 

For a period of twelve (12) months from the date of layoff, Full-Time Employees 
on layoff shall be recalled in the order of their seniority, on a Bargaining Unit wide 
basis to their own position/job, or to a position/job equal to or lower than the 
position/job they occupied at the time of layoff provided they have the knowledge, 
ability and qualifications to do the position/job, without training other than 
orientation. 

If an Employee’s former position/job becomes available and the Full-Time 
Employee has been recalled and accepted another position/job, such Full-Time 
Employee will be given first priority for reinstatement to his/her former 
position/job (recognizing there may be a period of familiarization) unless the Full-
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Time Employee notifies the Employer in writing, that he/she is no longer 
interested in being recalled to his/her former position/job. 

It is the sole responsibility of the Full-Time Employee who has been laid off to 
notify the Employer of his/her intention to return to work within three (3) calendar 
days after being notified to do so by registered mail, addressed to the last 
address on record with the Employer (which notification shall be deemed to have 
been received on the second date of mailing) and return to work within seven (7) 
calendar days after being notified. The notification shall state the job to which the 
Full-Time Employee is eligible to be recalled and the date and time at which the 
Employee shall report to work. The Full-Time Employee is solely responsible for 
his proper address being on record with the Employer. 

A laid off Full-Time Employee shall retain recall rights for a period of twelve (12) 
months. After twelve (12) months the employment relationship shall be deemed 
to have been terminated on the last day worked by the laid off Employee, with no 
further obligation or liability on the part of the Employer other than any minimum 
requirements of notice and severance, if applicable, as set out in the 
Ontario Employment Standards Act. 

ARTICLE 14 – LAY-OFF AND RECALL OF PART-TIME EMPLOYEES 

14.01 In accordance with the definition of a season in Article 12.01, Part-Time 
Employees will be notified by the Employer at the end of the summer season as 
to whether they are being laid-off or are being offered the opportunity to work 
during the winter season. Part-Time Employees who are laid-off at the end of the 
summer season will be asked to confirm if they are interested in being recalled 
for the following summer season. 

If a Part-Time Employee: 

(i) requests that he/she be removed from the re-call list; 
(ii) does not confirm his/her interest in remaining on the re-call list within two 

(2) weeks of a request from the Employer to do so; or 
(iii) loses his/her seniority in accordance with this Agreement, 

that Part-Time Employee shall not have any right to recall in the following season 
and will be deemed to have resigned his/her position effective the last day 
worked. 

14.02 The Employer will endeavour to notify Employees and the Union two weeks prior 
to a lay-off. The Union shall also be provided copies of all layoff and recall 
notices when they are sent. 

Page | 13 



14.03 General Lay-off Procedure 

Pursuant to Article 12, probationary Part-Time Employees shall be laid off prior to 
the lay-off of any other Part-Time Employees. When there is a need to reduce 
the Part-Time workforce, whether during or at the end of a season, the Employer 
shall be entitled to lay-off Part-Time Employees based on operational 
requirements, without the need to lay-off in accordance with the seniority date of 
the impacted Part-Time Employee(s). 

14.04 Recall Rights for Part-Time Employees 

Part-Time Employees who are interested in returning will be recalled prior to the 
recall of any probationary Part-Time Employees and/or the hiring of any new 
employees. The Employer shall have sole discretion over the order of recall as 
between individual Part-Time Employees. 

Where there are not sufficient Part-Time Employees, the Employer will recall 
probationary Part-Time Employees prior to hiring any new employees. The 
Employer shall have sole discretion over the order of recall as between individual 
probationary Part-Time Employees. 

Where there are not sufficient Part-Time Employees available to satisfy the 
Employer’s needs for the upcoming season after the recall rights of all Part-Time 
Employees have been exhausted, then the Employer may hire new probationary 
employees for the upcoming season. Any new hires will be subject to the 
probationary period and other applicable terms of the collective agreement. 

A laid off Part-Time Employee shall retain such recall rights for a period of nine 
(9) months. After nine (9) months the employment relationship shall be deemed 
to have been terminated on the last day worked by the laid off Part-Time 
Employee, with no further obligation or liability on the part of the Employer other 
than any minimum requirements of notice and severance as set out in the 
Ontario Employment Standards Act. 

ARTICLE 15 – JOB POSTING 

15.01 When a Full-Time vacancy occurs, or a new Full-Time position is created inside 
the Bargaining Unit, which the Employer decides to fill, the Employer shall post 
notice of the position and provide the Union with a copy within thirty (30) calendar 
days of the position becoming vacant on the bulletin board designated for such 
purpose, for a minimum of ten (10) calendar days. Temporary vacancies 
expected to last three (3) months or more shall be posted in the same manner. 
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Part-time vacancies will be posted on the Employer’s website.The Employer will 
also endeavour to post generic part-time notices of the positions being hired, 
given that it is not feasible to post all part-time positions individually. 

15.02 The Employer will endeavour to make appointments from within the Bargaining 
Unit within four (4) weeks of posting. 

15.03 The posting shall stipulate the classification, qualifications, required knowledge, 
education, rate of pay, department and shift and a copy shall be provided to the 
Union. 

15.04 In the matters of promotion and staff transfer, Employees shall be selected for 
positions on the basis of their skill, ability, experience and relevant qualifications. 
Where these factors are relatively equal, seniority will be the governing factor. 

15.05 Trial Period 

The successful applicant shall be allowed a trial period of up to thirty (30) 
calendar days, during which the Employer will determine if the Employee can 
satisfactorily perform the job. Within this period the Employee may voluntarily 
return, or be returned by the Employer to the position formerly occupied, without 
loss of seniority. The vacancy resulting from the posting may be filled on a 
temporary basis until the trial period is completed. 

It is understood that the trial period only applies to Employees who have 
assumed a new position in a different classification. 

15.06 The Employer may advertise outside for additional employees provided that 
present employees have had an opportunity to apply. 

ARTICLE 16 – HOURS OF WORK 

16.01 The following provisions are intended to define normal hours of work and shall 
not be construed as a guarantee of hours of work per day or week or days of 
work per week. 

16.02 Normal Hours of Work 

The normal hours of work for Full-Time employees shall be no more than eight 
(8) hours per day or forty (40) hours per week. The week shall run from Saturday 
12am to Friday 11:59pm. 
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The Employer shall endeavour to provide Full-Time Employees with two 
consecutive days off, wherever possible, with either Saturday or Sunday forming 
a part of the two days. Where two consecutive days off is not possible, the 
Employer shall make all reasonable efforts to provide employees with at least 
one of either Saturday or Sunday off per week. Any non-weekend day(s) off 
shall be scheduled by mutual agreement by the Employer and the Full-Time 
Employee. 

16.03 Meal Period 

An unpaid meal period of one-half (1/2) hour’s duration will be scheduled if an 
Employee is to work more than five (5) consecutive hours on her shift. 

16.04 Rest Period 

The Employer will schedule one fifteen (15) minute rest period after each four (4) 
consecutive hours of work. 

16.05 Work Schedules 

Work schedules covering a two (2) week period will be posted two (2) weeks in 
advance, subject to operational requirements. Further, and subject to 
operational requirements, the Employer will endeavour to have a normal daily 
schedule for Full-Time employees from 6:30am to 3:00pm. 

16.06 Work Schedules – Part Time Employees 

The parties understand and agree that employees will be scheduled in 
accordance with the needs of the Employer. Work schedules covering a two (2) 
week period will be posted two (2) weeks in advance, subject to operational 
requirements. 

Part-Time employees are required to submit their availability on a quarterly basis, 
unless on an authorized leave of absence, and must include a minimum of eight 
(8) open overnight or “premium” time periods per quarter subject to scheduling 
requirements. 

The Employer shall not be required to schedule Part-Time employees who have 
not declared their availability in advance as set out above. 

The schedule shall be established to suit the needs of the department and 
employees shall be scheduled on the basis of their declared availability. 
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ARTICLE 17 – PREMIUM PAYMENTS 

17.01 Overtime 

Overtime is accrued at a rate of 1.5 times the hourly rate for any hours that 
exceed 40 hours per week. 

It is understood that the Employer cannot avoid the application of overtime rates 
by cancelling an Employee’s regularly scheduled shift and/or directing an 
Employee to take a weekday as their day off rather than a Saturday or Sunday. 

Where Employees are available and willing to work additional hours, and where 
overtime rates will cost less than the rates of an outside contractor, the work will 
be offered to qualified employees first. 

For Full-Time Employees, hours of work include both active hours of work and 
hours spent on sick leave, vacation leave, or personal leave. 

17.02 TOIL 

Full-Time Employees may elect to have overtime paid out or taken as time off in 
lieu (“TOIL”). 

17.03 Part-Time Employees will be paid overtime as it is accrued. 

17.04 No Employee shall be required to work in excess of sixteen (16) hours in any 
twenty-four (24) hour period, or to exceed thirty-two (32) overtime hours in any 
bi-weekly pay period. It is recognized, however, that the limitation of thirty-two 
(32) overtime hours may be exceeded in those situations where it is deemed that 
an emergency exists which requires the Employee to exceed the overtime limit. 

17.05 Shift Premium 

The Employer agrees to pay a shift premium of 7% for all hours worked between 
a “premium period” of 10:00 pm and 7:00 am, provided that the employees’ shift 
was scheduled as an overnight shift. 

ARTICLE 18 – VACATION 

18.01 Entitlement to vacation with pay is acquired by Full-Time Employees during a 
period of twelve (12) consecutive months or any part thereof prior to December 
31st  of each calendar year. 
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18.02 The Employer will provide Full-time Employees with vacation as follows: 

(i) Up to 5 years of service: 15 days or 3 weeks 
(iii) From 5 years of service or more: 20 days or 4 weeks 

**Note: It is agreed that no pre-existing vacation entitlements in excess of the 
amounts set out in this clause shall be altered, reduced, or revoked. 

** it is understood that the vacation entitlement outlined above is in accordance 
with the Employer’s Vacation Leave Policy. In the event that the employer 
provides an increase to the leaves as set out in the policy, this increase will 
be extended to the Employees within the scope of this agreement, where 
applicable. 

18.03 The Employer will provide Part-Time Employees with 4% in lieu of vacation pay 
on each paycheque. Part-Time Employees are not entitled to paid time off. 

18.04 Vacation Requests for Full-Time Employees 

The scheduling of vacations shall be subject to approval, and at the discretion of, 
the Employee’s manager having due concern for the operational requirements 
and employee preferences. 

Vacation shall normally be taken in full weeks. 

Requests for single vacation days and/or periods longer than two (2) consecutive 
weeks shall be considered on a case by case basis, subject to operational 
requirements. Such requests shall not be unreasonably refused. 

18.05 Peak Period Vacation 

Full-Time Employees are not entitled to take two (2) consecutive weeks of 
vacation during the Employer’s peak operational period of June, July, August, 
September, October and November unless approved by the Employee’s 
manager. 

18.06 Unused Vacation 

If a Full-time Employee is not able to use all their vacation leave, the Employer 
may allow some carryover upon written approval of the Vice President, Guest 
Services and Operations. 
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ARTICLE 19 – PUBLIC HOLIDAYS 

19.01 Employees shall be entitled to the following public holidays in accordance with 
the qualifying conditions as set out in the Ontario Employment Standards Act, as 
amended from time to time. 

New Year’s Day 
Family Day 
Good Friday 
Victoria Day 
Canada Day 
August Civic Holiday 
Labour Day 
Thanksgiving Day 
Christmas Day 
Boxing Day 

Employees who observe religious and cultural days other than those noted 
above will be given appropriate leave. When one of the above holidays occurs 
on a Saturday or Sunday, the Employer will designate the preceding Friday or 
following Monday as the paid holiday. 

ARTICLE 20 – SICK LEAVE & PERSONAL LEAVE 

20.01 All Full-Time Employees are entitled to take a combined total of seven (7) paid 
sick days and/or personal leave days per calendar year. Sick leave and personal 
leave cannot be accumulated from one year to the next or paid out in any 
circumstances. Sick leave is defined as an illness or injury which renders the 
employee unable to perform his regular duties. 

It is the Employee’s responsibility to request their manager’s approval of any 
anticipated personal days as far in advance as possible. Employees are 
expected to make medical appointments during time periods that have the least 
impact on business. Approved personal leave is at the sole discretion of 
management and the Employee should not book or schedule personal leave until 
approval is granted. In the event of an emergency, please contact your manager 
as soon as possible. 

20.02 Proof of Illness 

The Employer reserves the right to request a medical certificate satisfactory to 
the Employer for any absence(s) due to an illness of greater than three (3) 
consecutive days or greater than seven (7) days in a calendar year. If there is a 
cost to the Employee for the medical certificate, it will be paid for by the 
Employer. 
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20.03 Employee Obligation to Provide Information 

Employees are expected to cooperate in ensuring early and safe return to work 
and may be required to provide information from the treating physician, which 
includes any workplace limitations, restrictions and prognosis for return to regular 
duties. 

20.04 Notification of Illness 

Employees shall notify the Employer by e-mail, at the earliest possible 
opportunity, when they will be absent and taking sick leave. The Employer shall 
confirm, by e-mail, receipt of the notification but failure to do so shall not nullify 
the notification. 

Management shall have the right to contact an ill Employee at home where 
required for operational reasons, such as to ascertain the location of necessary 
equipment. Employees will not unreasonably refuse to respond to such calls. 

ARTICLE 21 – LEAVES OF ABSENCE 

21.01 Bereavement Leave 

All Full Time employees are entitled to bereavement leave with pay should a 
death occur in the family. In the event of a death in the Employee's immediate 
family, an Employee is entitled to a maximum of five (5) working days with pay for 
Bereavement Leave. "Immediate family" is defined as spouse/partner or children 
(including step-children), parents, brother, sister, mother-in-law, father-in-law, 
brother-in-law, sister-in-law, grandparents and grandchildren of the Employee or 
the Employee's spouse/partner. In the event of a death of other relatives not listed 
above, employees may request Bereavement Leave with pay to attend the funeral 
at the discretion of the manager. Employees are responsible for notifying their 
managers of their need for Bereavement Leave as soon as possible. In cases 
where an extension of the leave may be requested or if attendance at the funeral 
requires extensive travel, unpaid leave may be granted and is based on the 
manager’s discretion and approval. The Employer reserves the right to ask an 
Employee to provide evidence for the need for Bereavement Leave such as a 
photocopy of the death certificate, obituary, burial certificate or other confirmation. 

In the event of a death in a Part Time Employee's immediate family, the 
Employee is entitled to up to three (3) scheduled working days within a seven (7) 
calendar day period for the purpose of bereavement, making arrangements 
and/or attending the funeral. For clarity, such days must have been scheduled 
prior to the request for leave. No shift premium (including overtime), holiday, or 
overtime rates will apply. Additional unpaid leave may be granted and is based 
on the manager's discretion and approval. 
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21.02 Jury and Court Witness Duty 

The Employer shall grant a leave of absence without loss of seniority to a Full-
Time Employee who is subpoenaed to be a witness in any legal proceeding 
involving the Employer or who is called for jury service. The Employer shall pay 
such an Employee the difference between his or her normal earnings and the 
payment he or she receives for jury service or court witness, excluding payment 
for travelling, meals, or other expenses. The Employee will present proof of 
attendance/service and the amount of pay received to the Employer. 

21.03 Pregnancy and Parental/Adoption Leave 

Pregnancy and Parental Leave shall be granted in accordance with the 
Employment Standards Act, 2000 except where amended by this provision. 

(a) Pregnancy Leave 

Provided the employee is entitled to pregnancy leave in accordance with the 
Employment Standards Act, 2000, a pregnant employee shall, upon written 
request to their manager, be granted a leave of absence without pay for a 
maximum of 17 weeks. The timing and notices related to this leave shall be as 
set out under the Employment Standards Act, 2000. 

(b) Parental/Adoption Leave 

Provided the employee is entitled to parental/adoption leave in accordance with 
the Employment Standards Act, 2000, an employee who is the parent or adoptive 
parent of a child, shall, upon written request to their manager, be granted a leave 
of absence without pay following the birth of the child or the corning of the child 
into the employee's custody, care and control for the first time. This leave shall 
span to a maximum of 61 weeks, if the employee has taken pregnancy leave and 
to a maximum of 63 weeks if he/she has not taken pregnancy leave. The timing 
and notice provisions relating to this leave shall be as stipulated under the 
Employment Standards Act, 2000. 

(c) Topping Up 

(i) Provided an employee meets the criteria as established by the Employer's 
pregnancy leave top-up policy, as amended from time to time, a Full-Time 
employee who is on pregnancy leave as defined by the Employment 
Standards Act 2000, shall be entitled to receive (i) one hundred percent 
(100%) of their normal wage for the one week waiting period for 
Employment Insurance, and (ii)a topping up of their Employment Insurance 
benefits to a maximum of one hundred percent (100%) of their normal wage 
for a maximum of sixteen (16) weeks; for a maximum total of seventeen ( 
17) weeks inclusive of the one week waiting period. 
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(ii) Provided an employee meets the criteria as established by the Employer's 
parental leave top-up policy, as amended from time to time, a Full-Time 
employee who is on parental/adoption leave as defined by the Employment 
Standards Act, 2000 shall be entitled to receive a topping up of their 
Employment Insurance benefits to a maximum of one hundred percent 
(100%) of their normal wage for a maximum of eight (8) weeks. 

(iii) In order to a receive this top-up pursuant to (i) or (ii) above, the Full-Time 
employee must qualify for and be in receipt of Employment Insurance 
benefits. 

(iv) Any top-up payment pursuant to (i) or (ii) above shall be subject to 
applicable tax and CPP deductions. 

(d) Benefit Entitlements During Pregnancy and/or Parental/Adoption Leave 

Employees who are eligible for Pregnancy and/or Parental/Adoption leave as 
defined above, shall: 

(i) Continue to accumulate service and seniority for the duration of the leave; 

(ii) Retain their enrolment in the Benefit Plan (if applicable) 

(e) The employee shall be entitled to return to his/her job upon the completion of 
Pregnancy and/or Parental/Adoption Leave, in the same manner as provided by 
the Employment Standards Act, 2000 for an employee on Pregnancy and/or 
Parental/Adoption Leave under this legislation. 

(f) Non-Birth Parent Leave 

Provided an employee meets the criteria as established by the Employer's non-
birth parent leave policy, as amended from time to time, a Full-Time employee 
who is an adopting parent, or a person who is in a relationship of some 
permanence with a parent of a newborn or adopted child and who plans on 
treating the child as his or her own, is eligible to take up to five (5) consecutive 
paid days of Non-Birth Parent Leave on the first business day following the day 
the child is born or comes into the Employee's custody, care and control for the 
first time. 
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ARTICLE 22 – GROUP BENEFITS PLAN 

22.01 Full-time Employees and their dependents are covered effective on the day they 
start employment with the Employer. Benefits are the same as those applicable 
to the Employer’s employees in general, and are as set out in the Group Benefit 
Plan, as amended from time to time, and the Employer shall pay 100% of the 
premium cost for each Employee and dependent coverage. 

Part-Time employees are not eligible for the Employer’s Group Benefits Plan. 

ARTICLE 23 – ALLOWANCES/REIMBURSEMENTS AND PROTECTION 

23.01 Legal Protection 

The Employer agrees to provide legal protection, including damages/costs, to 
Employees in those situations arising from the responsible discharge of official 
duties by the Employee or resulting from the carrying out of official order or orders. 

23.02 Clothing, Boots, and Tools - Full-Time Employees 

The Employer agrees to maintain its current practice with respect to providing 
protective safety clothing, boots, and/or tools including but not limited to providing a 
minimum of two pair of pants and two shirts on an annual basis at the conclusion of 
the probationary period. In addition, the Employer will provide outdoor winter 
clothing such as insulated coveralls and full rain gear/suits as required. The 
Employer will provide reimbursement of up to $400 every two calendar years for 
safety boots upon proof of purchase. 

23.03 Clothing, Boots, and Tools - Part-Time Employees 

The Employer agrees to maintain its current practice with respect to providing 
additional protective safety clothing, and/or tools, which includes providing all Part-
Time Employees with a minimum of one (1) pair of black pants and one (1) long 
sleeve shirt at the conclusion of the probationary period. Work specific Personal 
Protective Equipment and outerwear shall be signed in and out at the start and end 
of each shift respectively. All part time staff shall supply their own hockey helmets 
and safety boots. 

Upon successful completion of the probationary period, the Employer shall provide 
reimbursement of up to $100 every two years for safety boots upon proof of 
purchase. 
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ARTICLE 24 – PAYMENT OF WAGES 

24.01 The Employer shall pay salaries and wages by direct deposit bi-weekly in 
accordance with Appendix “A” attached hereto and forming part of this 
Agreement. On each pay day, each Employee will be provided with electronic 
access to an itemized statement of his/her wages and deductions. 

24.02 New Classification 

When a new classification (which is covered by the terms of this Agreement) is 
established by the Employer, the Employer shall determine the rate of pay for 
such new classification and provide the Union with the details within seven (7) 
calendar days. In the event that the Union challenges the rate, the Union shall 
have the right to request a meeting with the Employer to endeavour to negotiate 
a mutually satisfactory rate. Such request shall be made within ten (10) calendar 
days after the receipt of notice from the Employer of such new classification and 
rate. 

Disputes regarding classification shall be referred to arbitration. 

ARTICLE 25 – GROUP REGISTERED RETIREMENT SAVINGS PLAN 

25.01 Effective April 1st, 2020, the Employer shall establish a group RRSP program 
with a recognized financial institution, available to all Full-Time Employees. 
Employees shall make an initial election to whether they wish to participate, and 
their contribution level. 

25.02 The Employer shall make available, to existing employees on request and to new 
employees at the time of hire, enrollment forms and other forms required for 
participation in the group RRSP. 

25.03 Employees shall have the right to amend their election each year on the plan 
anniversary. 

25.04 The Employer shall deduct from the salary of employees, as at the next pay 
period following enrollment, the contributions specified by the employee on 
behalf of any employee who elects to participate in the group RRSP. The 
Employer will be responsible for remitting these amounts to the group RRSP. 

25.05 The Employer shall match employee contributions up to a maximum of 2% of the 
member’s base annual salary. 

25.06 Participating employees may vary the amount of their individual contributions to 
the group RRSP as set out in the Plan. 
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25.07 Employees may transfer or withdraw the employee portion of their account at 
any time subject to any fees and conditions set out in the Plan and all 
applicable tax laws. 

25.08 Employees may only transfer or withdraw the employer portion of their account 
upon cessation of employment with the employer, subject to any fees and 
conditions set out in the Plan and all applicable tax laws. 

25.09 Employees may make additional voluntary contributions through payroll or on a 
lump sum basis, subject to any fees and conditions set out in the Plan. 

25.10 Employees are required to monitor their RRSP contribution limits. RRSP 
contribution limits will not be monitored by, nor is the employer responsible for 
any excess contributions. 

25.11 A copy of the Plan shall be made available to all eligible employees. 

ARTICLE 26 – MISCELLANEOUS 

26.01 Bulletin Board 

The Employer shall provide a bulletin board in a common Employee area upon 
which the Union shall have the right to post notices of meetings and Union 
business and affairs. It is agreed however that before posting, such notices must 
be approved in writing by one-of: Vice President, Guest Experience and 
Operations; Senior Director, Operations; Vice President, Events and 
Entertainment; or Senior Manager, Event Operations or designate and must be 
initialled by a representative of the Union. 

26.02 Copies of the Agreement 

The Union agrees to arrange for the printing of this Agreement with sufficient 
copies for distribution. The cost of printing shall be borne equally by the parties. 
Where a French version of the Agreement is created, both parties agree that the 
English version is the official document when dealing with the interpretation, 
application and administration of the Collective Agreement. 

ARTICLE 27- OPTIONAL INTEREST ARBITRATION AGREEMENT 

The parties may by mutual agreement elect to utilize the following interest 
arbitration procedure to resolve any impasse with respect to bargaining and 
renewal collective agreement. 
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27.01 If by ninety (90) days following notification of the desire to seek amendments or a 
new agreement the parties have failed to reach a satisfactory agreement, either 
party may request the Minister of Labour of the Province of Ontario to provide the 
services of an Officer of Conciliation. Failing this or in the event that no 
agreement is reached, either party may demand that matters still in disagreement 
be submitted to an arbitration and shall give notice in writing to the other party 
detailing the points still at issue. 

27.02 The Board of Arbitration shall consist of three (3) members to be appointed 
within thirty (30) days of the demand for arbitration shall consist of one (1) 
member appointed by the Employer and one (1) member appointed by the Union 
who within seven (7) days of their appointment shall meet together for the 
purpose of selecting the third member who shall act as the Chairman. 

27.03 In the event of disagreement and a selection not being made within seven (7) 
days after the date on which the two members first meet, either of the members 
may on not less than two (2) days' notice in writing to the other member, apply to 
the Minister of Labour of the Province of Ontario to appoint a Chairman. 

27.04 The decision of the Board of Arbitration shall be final and binding on both Parties. 

27.05 The Parties shall each bear the expense of its own arbitrator, and shall bear 
equally the expense of the Chairman and all other expenses of Arbitration. 

27.06 The Parties may mutually agree to have a single Arbitrator in place of a Board. 

ARTICLE 28 – DURATION 

28.01 This Agreement shall be binding and remain in effect from January 1, 2023 to 
December 31, 2025 and shall continue from year to year thereafter unless either 
party gives to the other party notice in writing at least ninety (90) days prior to the 
expiration of the then applicable expiry date of the Agreement. 

28.02 During the life of this Agreement, any changes to the terms of this Agreement 
shall be by mutual agreement of the parties in writing. 

28.03 Retroactivity 

The rates in Appendix “A” shall be retroactive to January 1, 2023. Unless 
specifically provided for otherwise, all other items shall be effective the date this 
Agreement takes effect, which shall be upon ratification by both parties. 
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SIGNED IN 07AWA, ONTARIO THIS DAY OF _ _{'L +~ , 2024. 

FOR THE FOR THE UNION: 

mw"cope 491 li 
February 1, 2024 
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APPENDIX “A” – BARGAINING UNIT POSITIONS AND RATES 

Full-Time Employees: January 1, 2023: 4.0% wage increase 
January 1, 2024: 3.0% wage increase 
January 1, 2025: 3.0% wage increase 

Full-Time Employees 

Position Annual 
Salary as of 
Dec. 31, 
2022 

2023 Annual 
Salary 

2024 Annual 
Salary 

2025 Annual 
Salary 

(Effective Jan. 
1, 2023) 

(Effective Jan. 
1, 2024) 

(Effective Jan. 
1, 2025) 

     

Building Operator 
(Licensed) 

$86,353 $89,807 $92,501 $95,276 

     

Senior Electrician 
(Licensed) 

$82,850 $86,164 $88,749 $91,411 

     

Electrician 
(Licensed) 

$74,664 $77,651 $79,980 $82,379 

     

Senior Plumber 
(Licensed) 

$82,850 $86,164 $88,749 $91,411 

     

Plumber $74,664 $77,651 $79,980 $82,379 

     

Senior Facilities Maintenance 
Technician 

$59,474 $61,853 $63,709 $65,620 

     

Facilities Maintenance 
Technician 

$51,295 $53,347 $54,947 $56,596 
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Part-Time Employees 

January 1, 2023: 4.0% wage increase 
January 1, 2024: 3.0% wage increase 
January 1, 2025: 3.0% wage increase 

PT operations crew only: 
A one dollar and fifty cent ($1.50) one time adjustment on Oct 1, 2023, plus the negotiated 
increases indicated above. 

Part-Time Employees 

Position Hourly 
Rate as of 
Dec. 31 
2022 

January 1, 
2023 

One time 
Adjustment 
October 1, 
2023 

January 1, 
2024 

January 1, 
2025 

Hourly Rate $1.50/hr Hourly Rate Hourly Rate 

    

Probationary Job Rate 

Senior Playing Surface 
Technician 

$23.07 $23.99 

 

$24.71 $25.45 

      

Playing Surface Technician $20.95 $21.79 

 

$22.44 $23.11 

      

Operations Crew $16.70 $17.37 $18.87 $19.44 $20.02 

      

Job Rate 

     

Part-Time HVAC $41.50 $43.16 

 

$44.45 $45.78 

(Licensed) 

      

Part-Time Electrician $35.87 $37.30 

 

$38.42 $39.57 

(Licensed) 

      

Senior Playing Surface 
Technician 

$23.33 $24.26 

 

$24.99 $25.74 

      

Team Lead - Operations & 
Playing Surface Technician 

$21.21 $22.06 

 

$22.72 $23.40 

      

Operations Crew $16.97 $17.65 $19.15 $19.72 $20.31 
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LETTER OF UNDERSTANDING 

BETWEEN 

LANSDOWNE STADIUM LIMITED PARTNERSHIP OPERATING AS TD PLACE 
(the “Employer” or the “LSLP”) 

AND 

THE OTTAWA-CARLETON PUBLIC EMPLOYEES UNION (“CUPE”), LOCAL 503 

In Affiliation with the Canadian Union of Public Employees, C.L.C. 
(the “Union”) 

The parties agree that in the event that the employer provides an annual wage 
increase to other full-time, permanent employee groups over and above those set out in 
this agreement, such increases will be extended to all Full-Time Employees within the 
scope of this agreement (less those set out in this agreement). Any such increase will 
take effect no earlier than the effective date for the Employer's other employee groups. 
The Employer and the Union further agree that there will not be any rollbacks to 
negotiated increases. 

Furthermore, in recognition that the Ontario hourly minimum wage (“Minimum Wage") 
may increase over the life of the Collective Agreement, the parties agree that the wage 
gap between the then current Operations Crew Hourly Rate and then then current 
Minimum Wage rate will not be less than 14%. Should any legislated increase in the 
Minimum Wage have the effect that it would result in the wage gap being less than 
14%, the parties agree that the rate of pay for the Operations Crew will be adjusted 
accordingly to a 14% gap. Any such adjustment will be effective on the effective date of 
the Minimum Wage increase. 

The parties acknowledge that the Operations Crew's $1.50 hourly rate increase on 
October 1, 2023, was negotiated with consideration a forthcoming Minimum Wage 
increase effective October 1, 2023, and no further adjustments to said hourly rate will be 
provided, as the wage gap at that time will be above 14%. 

Furthermore, the parties agree that should an adjustment be required to the Operations 
Crew rate of pay by operation of this provision, the rates of pay for the Team Lead and 
Senior Playing Surface Technician will be adjusted accordingly to maintain relativity (as 
measured on January 1, 2024). 
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The parties acknowledge that the matters agreed to in this Letter of Understanding 
reflect a good faith effort to address recent historic economic fluctuation and unique 
global events (i.e. COVID-19 pandemic), and is not intended to have lasting effect. 
Accordingly, this Letter of Understanding will expire December 31, 2025. 

SIGNED IN OytIWA, ONTARIO THIS DAY OF , 2024. 

FOR THEAMPLOYER: FOR THE UNION: 

mw*cope 491 
February 1, 2024 
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LETTER OF UNDERSTANDING 

BETWEEN 

LANSDOWNE STADIUM LIMITED PARTNERSHIP OPERATING AS TD PLACE 
(the "Employer" or the "LSLP") 

AND 

THE OTTAWA-CARLETON PUBLIC EMPLOYEES UNION ("CUPE"), LOCAL 503 

In Affiliation with the Canadian Union of Public Employees, C.L.C. 
(the "Union") 

Re: Develop a Team Lead job description 

The parties agree to develop a Team Lead job description. It is understood that the 
intent of creating the Team Lead role is to establish a position that: 

• is not a permanent position; the person assigned as team lead may change each 
shift; 

• The team lead will be tasked with an added level of responsibility; 

• The team lead will lead other operations staff while on shift; 

• The team lead will be assigned as needed; it is understood that not all shifts will , 

have a team lead assigned, however there may be times when there is more than 
one team lead on a shift. 

It is understood by the parties that Urban Park shifts may or may not require a team 
lead, at the discretion of the manager. 

SIGNED IN OTTAWA, ONTARIO THIS DAY OF /}r?~~r~ , 2024. 
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The parties acknowledge that the matters agreed to in this Letter of Understanding 
reflect a good faith effort to address recent historic economic fluctuation and unique 
global events (i.e. COVID-19 pandemic), and is not intended to have lasting effect. 
Accordingly, this Letter of Understanding will expire December 31, 2025. 

SIGNED IN O WA, ONTARIO THIS DAY OF , 2024. 

FOR THE,EMPL FOR THE UNION: 

mw•cope 491 14 

February 1, 2024 
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