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ARTICLE 1 - PREAMBLE

1.01

Whereas it is the desire of both parties to this Agreement:

To maintain and improve the harmonious relationship between the
Employer and the Union;

To recognize the value of joint discussion and negotiations in

all matters pertaining to working conditions and employment services;
To ensure efficiency in operation;

To promote the morale, well-being and security of all Employees;

To set forth certain terms and conditions of employment;

To maintain professional standards;

Therefore, the parties agree as follows:

ARTICLE 2 - MANAGEMENT RIGHTS

2.01

2.02

The Union recognizes the right of the Employer to exercise the regular customary
functions of management, except insofar as such rights are modified or limited by
this Agreement; and the Union recognizes that it is the regular and customary
function of the Employer to:

(@)

(b)

(c)

(d)

maintain order, discipline and efficiency and establish and
enforce rules and regulations related thereto; and

hire, direct, classify, transfer, promote and lay off, demote,
suspend, discharge or otherwise discipline Employees for just
cause; and

determine the allocation and number of Employees required;
and

make or revise from time to time rules and regulations as to
working programs, conduct and personal appearance of
Employees.

The Employer shall not exercise its right to direct the working forces in a
discriminatory manner. Nor shall these rights be used in a manner which would
deprive any present Employee of her employment, except through just cause.



ARTICLE 3 - RECOGNITION AND NEGOTIATION

3.01

3.02

3.03

Bargaining Units

The Employer recognizes the Union as the sole and exclusive collective bargaining
agent for all Full-Time, Regular Part-Time and Part-Time Employees employed by
the Employer at Arborstone Enhanced Care and Maplestone Enhanced Care,
excluding Casual Employees, Registered Nurses, Licensed Practical Nurses (at
Arborstone Enhanced Care in a supervisory capacity), Social Workers,
Physiotherapist, Occupational Therapist, General Services Supervisors, Food
Services Supervisors, Administrators, Directors of Care, Recreation Directors,
Forepersons and those equivalent to the rank of foreperson and above, Office
employees, and those excluded by paragraphs (a) and (b) of subsection (2) of
Section 2 of the Trade Union Act, and hereby agrees to negotiate with the Union, or
any of its authorized committees, concerning all matters affecting the relationship
between the parties, aiming towards a peaceful and amicable settlement of any
differences that may arise between them.

No Individual Agreements Contrary to Collective Agreement

The Employer agrees that it will not enter into any other agreement or contract with
those Employees for whom the Union has bargaining rights which will conflict with
any of the provisions of this Agreement.

Bargaining Unit Work

Employees whose jobs are not in the bargaining unit shall not work on any jobs
which are included in the bargaining unit, except in cases mutually agreed upon by
the Parties or where it does not cause undue or unnecessary hardship to members
of the bargaining unit.

ARTICLE 4 - PROHIBITION OF DISCRIMINATION

4.01

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

(a) age, race, colour, creed, national origin, political or religious affiliation, sex or
marital status, sexual orientation, family relationship, or place of residence,
contrary tothe Human Rights Act (Nova Scotia), or

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

Management rights shall not be exercised in a discriminatory manner.

-2-



ARTICLE 5 - DEFINITIONS

5.01

5.02

5.03

5.04

5.05

5.06

5.07

The “Employer” is:

(a) “Maplestone” or “Maplestone Enhanced Care” is Maplestone
Enhanced Care, 245 Main Avenue, Halifax, Nova Scotia; or

(b)  “Arborstone” or “Arborstone Enhanced Care” is Arborstone
Enhanced Care, 126 Purcell’'s Cove Road, Halifax, Nova
Scotia.

(@) The “Union” is the Maplestone Enhanced Care Local of the
Canadian Union of Public Employees (“Local 1416"); or

(b)  The “Union” is the Arborstone Enhanced Care Local of the
Canadian Union of Public Employees (“Local 2784");

A “Full-Time Employee” is one who is regularly scheduled to work on a full-time
basis and who normally works an average of eighty (80) hours in a biweekly pay
period or two hundred and forty (240) hours in a six week schedule and who has
successfully completed the probationary period of seven hundred and twenty (720)
hours worked in the bargaining unit. This probationary period does not include
orientation hours. This Collective Agreement is fully applicable to Full-Time
Employees.

A “Regular Part-Time Employee” is one who is employed on a continuing basis, but
who is regularly scheduled to work less than the schedule of a Full-Time Employee
and who has successfully completed the probationary period of seven hundred and
twenty (720) hours worked in the bargaining unit. This probationary period does not
include orientation hours. This Collective Agreement is applicable to Regular Part-
Time Employees on a pro-rata basis.

A “Part-Time Employee” is one who has completed one thousand (1000) hours of
actual time worked but does not have a guaranteed schedule. This Collective
Agreement is applicable to Part-Time Employees on a pro-rata basis.

A “Casual Employee” is one who has not completed one thousand (1000) hours of
actual time worked and is not a member of the bargaining unit.

“Temporary Position” is a full-time or regular part-time position for a designated
period in excess of ten (10) weeks. A temporary position may be terminated at any
time. Full-Time, Regular Part-Time and Part-Time Employees who accept a
temporary position will earn sick, vacation and holiday credits according to the hours
worked by the employee while in the temporary position. The Employee will
maintain their permanent status for benefit purposes (health and pension plan).



5.08

5.09

5.10

5.1

The first seven hundred and twenty (720) hours worked shall be recognized as a
probationary period. Notwithstanding anything contained in this Agreement, an
Employee may be dismissed at any time during the probationary period. This does
not preclude an Employee from having to complete a trial period according to Article
12.05 when they accept a new position. The probationary period does not include
orientation hours.

Unless otherwise provided, hours worked for the purposes of vacation pay and sick
leave credits include regular hours worked, vacation hours paid, paid sick leave,
holidays paid, paid leaves of absence but excludes Workers’ Compensation pay
(except in accordance with Article 29.03) and overtime.

“‘Regular Rate of Pay” is the hourly rate found in the attached salary scale.

For the purpose of this Agreement, the female shall be deemed to include the male
and the singular deemed to include the plural and vice versa.

ARTICLE 6 - DUES DEDUCTIONS AND UNION SECURITY

6.01

6.02

6.03

6.04

6.05

It shall be a condition of employment for all Part-Time and Full-Time Employees
currently employed by the Employer and all new Full-Time and Part-Time
Employees, that they take out and maintain membership in the Union.

All Employees covered by this Agreement, as a condition of continuing employment,
shall become and remain members in good standing of the Union, according to the
constitution and by-laws of the Union. The Union shall be the sole judge of good
standing of its members. All future Employees of the Employer shall, as a condition
of continued employment, become members in good standing of the Union not later
than seven hundred and twenty (720) hours worked with the Employer.

The Employer shall deduct from Full, Regular Part-Time and Part-Time Employees,
from the first hour of employment as a Full, Regular Part-Time or Part-Time
Employee, any dues, or assessments levied by the Union on its members.

The Union must advise the Employer in writing of the amount of regular monthly
dues.

The Union agrees to inform the Employer four (4) weeks in advance of the date of
any change in the amount of Union dues and that such change shall not be made
more frequently than once annually.



6.06 Deductions shall be made from each payroll and shall be forwarded to the National
Secretary-Treasurer of the Canadian Union of Public Employees, 21 Florence
Street, Ottawa, Ontario, K2P 0W6, not later than the 15 of the month following the
month for which such deductions were made, accompanied by a list of names,
addresses, and classifications of Employees from whose wages the deductions
have been made.

6.07 The Union will save the Employer harmless from any claims that may arise from any
deductions from wages in respect of deductions or monthly assessments or any
action taken at the request of the Union.

6.08 Atthe same time that Income Tax (T-4) slips are made available, the Employer shall
show on such slips the amount of Union dues paid by each Union member in the
previous year.

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

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

6.11 A representative of the Union shall be given an opportunity to speak to new
Employees during the orientation of new staff to the facility for the purposes of
acquainting them with the benefits and duties of Union membership. The time for
this presentation will be a maximum of one-half (12) hour and there shall be no loss
of regular pay.

6.12 (a) The Employer agrees to provide to the Recording Secretary of the Union, semi-
annually a report of the information that the Employer has on file at that time
showing the mailing address and telephone number for each member of the
bargaining unit.

(b) The Employer shall provide the following information annually and shall provide it
in electronic form:

(a) The name of each Employee; and

(b) The mailing address and telephone number (if available) of each
employee; and

(c) The personal email address of each employee (if available); and

(d) The Employee’s employment status (such as full-time, part-time,
temporary, casual)



To ensure accurate information, all employees shall annually and no later than
March 31%t of each year, confirm their current mailing address, telephone number
and email address. If this information changes throughout the year, the employee
shall advise the employer in writing as soon as possible.

ARTICLE 7 - CORRESPONDENCE AND UNION REPRESENTATION

7.01

7.02

All correspondence between the parties, arising out of this Collective Agreement
shall pass to and from the Administrator or designate and the Secretary of the
Union. A copy of any correspondence between the Employer and any Employee in
the bargaining unit pertaining to discipline shall be forwarded to the Secretary of the
Union.

The Union may have the right at any time to have the assistance of representatives
of the Canadian Union of Public Employees when dealing or negotiating with the
Employer. Such Representative(s) shall, with permission, have access to the
Employer's premises in order to investigate and assist in the settlement of a
grievance. Permission will not be unduly withheld. The Union agrees that Union
activities not provided for in this Agreement will not take place during working hours
or on the premises of the Employer, without the consent of the Employer.

ARTICLE 8 - LABOUR MANAGEMENT COMMITTEE

8.01

8.02

8.03

A Labour Management Committee shall be established consisting of no more than
three (3) representatives of the Employer and no more than three (3)
representatives of the Union. The Employer will endeavour to ensure that one of its
representatives is the Administrator. Additional parties may be present provided the
Union and the Employer mutually agree. The Committee shall enjoy the full support
of both parties in their joint interests.

The Committee shall meet at the request of either party but no less then three (3)
times per year.

The Committee shall concern itself with the following general matters:
(a) Improving and extending services to the public;

(b)  Reviewing suggestions from Employees, questions of working conditions and
service (but not grievances concerned with service);

(c) Correcting conditions causing grievances and misunderstandings.



8.04

8.05

8.06

8.07

The Committee shall not have jurisdiction over wages, or any matter of collective
bargaining, including the administration of this Agreement. The Committee shall not
supersede the activities of any other committee of the Union or of the Employer and
does not have the power to bind either the Union or its members or the Employer to
any decisions or conclusions reached in their discussions.

An Employer and a Union representative shall be designated as joint chairpersons
and shall alternate in presiding over meetings.

An agenda shall be circulated forty-eight (48) hours prior to the meeting. The
Employer and the Union will prepare, sign and distribute the minutes of the
Committee meetings on an alternating basis.

Committee members shall not suffer any loss of pay while attending meetings of the
Labour Management Committee.

ARTICLE 9 - LABOUR MANAGEMENT BARGAINING RELATIONS

9.01

9.02

9.03

0.04

9.05

No Employee or group of Employees shall undertake to represent the Union at
meetings with the Employer without the proper authorization of the Union. In
representing an Employee or group of Employees, an elected or appointed
representative of the Union shall be the Spokesperson. In order that this may be
carried out, the Union will supply the Employer with the names of its officers.
Likewise, the Employer shall supply the Union with a list of its supervisory personnel
with whom the Union may be required to transact business.

A Union Bargaining Committee shall be elected or appointed and consist of not
more than four (4) members of the Union. The Union will advise the Employer of the
Union members on the Committee. Where joint bargaining may take place, not
more than three (3) members of Local 2784 and two (2) members of Local 1416
shall make up the Committee.

Any representative of the Union on the Bargaining Committee who is in the employ
of the Employer, shall have the right to attend negotiation meetings for up to twelve
(12) days held within working hours without loss of remuneration unless it is
mutually agreed to extend the days.

The Employer shall make available to the Union, on request, the following
bargaining unit information required for collective bargaining purposes: Canadian
Union of Public Employee wage rates, job descriptions and benefit plans.

In the event that either party wishes to call a bargaining meeting, the meeting shall
be held at a time and place fixed by mutual agreement.



ARTICLE 10 - GRIEVANCE AND ARBITRATION

10.01

10.02

10.03

10.04

10.05

10.06

In order to provide an orderly and speedy procedure for the settling of grievances,
the Employer acknowledges the rights and duties of the Union Grievance
Committee and the Union Stewards. A Steward shall assist any Employee which
the Steward represents, in preparing and presenting his grievance in accordance
with the grievance procedure.

One Employee who is a member of the Executive of the Union or who is designated
by the Union to handle grievances shall be allowed a reasonable amount of time,
without loss of pay, during normal working hours to assist in matters relating to the
Collective Agreement, provided that staff replacement is not thereby made
necessary. Such a representative must request and obtain permission from her
immediate supervisor prior to leaving her workplace and report to her immediately
upon her return. Such permission shall not be unreasonably withheld.

Names of Stewards - The Union shall notify the Employer in writing of the name of
each Steward and the department(s) they represent and the name of the Chief
Steward. The Employer shall be required to recognize them.

The Employer agrees that Stewards shall not be hindered, coerced, restrained or
interfered with in any way in the performance of their duties, while investigating
disputes and presenting adjustments regarding these disputes as provided in this
Article. However, the Union recognizes that each Steward is an Employee of the
Employer and that they will not leave their work during working hours without first
obtaining permission of their supervisor, which permission shall not be unreasonably
withheld.

A grievance shall be defined as any difference arising out of the interpretation,
application, administration, or alleged violation of the Agreement or a case where
the employer has acted unreasonably.

Step 1 - Informal Resolution - Within five (5) working days after the date of the
occurrence or discovery of the grievance, the Employee and a Union representative
or the Union representative shall first notify the Supervisor or designate that this is
step 1 of the grievance procedure and discuss the grievance with the Supervisor or
designate who shall provide the Union representative with an answer within three (3)
working days.

Step 2 - Formal Written Grievance - Should the verbal answer given by the
Supervisor or designate at Step 1 not be acceptable to the grievor, the grievance
shall be submitted in writing to the Department Head or designate within five (5)
working days of the receipt of the decision in Step 1. The Department Head or
designate shall give their reply in writing, within five (5) working days of receipt of the
grievance.




10.07

10.08

10.09

10.10

10.11

10.12

10.13

10.14

Step 3 - Review by Administrator - If the decision of the Department Head or
designate is not acceptable to the grievor, the grievance shall be referred to the
Administrator or designate who shall meet if requested with the Grievance
Committee as soon as reasonably possible. The Administrator or designate shall
reply in writing, within five (5) working days following such meeting. If the decision of
the Administrator or designate is not acceptable to the Grievance Committee, the
Union shall notify the Administrator or designate in writing within ten (10) working
days that the grievance will be proceeding to arbitration.

Policy Grievance - Where a dispute involving a question of general application or
interpretation occurs or in case of a Union grievance, Step 1 of the Grievance
Procedure may be by-passed.

Employer Grievance - The Employer may institute a grievance by delivering the
same in writing to the President of the Union or designate and the President shall
answer such grievance within five (56) working days. If the answer is not acceptable
to the Employer, the Employer may within ten (10) working days from the day the
President gives their answer, give ten (10) working days’ notice to the President of
the Union of its intention to refer the dispute to arbitration.

Grievances concerning lay-off and recalls and unresolved health and safety issues
shall be initiated at Step 2 of the Grievance Procedure.

Arbitration - In the event that a grievance is submitted to arbitration, the case shall
be heard by a three-person board of arbitration unless it is mutually agreed by the
Employer and the Union that the case should be heard by a single arbitrator.

Athree (3) person arbitration board shall be selected as follows: the Union and the
Employer shall each appoint a member of the arbitration board within ten (10) days
of notice of arbitration. The nominees to the Board shall then appoint a Chairperson
within ten (10) days of the date when the last of those nominees is appointed.
Should the nominees fail to agree in the selection of a Chairperson, the Chairperson
shall be named by the Minister of Environment and Labour.

The Union and the Employer shall agree upon a single arbitrator within a reasonable
amount of time. In the event of a failure to agree, the single arbitrator shall be
appointed by the Minister of Environment and Labour.

The Board of Arbitration or single arbitrator shall render a decision in as short a time
as possible.

Arbitration awards shall be final and binding as provided in the Trade Union Act. An
arbitrator may not alter, modify or amend any part of this Agreement, but shall have
the power to modify or set aside any unjust penalty or discharge, suspension or
discipline imposed by the Employer on an Employee.



10.15 The time limits for initiating individual or policy grievances are mandatory.
Subsequent time limits are directory and an Arbitrator/Arbitration Board shall be able
to overrule a preliminary objection that time limits are missed from subsequent steps
onwards, providing the Arbitrator is satisfied that the grievance has been handled
with reasonable dispatch and the Employer’s position should not be prejudiced by
the delay.

10.16 For the purpose of this Article only, workdays shall be Monday to Friday inclusive,
excluding statutory holidays.

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

10.18 Should the parties disagree as to the meaning of the Board’s decision, either party
may apply to the Chairperson of the Board of Arbitration to reconvene the Board to
clarify the decision, which it shall do within ten (10) days. If the parties mutually
agree to seek clarification of the award, any expense incurred shall be cost shared
equally by the parties.

10.19 At any stage of the grievance or arbitration procedure, the parties shall have the
assistance of any Employee(s) concerned as witnesses and any other witnesses.
The Employer agrees that any written statement regarding non-work related issues
against any member of the Union by another member of the Union shall not be used
in grievances, arbitration or any other matter, excepting accident matters, that could
be detrimental to Employees or to the Union. All reasonable arrangements will be
made to permit the conferring parties or the arbitrator(s) to have access to the
Employer’s premises to view any working conditions which may be relevant to the
settlement of the grievance.

ARTICLE 11 - SENIORITY, LAY-OFF AND RECALL

11.01 Definition of Seniority

Seniority is defined as the length of service with the Employer and shall include
service with the Employer prior to the certification or recognition of the Union.
Seniority shall be used in determining preference or priority for promotion, transfer,
demotion, lay-off, permanent reduction of the workforce, and recall, as set out in
other provisions of this Agreement. Seniority shall operate on a bargaining unit-wide
basis.

11.02 Seniority List
The Employer shall maintain a seniority list of all Full-Time, Regular Part-Time and

Part-Time Employees, showing the most recent date of hire as a Full-Time, Regular
Part-Time or Part-Time Employee. The Employer shall post the current seniority

-10 -



11.03

11.04

11.05

lists annually in February for a thirty (30) day period. A copy of this list will be sent
to the Union Secretary. Employees shall review the list and within thirty (30) days of
posting shall bring any errors or omissions to the Employer’s attention in writing.
After the thirty (30) days from posting, the seniority list shall be deemed to be correct
and accurate in all respects. Reliance on the seniority list shall not be the subject of
a grievance after the thirty (30) day period from posting.

Where more than one (1) Employee commences work on the same date, same
hour, the Employees so affected will have their seniority determined on the basis of
the date of their interview with the Employer. Where the date of the interview is the
same, the Employees so affected will have their seniority determined by a draw in
the presence of a Union representative. The results of such draw will be
acknowledged in writing and signed off by both the Employer and Union.

Loss of Seniority

An Employee shall only lose their seniority and employment in the event that:

(a) they are discharged for just cause and is not reinstated;

(b)  they resigns for any reason;

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

(d) after recall they fails to notify the Employer within seven (7) days;

(e) they are laid off for more than twelve (12) months;

1) they retires for any reason;

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

Definition of Layoff

A layoff shall be defined as a reduction of the workforce or a reduction in the regular
hours of work for a Full-Time or Regular Part-Time Employee.

Advanced Notice of Layoff

a) Unless legislation is more favourable for the employee, employees shall be given
two (2) weeks’ written notice of lay off. Where such notice is not given, the
Employee shall receive pay in lieu of notice equivalent to the regular pay they
would have otherwise earned during the notice period.

-11 -



11.06

11.07

11.08

b) A copy of the lay-off notice shall be sent to the Union.

Layoff Procedure

Both parties recognize that job security shall increase in proportion to length of
service. Therefore, in the event of a lay-off, employees shall be laid off in the
reverse order of seniority within the classification. An employee affected by a lay-off
in the Employee’s classification, may bump any employee with less seniority in the
bargaining unit of the same or lower FTE, provided the employee exercising this
option is qualified of performing the work of the less senior employee, within the
notice period.

Training

On-the-Job Training Prior to a non-voluntary layoff occurring, the Employer shall
assess each remaining existing Regular vacancy in the Bargaining Unit where it
had been previously determined by the Employer that the displaced Employee
could not meet the threshold requirements of the vacancy. Where the Employer
determines that the displaced Employee could meet the threshold requirements of
an existing Regular vacancy if provided with on-the-job training of up to eighty (80)
hours (worked) in addition to the usual orientation period, the displaced Employee
shall be offered the existing Regular vacancy with a requirement to complete the
training.

Recall

a) Rights of Recall

During the recall period, laid off Employees shall have a right to be recalled to
permanent positions for which the laid off Employee is qualified, and which have
the same or less regular hours as they had at the time of layoff.

b) Maximum Recall Period

The maximum recall period shall be 24 months from the date of the layoff.

c) Order of Recall

Laid off Employees shall be recalled in order of seniority.

d) Current Address

Laid off Employees are responsible for leaving their current address and
telephone number with the Employer.

-12-



e) Recall Notification

A laid off Employee shall be notified of the opportunity for recall in the most
expeditious manner possible. Upon notice of recall, the laid off Employee must
indicate to the Employer within forty-eight (48) hours of the recall notice being
issued, the laid off Employee's intention to accept or decline the recall. If the laid
off Employee accepts the recall, the laid off Employee must be available to
return to the Employer within two (2) weeks of the notice of recall. If the laid off
Employee rejects the opportunity for recall into a position, which has at least the
same number of hours as their pre-laid off position, the laid off Employee's recall
period shall end.

f) Recall to Less Hours

An Employee who accepts recall into a position outside of their original
classification or which has less hours than their pre-laid off position, shall
continue to have a recall right into their pre-laid off classification and hours for
the duration of the 24-month recall period.

g) Casual Work after Recall

At the end of the recall period, a laid off Employee may apply in writing to
continue to work as a Casual Employee.

h) Working During Recall Period

All laid off Employees shall indicate to the Employer whether or not the
Employee is interested in the assignment of casual shifts during the period of
recall. If a laid off Employee is interested in the assignment of casual shifts
during the period of recall, the Employee may be added as casual during the
recall period, and this will not affect the Employee’s right to recall.

i) Grievance on Layoffs and Recall

Grievances concerning layoffs and recalls shall be initiated at Step 2 of the
Grievance Procedure.

ARTICLE 12 - VACANCIES AND PROMOTIONS

12.01 Definition of Probationary Period

A newly hired Employee shall be on probation for a period of seven hundred and
twenty (720) hours worked from the date of hire. The Employee may be dismissed
by the Employer at any time during the probationary period. After completion of the
probationary period, seniority shall be effective from the original date of employment.
The probationary period does not include orientation hours.
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12.02 Vacancies - Applications of Employees

12.03

12.04

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

Job Posting Procedures

(@)

(b)

When a new position is created, or when a vacancy occurs inside the
bargaining unit, the Employer shall post notice of the position within one (1)
calendar week, on designated Bulletin Boards for one (1) calendar week, so
that all members will know about the vacancy or new position. However,
vacancies arising from normal retirement shall be posted sixty (60) days prior to
the Employee’s normal retirement date. Should a vacancy or a new position be
created outside the bargaining unit, the Employer as a courtesy, shall post a
notice of such position on the Bulletin Boards.

Such notice shall contain at a minimum the following information: the nature of
position, the location (provided that it is expressly understood that Employees
may be required by the Employer to work in any location in the facility in
accordance with operational requirements), qualifications, number of
guaranteed shifts, required knowledge and education, skills, shift, hours of
work, wage or salary rate or range. Such qualifications may not be established
in an arbitrary or discriminatory manner.

Selection

Both parties recognize:

(@)
(b)

the principle of promotion within the service of the Employer;

that job opportunity and job security should increase in proportion to
length of service and required qualifications.

Therefore, in the selection of applicants for a posted vacant position, appointment
shall be made of the applicant with the greatest seniority, and required
qualifications.

The Employer will endeavour to award all posted vacancies within three (3) weeks
of posting. The Employer will endeavour to fill the positions within a reasonable time,
whenever possible.
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12.05

12.06

12.07

12.08

12.09

12.10

12.11

Trial Period

The successful applicant and the Secretary of the Union shall be notified within one
week following the end of the posting period. They shall be placed on a trial for a
period of five hundred and forty (540) hours worked. Conditional on satisfactory
service, the Employee shall be declared permanent after the period of five hundred
and forty (540) hours worked. In the event the successful applicant proves
unsatisfactory in the position during the trial period, or if the Employee is unable to
perform the duties of the new job classification or wishes to return to their former
position prior to the expiration of the trial period, they shall be returned to their
former position, wage or salary rate and without loss of seniority. Any other
Employee promoted or transferred because of the rearrangement of positions shall
also be returned to their former position, wage or salary rate, without loss of
seniority. Employees may only request to leave a new position within the five
hundred and forty (540) hours worked if they have not requested to leave another
position within the five hundred and forty (540) hours worked.

Within seven (7) calendar days of the date of appointment to a vacant position the
name of the successful applicant shall be posted on designated Bulletin Boards.

An Employee already in the process of obtaining required qualifications may be
given a three (3) month period to complete the required qualifications for a
permanent vacancy provided that a current qualified Employee is available to fill this
position temporarily.

An Employee unable through injury or iliness, to perform their normal duties, may be
provided with an alternative suitable position within the bargaining unit provided
such position is currently available. The Employee must be able and qualified to
perform all the duties of this position.

The Employer shall endeavor to inaugurate a system of “on-the-job” training so that
Employees may have the opportunity to receive training and qualify for promotion or
transfer, in the event of a vacancy arising.

When a temporary vacancy arises not to exceed ten (10) weeks in a department,
the most senior Regular Part-Time Employee in the department may fill the position
if she so desires. There shall be no requirement to post.

Restrictions on Applications for Posted Positions

(@) AFull-Time Employee who is successful in applying for a posted temporary
position may not apply for another posted temporary position for a period of
six (6) months.
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(b) A Regular Part-Time or Part-Time Employee who is successful in applying for
a posted temporary position may not apply for another posted temporary
position while in the temporary position unless the temporary position is for a
greater number of hours or for a longer period of time. However, if a
permanent vacancy arises she may apply.

12.12 Transfers out of the Bargaining Union - Restrictions and Rights

No Employee shall be transferred to a position outside the bargaining unit without
their consent. If an Employee is transferred to a position outside of the bargaining
unit, they shall retain their seniority accumulated up to the date of leaving the unit,
but will not accumulate any further seniority. Such Employee shall have the right to
return to a position in the bargaining unit during their trial period, which shall be a
maximum of sixty (60) days. If an Employee returns to the bargaining unit, they
shall be placed in their former job, or failing that, in a job consistent with their
seniority. Such return shall not result in the lay-off or bumping of an Employee
holding greater seniority.

12.13 Diversity

The Employer and the Union recognize the values of diversity, equity and inclusion in
the workplace, and agree to the principle of, and are committed to, establishing a
workplace that is inclusive and diverse.

The Union and the Employer may agree that specific job posting(s) be designated as
only being eligible to applicants from one or more under-represented groups in the
workforce: Indigenous peoples, Black/African Nova Scotians, people of African
descent, people of colour, persons living with a disability/disabilities, gender, and
persons of diverse sexual orientation and gender identity and/or expression. The
Union shall agree or disagree with the Employer’s request to designate job posting(s)
within 10 working days of the Employer providing the Union with the rationale and
bargaining unit seniority list. Eligible, qualified employees of the bargaining unit will
be given preference over external applicants. If the position cannot be filled with a
qualified designated person, the position will be reposted and filled in accordance
with Article 12.

ARTICLE 13 - HOURS OF WORK

13.01 Normal Work Week

Subject to the Employer’s right to determine work schedules, the normal hours of
work for a Full-Time Employee shall average 80 hours biweekly over the period of
the rotation.
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13.02 Availability of Schedule

(@)

(b)

(c)

The work schedule for all Employees shall be available in an appropriate
place at least two (2) weeks in advance. Such availability shall be made by
the second Friday in November for the Christmas schedule, with a copy to
the Union Secretary.

Two weeks prior to the availability of the schedule, a Regular Part-Time
Employee and Part-Time Employee shall indicate to the Employer, in writing,
her availability to work additional shifts. Regular Part-Time Employees shall
have preference for additional shifts in accordance with seniority. For greater
clarification, if the senior Regular Part-Time Employee does not indicate their
availability to work additional shifts in accordance with this Article, any
additional shifts shall be assigned to the next senior Regular Part-Time
Employee. Once additional shifts have been assigned to the Regular Part-
Time employees, any additional shifts will be assigned to Part-Time
Employees in accordance with seniority. Once a Regular Part-Time
Employee or Part-Time Employee has indicated their availability to work and
has been scheduled for a shift, they must be available and must work shifts,
as assigned.

All other shifts which become available following the availability of the
schedule shall be offered first to Regular Part-Time Employees in
accordance with seniority and availability and then to Part-Time Employees
in accordance with seniority and availability. If the senior Employee is not
available, the Employer will continue to call in following the seniority list.

13.03 Exchange of Shifts

Employees may exchange shifts provided that:

(a) four (4) business days written notice is provided to the Employer and the

Employer authorizes the shift exchange; and

(b) there is no increased cost to the Employer; and

(c) the shift exchange is for the same number of hours; and

(d) the shift exchange is in the current or following pay period.

13.04 Weekends Off

(@)

A weekend shall be defined as Friday, Saturday and Sunday for employees
working 12 hour shifts and Saturday and Sunday for employees working 8
hour shifts or a combination of 8 and 12 hour shifts.
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13.05

13.06

(b)  Full-Time Employees will be granted two (2) weekends off in four (4)
weekends.

(¢) Regular Part-Time Employees may be required to work four (4) weekends in
every six (6) weekends.

Days Off

For Employees scheduled to work twelve (12) hour shifts, the following shall apply:

(a) Full-Time Employees may be required to work up to three (3) consecutive
shifts and shall have up to seven (7) non consecutive days off in each two (2)
week period unless otherwise agreed between an Employee and the
Employer.

(b)  Regular Part-Time Employees may be required to work up to three (3)
consecutive shifts and be granted up to two (2) consecutive days off unless
otherwise agreed between an Employee and the Employer.

Rest and Meal Periods

Each twelve (12) hour shift shall be inclusive of two (2) thirty (30) minute paid meal
breaks, and two (2) paid fifteen (15) minute rest periods in an area made available
by the Employer. At the discretion of the Employer, these may be taken as two (2)
forty-five (45) minute breaks.

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

13.07 Missed Breaks

Where an Employee is not able to receive meal or rest breaks during the shift, the
Employee will be paid for the missed break(s) at applicable overtime rates. The
Employee must immediately notify the Employer of the missed opportunity and
efforts must be made to ensure that the rest or meal break is rescheduled during the
shift prior to authorization being given by the Employer for the overtime. No overtime
will be paid for a time period that is less than 15 minutes.
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13.08 Notice of Change of Available Hours of Work

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

13.09 Time Off Between Reqular Shifts

(@)

(b)

Employees who are regularly scheduled to work eight (8) hour shifts shall
have at least sixteen (16) hours rest between regularly scheduled shifts,
except in the dietary department, or unless otherwise mutually agreed.

Employees who are regularly scheduled to work twelve (12) hour shifts or a
mix of eight (8) and twelve (12) hour shifts shall have at least twelve (12)
hours rest between regularly scheduled shifts unless otherwise mutually
agreed.

ARTICLE 14 - OVERTIME

14.01 Payment of Overtime Rates

(@)

(b)

(c)

(d)

Employees who are regularly scheduled to work a twelve (12) hour shift
rotation, shall be paid an overtime rate of 1.5 times the Employee’s regular
rate for all hours worked in excess of a twelve (12) hour shift in any one day
and in excess of eighty-four (84) hours in a biweekly period.

Employees who are regularly scheduled to work an eight (8) hour shift
rotation shall be paid an overtime rate of 1.5 times the Employees regular
rate for all hours worked in excess of an eight (8) hour shift and eighty (80)
hours in a biweekly pay period.

Employees who are regularly scheduled to work a mix of eight (8) and twelve
(12) hours shifts shall be paid an overtime rate of 1.5 times the Employee’s
regular rate for all hours worked in excess of a 12 hour shift in any one day
and in excess of eighty-four (84) hours in a biweekly pay period.

Full-Time Employees required to work on their first of two (2) consecutive
days off shall be paid at the rate of time and one half. Full-Time Employees
required to work on their second consecutive day off shall be paid at the rate
of double time.
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14.02

14.03

14.04

14.05

14.06

(e) Hours worked for the purposes of calculating payment of overtime rate
includes regular hours worked, holiday hours paid, vacation hours paid, and
hours missed from scheduled shifts due to an authorized leave under Article
16.01.

1) Overtime premiums will not be incurred by the Employer as a result of any
exchange of shifts between two Employees.

Double Shifts

(@) Should an Employee be required to work a double shift that is two (2)
consecutive eight (8) hour shifts, they shall be granted a thirty (30) minute
paid break prior to commencing the second shift.

(b)  Ifan Employee works a double shift a meal will be provided by the Employer.
If the double shift extends beyond midnight the Employee shall be provided
a meal not to exceed $12.00. The Employee shall be reimbursed upon
presentation of a receipt for a meal to the receptionist during office hours.

(¢) When an Employee has to work a double shift, in an emergency, that
Employee may have the next day off, if scheduled to work, provided a
replacement can be found for the Employee.

Call-Ins and Overtime

Overtime and call back time shall be on a seniority basis first among the Full-Time
and Regular Part-Time Employees who are willing and qualified to perform the work
available, then to Part-Time Employees who are willing and qualified to perform the
work available. For greater clarification, if the senior Employee is not available, the
Employer shall continue to call in following the seniority list. An Employee will not
be required to work a double shift unless in an emergency.

There shall be no overtime worked in any operation while there are available
Employees on lay-off able to perform the work.

Overtime must be pre-approved or authorized by the Departmental Supervisor or
designate unless the situation which requires overtime prevents an Employee from
seeking such pre-approval or authorization.

Where an Employee is called in to work a regular shift one half (12) hour or less prior
to the commencement of the shift, and arrives within one (1) hour of the call, then
they will be paid for the full shift provided that they work until the normal completion
of the shift. An Employee called in to work after commencement of the shift and
arrives within one (1) hour of the phone call shall be paid from the time of the call.
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14.07

Where an Employee is called in to work for a regular shift and reports for work and
the Employer decides not to retain the Employee for the shift the Employee will work
for a minimum of four (4) hours or if the Employer decides to send the Employee
home the Employee will be compensated for four (4) hours.

If the Employer requires that an Employee arrive at or leave the place of their
employment outside of the regular departmental shifts and between the hours of
11:30 p.m. and 6:00 a.m., in the event the Employee does not have their own
transportation, the Employer will reimburse the cost of the taxi fare to a maximum of
$25.00 as verified by the receipt.

ARTICLE 15 - RESPONSIBILITY PAY

15.01

15.02

15.03

Where the Employer specifically, and at their sole discretion, designates and directs
an LPN to be in charge of at least one unit for the full shift, the designated LPN shall
receive five dollars and sixty cents ($5.60) per eight hour shift (pro-rated for a shift of
more or less than 8 hours) in addition to their regular hourly rate.

LPN Facility Pay

In the absence of management staff or a registered nurse, including a registered
nurse designated to on-call, the employer may designate an LPN to be responsible
for the facility. If designated, the LPN will receive a premium of two dollars and fifty
cents ($2.50) per hour for each hour worked with the designated responsibility.

*No LPN in receipt of this premium will be eligible to receive the LPN responsibility
pay*

LPNs

Effective the date of ratification, and upon completion of 25 years of service as an
LPN working with the Employer, all permanent LPNs will receive an additional salary
increment of 3.5% greater than the highest rate in effect for their classification.

ARTICLE 16 - LEAVES OF ABSENCE

16.01

Union Leave

(a)  Upon request to the Employer and subject to operational requirements, no
more than two (2) employees elected or appointed to represent the Union at
annual conventions shall be allowed a leave of absence with pay and
benefits.
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(b)

(c)

(d)

(e)

Upon request to the Employer, not more than three (3) Employees elected or
appointed to represent the Union at recognized labour educational courses
shall be allowed leave of absence with pay and benefits. Paid educational
leave shall not total more than twenty (20) days in any one calendar year (up
to a maximum of 160 hours).

Upon request to the Employer and where operational requirements permit, an
unpaid leave of absence shall be allowed Employees to attend Executive and
Committee meetings of the Canadian Union of Public Employees, its
affiliated or chartered bodies and any labour organizations with which the
Union is affiliated. An Employee shall receive the pay and benefits provided
for in this Agreement when on an unpaid leave of absence for Union work
provided the leave of absence isfor no more than ten (10) consecutive days
per person, and the Union shall reimburse the Employer for all pay and
benefits during the period of absence at a rate of 120% of the Employee’s
rate of pay.

An Employee who is elected or selected for a Full-Time position with the
Union, or any body with which the Union is affiliated, shall be granted leave of
absence without pay and without benefits for a period of up to one (1) year.
Such leave shall be renewed each year, on request during her term of office.

Up to two (2) representatives of the Union shall not suffer any loss of pay or
benefits for the total time involved in arbitration procedures.

16.02 Leave for Public Office

(@)

(b)

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

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

16.03 Personal and Education Leave

(@)

The Employer may grant or refuse a request for a leave of absence without

pay and without benefits for good and sufficient cause (“personal leave”),
provided such leave may be arranged without undue inconvenience to the
normal operations of the Employer’s facility. Applicants when applying must
indicate, in writing, the date of departure and specify the date of return.
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(b)

(c)

An Employee shall be entitled to a one (1) day leave of absence without loss
of pay, benefits or seniority to write examinations to obtain employment
qualifications for a bargaining unit position. Upon proof of successful
completion of the course, payment shall be made for the day of the
examination.

The Employer may grant an education leave without pay to an Employee
who has been employed for a minimum of one (1) year provided that such
leave is for study in a field that is mutually beneficial to the Employer and the
Employee. An employee shall return to their former or equivalent position
upon their return except where a promotion is involved. Such leaves shall
only be considered when operational requirements permit.

16.04 Required Education

(@)

(b)

(c)

(c)

The Employer shall provide and fund any Employer required
training/education for an employee.

Any time spent in such training or educational sessions shall be considered
time worked but will be paid at the regular hourly rate of the employee.

If the Employer permits, an employee may bank the hours earned in
paragraph (b). Any banked hours shall be taken at a mutually agreed time.
[There is no permitted banking at AEC/MEC.]

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

16.05 Requests and Qualification for Union Leave, Leave for Public Office and Personal

Leave

(@)

(b)

(c)

Requests for the leaves of absences described in Articles 16.01,16.02 and
16.03 must be submitted in writing four (4) weeks prior to starting date except
in an emergency situation and must contain the expected date of return.

Such a request must have approval of the Employee’s supervisor and the
Administrator. The request must be confirmed in writing within two (2) weeks
of the receipt of the request by the supervisor with a copy on the Employee’s
file.

Leaves of absence may not be taken between December 15th and January
15th of any year, prior to or following a vacation period, or between June 1st
and September 15th except in an emergency situation and are to be
considered on an individual basis.
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(d)

To qualify for a leave of absence, the Employee must have completed twelve
(12) months of Full-Time or Regular Part-Time or Part-Time employment with
the Employer and it is expressly understood that no benefits shall accrue to
or be paid to any Employee on such leave of absence. Employees on a
leave of absence shall not accrue hours worked for the purposes of vacation,
sick time, holidays or increments. Employees on a leave of absence will be
considered for a job posting while on a leave of absence if they can fill the
position on the closing date of the job posting date.

16.060 Bereavement Leave

(@)

(b)

(c)

(d)

(e)

(f)

(9)

When a death occurs in the immediate family of an Employee, the Employee
shall be granted leave of absence for five (5) consecutive days effective
midnight following the death and the Employee shall be paid for shifts during
this five (5) consecutive day leave which she otherwise would have been
scheduled to work. Immediate family shall be defined as father, mother,
sister, brother, spouse, common law spouse, child, stepchild, former
guardian, current son-in-law, current daughter-in-law, current father-in-law,
current mother-in-law, current brother-in-law, current sister-in-law, step-
parents, grandparents of the Employee, grandchild of the Employee, step-
brother and step-sister.

In the event that the funeral is held more than 400 km from Halifax or out of
province, two (2) additional unpaid days may be requested.

Two (2) days bereavement leave with pay shall be granted for the purpose
of attending the funeral of an Employee’s Aunt or Uncle, or Niece or
Nephew, provided that such days are the Employee’s normally scheduled
working day. The two (2) days bereavement leave must be consecutive and
coincide with the date before and the date of the funeral.

In the event of a death of a fellow worker, the Union may have one (1) person
from the department involved and one Union representative attend the
funeral in town and surrounding areas up to 100 km radius, without pay,
provided adequate staffing is maintained.

In the event of a death of a cousin or a close friend, the Employee shall be
granted time off to attend the funeral. In such circumstances, the Employee
shall be permitted to use accumulated vacation.

In recognition of the fact that circumstances which call for bereavement leave
are based on individual circumstances, the Employer, on request, may grant
additional bereavement leave without pay.

An Employee when for any reason other than bereavement leave would not
be considered to be at work, shall not be eligible for bereavement leave with
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pay if a death occurs in their family except as provided for pursuant to Article
18.07 (Bereavement leave during vacation).

16.07 Jury and Witness Duty

16.08

The Employer shall grant leave of absence without loss of seniority benefits and
without loss of pay to an Employee who is required to serve as a juror or is
subpoenaed as a witness in any court in an employment related matter. The
Employer shall pay such an Employee the difference between normal earnings and
the payment received for jury service or court witness, excluding payment for
traveling, meals, or other expenses. The Employee will present proof of service and
the amount of pay received. Such payment will be made by the Employer in the
next pay period.

The Employer shall grant leave of absence without loss of seniority and without pay
to an employee who is subpoenaed as a witness in any court.

The Employee shall notify their Supervisor as soon as possible, when required to
serve under any of the above circumstances, and shall present proof of serviceon a
jury or as a witness and the amount of payment received.

Pregnancy Leave

(a) A pregnant Employee is entitled to an unpaid leave of absence in accordance
with the Labour Standards Code of Nova Scotia as amended from time to
time.

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

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

(d)  The Employee must provide the Employer with four (4) weeks’ notice of
their return to work.

(e)  Protection of Position and Benefits

The Employee shall resume their former position and salary upon return from
leave.
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(f)

(9)

Employees on pregnancy leave shall not accrue hours worked for the
purpose of vacation, sick time or holidays. Employees on pregnancy leave
shall continue to accrue seniority and service for the duration of the leave.

The Employer shall pay its share of the premiums for group insurance
benefits for a period of eight (8) months while the Employee is on pregnancy
leave, provided that the Employee pays their share of the premiums to the
Employer prior to the date the premiums are due. Failure on the part of the
Employee to submit payments by the date premiums are due, shall result in
the cancellation of benefits.

16.09 Parental and Adoption Leave

An Employee who becomes a parent of one or more children through;

(@)
(b)

the birth of a child or children; or

the placement of the child or children in the care of the Employee for the
purpose of adoption of the child or children pursuant to the law of the
Province,

is entitled to an unpaid leave of absence in accordance with the Labour Standards
Code of Nova Scotia, as amended from time to time. The Employee will also provide
four (4) weeks notice in writing on the date that they will return to work. Employees
on parental leave shall not accrue hours worked for the purposes of vacation, sick
time, holidays or increments.

16.10 Leave for the Birth of a Child

16.11

A total of four (4) days’ leave shall be granted to an employee who is becoming a
parent and who has not taken Pregnancy Leave, for the day of the birth and the
three (3) days following the birth of the child. It is further agreed that one (1) day
shall be without loss of pay and three (3) days shall be without pay.

Leave for Storm or Hazardous Conditions

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

1.
2.

3.

take the absent time as unpaid; or

deduct the absent time from accumulated overtime, holiday time or vacation;
or

when the Employee has no entitlement to accumulated paid leave, the
Employee may, with approval of the Employer, make up the absent time as
the scheduling allows.
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16.12

16.13

16.14

16.15

Leave for Family lliness

Employees with sufficient sick leave credits shall be allowed paid leave of absence
up to thirty-six (36) hours per calendar year in case of illness or accident affecting
the Employee’s spouse, common law spouse, child/stepchild or parent, to make
such arrangements as are necessary to permit the Employee to return to work.

Leave under this Article shall be deducted from the Employee’s sick bank.
If an Employee is absent for a period of one year or greater and the Employee
requests, the Employer will arrange for orientation of up to eight hours upon return

to work.

Compassionate Care Leave

Employees shall be granted Compassionate Care Leave in accordance with the
Labour Standards Code of Nova Scotia, as amended from time to time.

Domestic Violence Leave

Where an Employee has been employed by the Employer for a period of at least
three (3) consecutive months, and the Employee or a dependent child (under the
age of 18) of the Employee experiences domestic violence, the Employee is entitled
to a leave of absence, in accordance with the Labour Standards Code.

For clarity:

i. Such Employee is entitled to ten (10) days leave to attend to matters directly
related to the domestic violence. Five (5) of those days are paid leave and five (5)
are unpaid leave. The 10 days may be taken continuously or intermittently.

ii. Such Employee is entitled to a continuous unpaid leave of sixteen (16) weeks to
attend to matters directly related to the domestic violence and shall be returned to
their regular position at the end of the leave. The Employee will provide as much
notice as reasonably possible of their leave.

iii. The Employer will make every reasonable effort to protect the confidentiality of
employees experiencing domestic violence.

iv. The Employer may require documentation to justify the purpose of the leave.
Nothing in this clarification note is intended to either expand or limit the rights of

employees or the Employer under the leave for victims of domestic violence
provisions of the Labour Standards Code.
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ARTICLE 17 - SICK LEAVE

17.01

17.02

17.03

17.04

(a)  Credit Accumulation

Paid sick leave shall accumulate at the rate of twelve (12) hours per one
hundred and seventy-three and three-tenths (173.3) hours worked not
including sick time, effective the first date of employment as a Full-Time,
Regular Part-Time or Part-Time Employee. The maximum amount of
accumulation shall be twelve hundred (1200) hours. Employees who are
members of the bargaining unit at the time of the signing of the Agreement
will not have their accumulated sick leave reduced.

(b)  Indemnity Benefit

Sick leave means the period of time an Employee is absent from work by
virtue of being sick or disabled or to attend a specialist appointment. Sick
leave is an indemnity benefit and not an acquired right. An Employee who is
absent from a scheduled shift on sick leave shall only be entitled to sick leave
with pay if the Employee is not otherwise receiving pay, including, but not
limited to, holiday pay, vacation pay, Workers’ Compensation Board
payments and paid leave of absence for that day, and providing the
employee has sufficient sick leave credits.

Probationary Employees

Employees can accumulate but cannot use sick leave credits during their
probationary period.

Evidence of lliness

Subject to the Medical Certificate for Employee Absences Act which provides that
Employers cannot require employees to provide a medical note unless the
employee has missed more than five (5) consecutive working days due to sickness
or injury or the employee has already had two (2) non-consecutive absences of five
(5) or fewer days due to sickness or injury in the preceding 12-month period, an
Employee may be required to produce a certificate from a medical practitioner for
any illness, certifying that they were unable to carry out their duties due to illness.

If the Employer requires an Attending Physician’s Report (APS), the Employer will
reimburse the Employee for the reasonable expense or pay the physician directly as
applicable.

Notification of Sick Time Accrued

The present practice of notifying Employees in writing of their sick time accrued, at
the close of each calendar year, shall continue.

-28-



17.05 Employment Insurance Rebate

The Employer shall register its wage loss replacement plan with the Employment
Insurance Commission for purely reduction purposes. This rebate shall be used for
in-service education and training of staff. In the event that the Employer does not
provide for training of staff, this money may be used for Union education programs.

ARTICLE 18 - VACATIONS

18.01 Vacation Entitlement - Full-Time Employees

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

(i)

(ii)

(iii)

(iv)

during the first five (5) years and 10400 hours worked as a member of
the bargaining unit, at the rate of ten (10) hours for each one hundred
and seventy three and three-tenths (173.3) hours worked (i.e. fifteen
(15) days during the first five (5) years). Employees can accumulate
but cannot use vacation credits during their probationary period;

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

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

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

Years of Service Hours Worked Vacation Entitlement
0-1 year 2080 hours 10 hours for each 173.3 hours worked;
not to exceed 3 weeks/15 days
1-5 years 2081-10400 hours 3 weeks; 15 days
5-15 years 10401-31200 hours 4 weeks; 20 days
31201 or more hours 5 weeks; 25 days
15 years and beyond
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18.02

18.03

18.04

18.05

Vacation Entitlement — Part-Time Employees

Regular Part-Time and Part-Time Employees shall receive vacation credits pro rated
as per Article 18.01. Regular Part-Time and Part-Time Employees shall be paid
vacation pay no later than the 2" pay period in July. Any Regular Part-Time
Employee who works regularly scheduled designated hours may apply, in writing,
prior to June 30t to have accumulated vacation pay paid out at the time of their
scheduled vacation (rather than by the 2" pay period in July).

If a Full-Time Employee becomes a Regular Part-Time Employee, any vacation leave
that the Employee accrued as a Full-Time Employee may, if the Employer
determines that operational requirements so permit, take that vacation leave
immediately prior to becoming a Regular Part-Time Employee. If the Employer
determines that operational requirements do not permit the Employee to take the
vacation leave as described, then any vacation pay which that Employee accrued as
a Full-Time Employee and which remains outstanding at the time the Employee
becomes Regular Part-Time shall be paid to the Employee within thirty (30) days of
their change in status and any vacation leave that had been accrued in respect of
that vacation pay shall be waived despite Article 18.03.

No Waiver of Vacation Leave (Full-Time)

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

Vacation Pay on Termination of Employment

If employment ceases, accrued vacation time shall be paid out and included in the
Employee’s last pay cheque.

Vacation Scheduling

(a) Employees will be given an opportunity to self-schedule their own vacation
schedule, however, if an agreement cannot be reached, the following
procedure shall be followed: In incidents of conflicting or overlapping
preference, the senior Employee may apply her seniority only once to cover a
maximum period of two (2) continuous weeks between June 15 and
September 15 each year. Operational requirements shall be the governing
factor in approving vacation.

(b)  Because of the difficulty of staffing the Christmas and New Year’s holidays,

the parties agree that no Employee will take vacation between December
15t and January 10%.
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18.06 Vacation Requests

(a) Vacation requests between June 15 and September 15 must be requested in
writing before April 15 of each year. The vacation schedule will be posted by
May 15 of each calendar year. Vacations shall be scheduled in a manner
which least interferes with the operation of the Home. An Employee’s
vacation shall not be changed after May 15, except in emergency situations.
Preference for vacation time will be on the basis of seniority.

(b)  Requests for vacation days on weekends will not normally be considered
unless they are part of a block of three (3) or more vacation days.

(¢)  Seniority may not be exercised to displace a posted vacation.

(d)  An Employee shall receive an unbroken period of vacation unless mutually
agreed upon between the Employee and the Employer.

(e)  Exceptin extraordinary circumstances, requests for vacation time other than
during June 15 to September 15 must be submitted in writing at least two (2)
weeks prior to the posting of the schedule covering the vacation time
requested.

18.07 Bereavement Leave During Vacation

Where an Employee qualifies for Bereavement Leave during their period of vacation
there shall be no deduction from vacation entitlement for such absence. The period
of vacation so displaced shall be added either to the vacation period or reinstated for
use at a later date.

ARTICLE 19 - HOLIDAYS

19.01 Holidays
(a)  Thirteen (13) paid holidays shall be granted, as follows:

New Years’ Day  Halifax Natal Day

Heritage Day Labour Day
Good Friday National Day of Truth and Reconciliation
Easter Monday Thanksgiving Day
Victoria Day Remembrance Day
July 1st Christmas Day
Boxing Day

(b) Each Employee shall receive any holiday proclaimed by the Federal,
Provincial or Municipal Government.
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(c) The Employee shall request the holiday in writing at least two weeks in
advance of the date and at a time mutually agreeable with the Employer,
approval shall be subject to operational requirements.

19.02 Holiday Pay

(a) A Full-Time Employee who is not scheduled to work on the above holidays
shall receive holiday pay equal to eight (8) hours at their regular hourly rate of
pay subject to Article 19.03.

(b) A Regular Part-Time or Part-Time Employee who does not work on the
above holidays shall receive pro-rated holiday pay subject to Article 19.03.
Such holiday pay shall be paid to Part-Time Employees semi-annually.

19.03 Qualification for Holiday Pay

19.04

19.05

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

Holiday During Vacation

When a holiday falls within their vacation period, the Employee will be deemed to
have had the holiday off and vacation credits will not be debited for that day. The
displaced vacation day will be taken at the beginning or end of the posted vacation
period, unless mutually agreed otherwise.

Holiday Hours

For the purposes of this Article, the holiday shall be defined as 0001 the day of the
holiday to 2400.

19.06 Work on a Holiday

(@) When a Full-Time Employee who has completed their probationary period is
required to work on any of the holidays listed in Article 19.01(a), the
Employer shall pay the Employee for all hours worked at the rate of one and
one-half times (1.5x) their regular rate of pay.

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

19.08

19.09

19.10

The provisions of Article 19 do not apply to an employee during the probationary
period except that a probationary employee who works on a calendar date listed
below will be compensated at the rate of time and a half (1.5 x) the employee’s
regular hourly rate for hours worked on the calendar dates listed below:

New Years’ Day
Heritage Day
Good Friday
July 1st

Labour Day
Christmas Day

No Pyramiding

There shall be no pyramiding of benefits.

Christmas and New Year Period

All Full-Time and Regular Part-Time Employees shall be granted either Christmas
Day and Boxing Day or New Years’ Day off on an alternating basis. The master
time schedule shall be waived during the period December 15 to January 10.
Adequate staffing must be maintained at all times. Subject to the efficient operation
requirement of the home, the Employer will provide five (5) consecutive days off for
Christmas or New Years’ (The Employer will endeavor to schedule Christmas Eve or
New Years Eve as part of the five (5) consecutive days, where possible) for Full-
Time Employees and three (3) days off for Regular Part-Time Employees. Such
practice shall not be unreasonably withheld.

Employees who are entitled to Holiday time for Christmas and New Years may
request to take the Holiday time on days that permits the Employee to observe a
holy day of the Employee’s own faith. The Employee shall advise the Employer in
writing of the Employee’s desire to take such day(s) off as Holiday time in lieu as
soon as possible but before January 1%t in each year or upon hire and the Employer
will endeavour to grant the request where operational requirements permit.
Employees shall be reminded of this article by September 15t

Bereavement during Holiday

Where an Employee qualifies for Bereavement Leave when the Employee has a
Holiday booked off there shall be no deduction from Holiday for such absence. The
absence will be in accordance with Bereavement Leave entitlement.
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ARTICLE 20 - PAYMENT OF WAGES AND ALLOWANCES

20.01

20.02

20.03

Rates of Pay

Employees shall be paid on a bi-weekly basis in accordance with Schedule “A”
attached hereto, and forming part of this Agreement.

At the time of hire, a Licensed Practical Nurse (Arborstone) will be given recognition
for previous experience, subject to submitting proof or evidence satisfactory to the
Employer of their previous experience as a Licensed Practical Nurse. Placement on
the salary scale in Schedule “A” shall be in accordance to the following provision.

(a) an LPN with less than 4160 hours or recent nursing experience satisfactory to
the Employer shall be paid the LPN 1 rate;

(b) 4160 hours but less than 6240 hours or recent nursing experience which is
satisfactory to the Employer shall be paid the LPN 2 rate;

(¢) an LPN with 6240 hours but less than 8320 hours or recent nursing
experience which is satisfactory to the Employer shall be paid the LPN 3 rate;

(d) an LPN with more than 8320 hours or recent nursing experience which is
satisfactory to the Employer shall be paid the LPN 4 rate;

An LPN will not get credit for previous hours worked if more than three (3) years
have elapsed since such work has been completed.

On a year to year basis following the setting of the original Anniversary Date, an
Employee who is on an increment scale shall be advanced on the increment scale
as listed in Appendix "A", except where the Employee is absent without pay for
reasons other than Pregnancy, Parental and Adoption Leaves as set out in Articles
16.07 and 16.08. The Anniversary Date shall be altered in direct relationship to the
length of the unpaid absence in excess of one (1) month. The annual increment
becomes payable to the Employee on the next regular pay date after the
adjustment. The “original Anniversary Date” of full-time and part-time Employees
shall be deemed to be the date of the Employee’s last increment advancement.

Payment of Wages

The Employer shall deposit the salaries and wages of an Employee to a financial
institution of the Employee’s choice. On each pay day, each Employee shall be
provided with an itemized statement of wages, overtime, accumulated vacation and
other supplementary pay and deductions. The Employer may not make deductions
from wages or salaries unless authorized by statute, court order, arbitration order or
by this Agreement or as authorized in writing by the Employee. Should the pay day
fall on Christmas Day, Employees shall be paid the day before.
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20.04

20.05

20.06

20.07

20.08

20.09

Shortfall in Paycheque

If an Employee has a shortfall on their paycheque of more than four (4) hours’ pay
and it is an emergency for the Employee to have the money, the Employer shall
provide the money no later than the end of the next banking day.

Error in Payment of Wages

If the Employee receives an overpayment in wages or error in deductions of more
than eight (8) hours’ pay, the Employer shall permit the Employee to pay back the
amount in reasonable increments. For amounts less than eight (8) hours’ pay, the
Employee will repay the amount in one installment.

Temporary Assignments

(@)  When an Employee is temporarily assigned by the Employer to perform work
in a classification inside or outside the bargaining unit paying a higher rate,
they shall receive the rate for the higher classification.

(b)  When an Employee is temporarily assigned by the Employer to a position
paying a lower rate, their rate shall not be reduced. This does not apply to
Employees accepting available shifts of a classification paying a lower rate.

Transportation Costs

Transportation will be provided by the Employer when Employees have no
transportation to their place of residence because they have been performing duties
required by the Employer outside of the nursing home and outside their scheduled
shift. Any cost must be pre-approved by a supervisor.

Shift Premium

All Employees shall receive a shift premium of $2.35 per hour for all regular
hours worked between 1800 hours and 0600 hours.

The shift premium rate shall increase to four dollars ($4.00) per hour for all regular
hours worked between 1800 hours and 0600 hours, effective date of ratification,
and shall be applicable to all hours worked, including overtime hours worked.

Weekend Premium

All Employees shall receive a weekend premium of $2.35 per hour for all regular
hours worked between midnight Friday and midnight Sunday.

The weekend premium rate shall increase to four dollars ($4.00) per hour for all
regular hours worked between midnight Friday and midnight Sunday, effective date
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of ratification, and shall be applicable for all hours worked, including overtime hours
worked.

ARTICLE 21 - JOB CLASSIFICATION AND RECLASSIFICATION

21.01 Job Descriptions

The Employer agrees to draw up job descriptions for all positions and classifications
for which the Union is the bargaining agent. A copy of the above-mentioned job
descriptions shall be forwarded to the Recording Secretary of the Local Union.

21.02 Elimination of Existing Classifications

Existing classifications shall not be eliminated without prior notification of at least
sixty (60) calendar days and discussion with the Union.

21.03 Rates of Pay and Job Classification

The Employer shall prepare a new job description whenever a job is created or
whenever the duties of a job change. When the duties of any job are changed or
increased, or where the Union and/or an Employee feels a job is unfairly or
incorrectly classified, or when a new job is created or established, the rate of pay
shall be subject to negotiations between the Employer and the Union. If the parties
are unable to agree on the reclassification and/or rate of pay for the job in question,
such dispute shall be submitted to grievance and arbitration. The new rate shall
become retroactive to the time the new position was first filled by an Employee or
the date of change in job duties.

ARTICLE 22 - HEALTH AND SAFETY

22.01 Joint Occupational Health and Safety Committee

(@) A Joint Occupational Health and Safety Committee (*JOHSC”) shall be
established composed of not more than four (4) representatives of the Union
and not more than four (4) representatives of the Employer. The JOHSC
shall hold meetings as requested by the Union or by the Employer for jointly
considering, monitoring, inspecting, investigating and reviewing health and
safety conditions and practices and to improve existing health and safety
conditions and practices. Minutes shall be taken of all meetings and copies
shall be sent to the Employer and the Union. The chairperson shall alternate
every other meeting between Union and management.

(b)  Both JOHSC chairpersons will be notified of each Employee accident and/or
injury and may investigate same as soon as possible following the accident
and/or injury. Recommendations of the co-chairperson shall be made to the
JOHSC as soon as possible.
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22.02

22.03

22.04

22.05

22.06

(¢)  An Employee who is a member of the JOHSC is entitled to such time off from
work as is necessary to attend meetings of the JOHSC, to take any training
prescribed by the regulations pursuant to the Occupational Health and Safety
Act and to carry out the Employee’s functions as a member of the JOHSC,
and such time off is deemed to be work time for which the Employee shall be
paid by the Employer at the applicable rate of pay.

Modified Work Program

The Union and Employer recognize that a modified work program is a process which
gives structure and organization to the activity of returning injured workers to the
workplace as soon as possible after a workplace accident for which Workers’
Compensation is paid. The Employer will maintain a facility wide plan that
recognizes the Employer's responsibility and participation in the effective
rehabilitation of injured Employees. The Union and the Employees agree to
participate in the Modified Work Program implemented by the Employer.

Health and Safety - General

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

The Employer shall provide all Employees working in any unsanitary or potentially
hazardous jobs, with the necessary tools, protective equipment and protective
clothing required.

No Employees shall be required to work on any job or operate any piece of
equipment until she has received training and instruction.

Transportation from the workplace to the nearest physician or hospital for
Employees requiring medical care as a result of an accident while at work, shall be
at the expense of the Employer, unless covered by personal insurance.

22.07 A First Aid Kit shall be located in each unit and/or department. This first aid kit(s)

22.08

shall be stocked by the Employer and maintained by the JOHSC on a regular basis.

The Employer shall comply with all applicable federal, provincial and municipal
health and safety legislation and regulations. All standards established under the
legislation and regulations shall constitute minimum acceptable practice and may be
improved upon by the agreement of the JOHSC or negotiations with the Union.
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22.09 No Employee shall be disciplined for exercising her “Right to Refuse Work” under
the Nova Scotia Occupational Health and Safety Act.

22.10 Workplace Violence

The Parties recognize that workplace violence is an occupational health and safety
issue, and that the Parties will take appropriate actions to prevent violence wherever
possible and reduce the harm caused by violence that is not prevented in
accordance with applicable legislation.

ARTICLE 23 - UNIFORM ALLOWANCE

23.01 The Employer agrees that if Employees are required to wear a uniform of the
Employer’s choice, the cost of such uniform will be borne by the Employer.

ARTICLE 24 - ACCOMMODATIONS AND BULLETIN BOARDS
24.01 Space shall be provided for Employees to have their meals and keep their clothing.

24.02 The Employer shall provide a designated Bulletin Board which shall be placed so
that all Employees will have access to it and upon which the Union shall have the
right to post notices of meetings. The Union shall obtain the approval of the
Employer prior to posting any material on the Bulletin Board that may have an
adverse effect on residents and staff. The Employer reserves its right to remove any
such material.

ARTICLE 25 - DISCHARGE, SUSPENSION, DISCIPLINE AND RESIGNATION

25.01 Suspension or Termination of Employment

Both parties agree that an Employee is considered innocent until proven guilty.
Therefore, in the event the Employer initiates a disciplinary action against an
Employee who has completed their probationary period, and which may result in the
suspension or discharge of the Employee, the following procedure shall be followed.

25.02 Reasons for Suspension or Termination

In the event that an Employee is suspended pending investigation, the Employee
shall be notified in writing of the reason for the investigation within twenty-four (24)
hours of the suspension. A copy will be sent to the Secretary of the Union.
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25.03

25.04

25.05

25.06

Notice of Discipline to Union

Whenever the Employer or her authorized agent deems it necessary to discipline an
Employee in a manner indicating that dismissal may follow any further infraction, or
may follow if such Employee fails to bring their work up to a required standard by a
given date, the Employer shall within ten (10) days thereafter, give written
particulars of such discipline to the Secretary of the Union, with a copy to the
Employee involved.

Right to Have Shop Steward Present

An Employee shall have the right to have their Steward present at any discussion
with supervisory personnel which might be the basis of disciplinary action. The
supervisor will give reasonable notice to the Employee to allow the Employee to
contact a Shop Steward. There shall be no undue delay in disciplinary action
because of the unavailability of a Steward or Union representative.

Use of Disciplinary Record

The record of an Employee shall not be used against them at any time after twenty-
four (24) months, excluding alcohol, drug reasons or alleged resident abuse,
following a suspension or disciplinary action, including letters of reprimand or any
adverse reports.

Notice of Resignation

Where possible, it is expected that an Employee will give four (4) weeks written
notice prior to resignation, unless mutually satisfactory arrangements are made
otherwise.

ARTICLE 26 - PRESENT CONDITIONS AND BENEFITS

26.01

(a)  All provisions of this Agreement are subject to applicable laws now or
hereafter in effect. If any law now existing or hereafter enacted, or
proclamation or regulation shall invalidate any portion of this Agreement, the
entire Agreement shall not be invalidated and the existing rights privileges
and obligations to the parties shall remain in existence and either party, upon
notice to the other, may reopen the pertinent parts of the Agreement for
negotiation.

(b)  All rights and benefits, privileges and working conditions which Employees
now enjoy, receive or possess which the Employer has knowledge of, shall
continue to be enjoyed and possessed insofar as they are consistent with this
Agreement, but may be modified by mutual agreement between the
Employer and the Union.
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(c) In the event the Employer merges or amalgamates with any other body, the
Employer undertakes to recommend that:

(i)

(ii)

(iii)

(iv)

(v)

Employees shall be credited with all seniority rights with the new
Employer;

All service credits relating to vacations with pay, sick leave credits and
all other benefits shall be recognized by the new Employer;

All work and services presently performed by members of the
Canadian Union of Public Employees shall continue to be performed
by Canadian Union of Public Employee members with the new
Employer;

Conditions of employment and wage rates for the new Employer shall
be equal to the best provisions in effect with the merging Employers;

No Employee shall suffer a loss of employment as a result of a
merger.

ARTICLE 27 - PERSONNEL FILES AND PERFORMANCE APPRAISALS

27.01 Access to Personnel File

Upon request, and with at least forty-eight (48) hours’ notice, an Employee shall be
permitted to view their personnel file in the presence of management. The Employee
shall be provided with copies of documents therein upon request. References and
appraisals from outside the Employer's workplace shall not be shown to the
Employee. Any disagreement as to the inclusion of letters of reprimand or any
adverse reports contained in the file may be subject to the Grievance Procedure and
the eventual resolution thereof shall become part of the Employee’s record.

ARTICLE 28 — SUPPLEMENTAL BENEFITS

28.01 Pension

All eligible Employees shall participate in the Nova Scotia Health Employees’
Pension Plan (NSHEPP). Levels of contribution by the Employer and the
Employee shall be governed by the Plan.

28.02 The Employer agrees to maintain a group insurance plan (which includes a health
benefit plan, AD&D and life insurance) and dental plan during the life of this
Agreement for participation by all Full-Time and Regular Part-Time Employees,
subject to eligibility requirements. Participation by eligible Full-Time and Regular
Part-Time Employees, who have completed their probationary period, is mandatory
except as provided by the Plan.
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28.03

28.04

The Employer shall pay sixty-five percent (65%) of the premiums of the health
benefit plan (excluding AD&D and life insurance) and the Employee shall pay thirty-
five percent (35%) of the premium. The premium of the AD& D and life insurance
benefit shall be cost shared fifty-fifty (50% - 50%) between the Employer and the
Employee. The premium cost for the dental plan shall be shared fifty-fifty (50% -
50%) between the Employer and Employee.

The Employee must arrange a time to meet with a representative of the Employer
upon eligibility to complete the necessary enroliment forms. Failure to do so withina
reasonable time shall result in the Employee being enrolled in a plan as a single
participant.

Where an Employee commences an unpaid leave:

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

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

(@)  When an Employee is being compensated under the Workers’ Compensation
Act, the Employer shall pay a supplement to the Employee equal to the
difference between the earnings replacement benefits received from
Workers’ Compensation and the Employee’s net pre-accident earnings. This
supplement shall also apply to the first two (2) days of an injury or accident
for which an Employee receives Workers’ Compensation benefits. It is the
intent of the parties that under no circumstances shall an employee receive
an increase in their income while in receipt of Workers’ Compensation
benefits. When the supplement is being paid, the Employer shall deduct
from the Employee’s accumulated sick leave credits an equivalent number of
sick leave hours as were paid in the supplement. When an Employee’s
accumulated sick leave credits are exhausted, the supplement shall cease
and the Employee shall be paid only the Workers’ Compensation benefits.

(b) The Employer shall continue the eligibility of the Employee and the
Employer’s cost sharing relationship with the Employee so as to allow for the
Employee to continue in the NSHEPP Pension Plan, Group Health and
Group Life Plans. The Employee must agree to pay the usual cost shared
amount for participation in the Plans. This entitlement shall be reviewed by
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the Employer on a year-to-year basis. In no case shall the Employer be
required to cost share the benefits for a period longer than eighteen (18)
months following the onset of WCB period. This shall not determine the
Employee’s eligibility to participate in the Plans.

(¢)  An Employee shall continue to accrue seniority while in receipt of Workers’
Compensation benefits.

(d)  An Employee shall accrue vacation credits while in receipt of Workers’
Compensation benefits until such time as the Employee’s vacation bank
including any vacation credits existing at the time of the injury) equals a
maximum of one (1) year of annual vacation entitlement.

(e) An Employee shall not accrue any other benefits while on Workers’
Compensation.

1) This provision shall not apply to Casual Employees.

(@) An employee who participates in an ease back or return to work program
following a period of WCB shall be paid their regular hourly rate for all time
spent at the work place unless the employee continues to receive WCB
benefits for the time worked.

ARTICLE 29 —- TECHNOLOGICAL CHANGE

29.01 Notice of Technological Change

Two months before the introduction of any technological change which affects the
rights of Employees, conditions of employment, wage rates, or workloads, the
Employer shall notify the Union of the proposed change, and the Union shall be
provided an opportunity to present the Union’s viewpoint.

29.02 Personal Care Workers shall not be responsible for distributing or sorting clothing
of/for residents.

ARTICLE 30 - CONTRACTING OUT
30.01 The Employer shall not contract out work of the bargaining unit, if to do so, would
cause undue or unnecessary hardship for members of the bargaining unit. No

bargaining unit members shall be terminated, laid off from employment, or have their
hours of work reduced as a result of the Employer contracting out work.
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ARTICLE 31 - NO STRIKE OR LOCKOUT

31.01 The Union agrees that there shall be no strike during the term of this Agreement and
the Employer agrees that there shall be no lockout of the members of the Union
during the term of this Agreement. The words “strike” and “lockout” shall be defined
in the Trade Union Act.

ARTICLE 32 - BENEFIT AND BINDING

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

ARTICLE 33 - TERM OF AGREEMENT

33.01(a) This Agreement shall be in effect for the period commencing November 1, 2023,

(b)

(c)

and ending October 31, 2029 and shall be renewed automatically from year to
year thereafter unless one of the parties notifies the other, in writing, at least
sixty (60) days prior to the expiration date of this Agreement, of its intention to
terminate or seek amendments to this Agreement.

Either or both parties will have ninety (90) days from the notice of termination to
propose changes to this Agreement. If changes are not proposed within the
time limit by either party or if notice of termination as specified in 34.01 is not
met, then wages will be the only item for negotiation.

Only the wage rates set out in Schedule “A” are retroactive to November 1,
2023, and only Employees on staff at the date of signing of this Agreement shall
be entitled to retroactive pay (except in accordance with Article 34.03).

33.02 Any changes deemed necessary in this Agreement may be made by mutual written
agreement at any time during the existence of this Agreement.

33.03 Retroactive Pay for Terminated Employees

An Employee who has severed their employment between the termination date of
this Agreement and the effective date of the new Agreement shall receive the full
retroactivity of any increase in wages provided the Employee requests the
retroactivity of any increase in wages, in writing, within 30 days of the date of signing
the Collective Agreement.
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DATED this 10 dayof  July , 2026.

FOR THE UNION: FOR THE EMPLOYER:

Kone l/l/mn Demthe Dindig g ik

ﬁ”ﬂ% - /;/f)f -

Crvie Daveaon
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APPENDIX “A”

NOTE: All hourly rates are based on 2080 hours. Annual rates are approximate.

Special W ] .
3.0% pecial Wage o g Wage Adjustment % inorems Waps AUttt Ingeases
Adjustment
Expi Nov.01-2 Now.01-2 apro1-24 Nov.01-24 Nov.01-2 Nov.01-2 Nov.01-27 Nov.01-27 Nov.01-27 Nov.01-28
Classificati Expired Hourly Ap:'::: Nov.01-23 :::mx ol T :::m 3 | aprovze ";:m Nov.01-24 :;:mx Nov.01-25 :::m 5| Novo1-26 AW:'KD An:ual Nov.01-27 App:’;n wm | Nov0127 :::“ Nov.01-27 °:pm Nov.01-28 :;pmx
assification . . . . . . . . . . .
Hourly Rats Hourly Rat Hourly Raty Hourly Rat
Rate  pnnualRate | UV R pnnarate | MUY R pnnuairate | MUY R pnnual Rate | HOUY RS pnna Rate | HOUY Rt pnnual rate | HOUTY Rate Rate jourly Rate Rate UV Rt annuat Rate | MU R annuaiate | U F annual Rate
Resident Culinary Service Worker _ Probationary Rate |  $184753  $36429 | $19.0297  $39,582 | 5195055  S40S71 | S19.6858  S40,946 | S200795  $41,765 | S204811  $42601 | 5208907 543,453 228907 47,613 $23.2341 $48327 | 5234335  Sa8744 | S23.7860 49,475
Enviranmental Services Worker Regular Rate $187729 339,018 | $193363  sa0219 | s19m107  sa1225 | so00000  seneo0 | $20.4000  sa2a32 | sposom0  saszsmr | 212002 344,16 $23.2202 343,306 $23.5725 sa9081 | $237729  ga0a48 | s241205  sso.189
Lrea

% Increase:

% Increase

% Increase

Wage Adjustment % Increase % Increast
i 01 01- .01 0125 Nov.01-26 Nov.01-27 Nov.01-27 Nov.01-27 Nov.01-28
Classification Expired Hourly ::Z"':: Mer.0i1.23 N:::‘l,:; Mawtl.23 N‘:::,:z Nov.01-24 N":PD:,:A Nov.01-25 N:::;x Nov.01-26 Z:pmx Nov.01-27 App’"ﬂ"x roal | Mov01-27 Appronvx ner | Nov01-27 Z:pmx Nov.01-28 ::pm
R: N y Re - | Hourty R - | Hourly R: - | Hourly R - | Hourly R: N Hourly R: " Hourly R: - | Hourly Rs y
e pnnual Rate |t rate [P nnuatrate | PP R annual Rate | HOY PR panual Rate | PPNV R pnnual rate | HOUTY Rt Rate fourly Rate Rate ourly Rate  pnnual Rate | M°™ "' annual Rate
Seamstress Probationary Rate | $19.1457 $39,823 $19.7200 $41,018 $20.2130 $42,043 $20.6173 $42,884 $21.0296 $43,742 $21.4502 $44,617 $23.4502 $48,777 $23.8020 $49,508 $24.1034 $50,135 $24.4650 $50,887
Regular Rate $19.4546 sava66 | $200385 341,680 $205394  $az722 | sw9s02  $43576 | s213e9z  saa4e8 | $217986 845337 $23.7966 549,497 $241535 $50,239 $24.4549 $50,866 $248217  $51,629

% Increase: i‘;;’::'m"::f“ 15% :::'::‘::';'ﬂe % Increase: % Increase: Wage Adjustment %4 Increase:
Classification Expired Hourly E"'::: Nov.01-23 N:::’ij 0Oct.31-24 T;‘::i‘ Nov.01-24 N:::r::‘ Qct.31.25 :‘;:::.5 Nov.01-25 N:;:’tzs Nov.01-26 AP::;;?:'::HBI Nov.01-27 Ap':::'::::“ Nov.01-27 N:;;tf Nov.0128 N::;:?
Rate pnnaal Rate | PO R rate | PO PR i mate | PP R pnnal Rate | HOUY PR annual Rate | MUY R pnnual kate | HOUMY Rate Rate Houry Rate Rate HourlyRate st Rate | MU P annual Rate
Uncertified CCA Start $18.7288 $38,956 $19.2907 $40,125 $19.7730 $41,128 $20.1684 $41,950
After 1year $190050  $39,740 | $196783  sa0932 | $200709  $anose | s205743  $42,795
After 2 years s19.4820  $a0528 | $200667  $anzas | Saosess  gazze2 | d200797  sasens
After 3 years $19.859 41,280 | $204415  $azs18 | Sa0s526  $a3se1 | 5203716 $aedss | s213716  sa4as3 | Saiem sasaa2 | s222350 546,249 $22 5686 46,983 $24.2196 $50377 | sassas $s5113:2
After 4 years s202231 42004 | s208288  $43326 | s213s05  saggos | 207775 saszer | sagmrs sas2er | os:2zm sas203 | s226573 47,127 $229972 47,834 $24 6482 ss1268 | s25.0179 852,037
After 5 years $223219  $46430 | S227684  $a73s8 | $23.2237 $48,305 $23.5721 $49,030 $25.2231 52464 | $256014 853,251
Effective October 31, 2025, the three lowest steps of the Uncertified CCA will be removed. Any Uncertified CCA, who was on those steps, will be moved to the former step four {now start).

% Increase: Special Wage o wncracae 20% % Increase: Wage Adjustment % Increase:
Adjustment

i 0 31 01 31 01 Nov.01-26 Nov.01-27 Nov.01-27 Nov.01-28

Classification Expired Hourly AE:‘:::: Nov.01-23 N";p?_ifz Oct.31-24 T;:;:A Nov.01-24 Nm’pori:‘ Oct.31.25 o:;:;:s Nov.ol2s MOV orzxzs Nov.01-26 App"’o"x ol | Nevo1-27 App:;"x ol | NeveL27 ""pmx Nov.01-28 :;pmx
Rate Annual Rate [ MUY RE i Rate | HOUYRAtE i Rate | HOUMYRAE ot Rate | MOUTY ROt i Rate | HOUTY RAE il Rate | HOUTY Rate Rate Hourly Rate Rate HourlyRate al Rate | MUY R ol Rate

PCW 11/ CCA Start $222259 | 346,230 | $22.8927 547617 | S23.4651  SAB.807 | 5239344 49783 | 5239344 949,783 | S24.4130 550,779 | 524.9013 $51,795 $25.2748 $52,572 $26.2843 S54671 | 5266786  $55491

(with course)

After 1 year $226797 347174 | $233602  sasss9 | 3239442 $a0.804 | $244231 50800 | 6244231 350800 | $249116  $51816 | $25.4098 $52,852 $25.7909 $53,645 $26.8004 55,745 | $27.2024  $56,581

After 2 years $231426 %4837 | $238371 %4981 | $24.4330  $50.821 | $249217 51,837 | $24.9217  $51,837 | $25.4201 352,874 | $25.9285 $53,931 $263174 $54,740 $27.3269 $56,840 | $27.7368  $57,693

After 3 years $23.6149  $a9,119 | $243234  $50503 | $24.9314 51,857 | $25.4301  $52,895 | $25.4301  $52,895 | $25.0387  $53,952 | $264574 $55,031 $26.8543 $55,857 $27.2638 $57,957 | sas2sis  $58,826

After 4 years $260066 950,121 | $248195  $s1625 | $25.4400  ¢52915 | $ossass  $s3974 | s2s0as8  ¢s3.97a | $264678 gs5053 | 269972 $56,154 $27.4021 $56,996 s284116 $59,006 | $288378  $59,983

After 5 years s265975  $55323 | $27.1295  $s6429 | s2r.e7a1 $57,558 $28.0871 $58,421 $29.0966 $60521 | $29.5330  $61429
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By 9 Lt T
o, [0 S |t g | 03 | i1 S | St | M | M .
el ) i e e e e

Licensed Practical Nurse {LPN) Start $28.3211 558,908 $28.3211 $58,908 529 1708 $60,675 529 7542 $61,889 5303493 $63,127 $30.9563 $64,389 $31.4206 565,355 $318919 $66,335
After 1 year $28 9697 560,257 $28.9697 $60,257 529 8388 $62,065 $30 4356 $63,306 $310443 $64,572 $31 6652 $65,864 $32 1401 566,852 $32 6223 $67,854

After 2 years $29 5957 $61,559 $29.5857 $61,559 $30 4835 62,406 $31 0932 564,674 $317151 65,967 $32 3494 567,287 $32 8346 568,296 $33 3271 $69,320

After 3 years $30 4160 $63,265 $30.4160 463,265 $313283 565,163 $31 9549 566,466 $32 5940 567,796 $33 2459 569,151 $33 7446 $70,189 $34 2507 $71,242

After 4 years $31.1764 554,847 $321117 466,792 $327539 468,128 $33 4090 $69,491 $340772 $70,881 $34 5883 $71,944 $351072 $73,023

After 5 years $31.9558 66,468 $329145 468,462 $335728 $69,831 $34 2442 71,228 $349291 472,653 $35 4531 $73,742 $35 9849 $74,848

After 25 years $31 4806 $65,480 $33.0743 468,794 $34 0665 70,858 $347478 72,275 $35 4428 $73,721 536 1516 475,195 $36 6939 $76,323 $37 2443 577,468

Effective date of signing an LPN with twenty five (25) y -or more of LPI ill receive: 3.5% greater than the highest rate in effect for their classification.

Ifa Graduate LPN,

such time as the LPN has abtained their license. The date on which

of Nurses Nova Scot

 is hired,

will be placed on

pay for the LPN pay

Special Wage

Special Wage

Special Wage

2. 2 % Ingre 34 % Incre 3
Jp— adiustment >*® agjustment % nerease: crease:
o e T A T I e N e e e
. . rox. on. on. . rox. Anm & Appron annat | L rox. ron. rax. ror. . .
Rate Annual Rate Hourly Rate Annual Rate Hourly Rate Annual Rate Hourly Rate Annual Rate Hourly Rate Annual Rate Hourly Rate Annual Rate. Hourly Rate Rate Hiale Rate fourly Rate Annual Rate. Hourly Rate Annual Rate Hourly Rate “Annual Rate Hourly Rate Annual Rate| Rate Annual Rate
Activity Worker Probationary Fate | S193285  S40,20 | S199087 | SALAI0 | 204068  Sa2445 | S204068 | Sizad5 | S208146 43254 | S203349  S44377 | SZLoc3 | Ssd8s  | S2Lsom3  SasAms | 5223057 | S6d | 5241643 SS02e2 | 5206476 | S51267 | 250173 $520% | 5558925 $52816
PCW/CEA course]
Regularfate | 196571 saose7 | szo2e6s  sanua | s7ss1 saiss | seo7sa  sasiee | s2iaser  Seaoso | saiesva  sasim | s;zzme sasaso | sazams saspsy | szaesas  sazase | S2asnsa Ssuawp | sasosss  ssu13d | s sszom | szsszes ssams
Aterlyear | s00590  sai7zs | s06609  sazers | s211774  Ssoes | s2177a ssaoes | S2e00  swos0 | szauai0 Sesosy | szaeses  sanaos | szzeeas  Swos | Szamsa sapie | sasamm  ss2ee3 | saseme  ssager | 62275 ssass | Szeeam  sssan2
After 2 years $20.4680 542,574 $21.0823 $43,851 $21.6094 $44,948 $21.6094 $44,948 $22.0416 $45,845 $22.5926 $46,993 $23.1574 548,167 $23.1574 548,167 $23.6206 $49,121 $26.1638 $54,421 $26.6871 $55,509 $27.0874 $56,342 $27.4%37 $57,187
After 3 years $20.8853 543,441 $21.5116 $44,744 522 0494 $45,863 $22 0494 $45,863 $22 4304 $46,780 $23.0527 $47,950 $23.6290 549,148 $23 6290 $49,148 $24.1016 $50,121 $26.9944 556,148 $27 5343 $57,271 5279473 558,130 $22.3665 $59,002
After 4 years $213115 544,328 $21.8509 $45,658 $22 4997 $46,799 $22 4997 $46,799 $22 9497 $47,735 $235234 $48,929 $24 1115 850,152 $24 1115 $50,152. $24 5937 $51,155 $27 8255 857,877 $28 3820 $59,035 528 28077 $58,920 $29 2398 $60,819
After 5 years $23 0622 547,969 $235234 548,929 $24 1115 550,152 $24 7143 $51,406 $24 7143 $51,406 $25 2086 $52,434 $285212 $59,324 $29 0916 $60,511 $20 5280 $61,418 $299709 $62,339
After 6 years s:8392  ssueat | sasease ssams | S202m2 S0 | $9s1e0  se023 | ss026er  se2954 | s307200  senmee
Effective April 1, 2026 employees who were in the CCA ion or without i course will be matched to the wage rate for the next higher pay band (degree/diplomay rate.
Special Wage Special Wage Additional
B Cagsiment S ajustment Step to Scale
expin Nowg1:2: Now 1.2 12 Nov01.24 Nov01-24 Apra-2 312 Nov.01:2 Nov.01-2 Nov.01.27 Nov.01.2
nerenn Bl L L I I T I I I e L T PP L
ate PRO% ooy Rate  APPR% f ouny Rate “ | HourlyRate  PPP% | yoirymate  APPROC [ oiypate  APPTOX |y Rate  APPIOX Howrymate  APPTOX Hourly Rate PRroX. | ey Rate  APPR | pounvpate  APPROX iy pare  APPTOX
Annual Rate Annual Rate Annual Rate Annual Rate Annual Rate Annual Rate rate Rate Annual Rate Annual Rate Annual Rate Annual Rt
Activity Worker Probationary Rate $209392 543,554 $21.5676 $44,861 $22 1068 $45,982 522 1068 545,982 5225489 $46,902 $231127 548,074 $23 6905 548,276 $23 6905 $49,276 $24 1643 $50,262 $24 6476 851,267 $25 0173 $52,036 $25 3925 852,816
{2 Vear Community College
loma - Recreation) Regular Rate $21 2955 $44,205 $21.9345 545,624 $22 4829 546,764 $22 4829 546,764 $229326 547,700 $23 5059 548,892 $240935 850,115 $240935 $50,115 $24 5754 $51,117 $25 0669 $52,139 $25 4429 $52,921 $25 8246 853,715
Activity Worker After 1 year $219525 $45,661 $22.6110 447,031 $23 1763 448,207 $231763 448,207 $23 6398 $49,171 $24 2308 450,400 $24 8365 $51,660 $24 8365 351,660 $25 3333 $52,603 $25 8309 $53,747 $26 2275 $54,553 $26 6209 455,372
{University Degree - Recreation)
sterzyears | s;e2s Saase | szss: sessrs | smwser  seesw | smeser  sasrw | Sasases ss07es | Szsom ssuom | sesesos  ssasse | sesesoe  ssaasa | Smeasss  ssaam | Sweem  Sesso9 | swowna  Sssser | Swasy  Ssvaw
Atersyeors | 5233020 Samess | S26093  $s0a15 | S2ae90  Ss1de | Saseoss  donace | Sasuese  dszass | S2s816  $sad0s | sweassy  sssowr | sweass  sonoar | S269maa  Sosaas | Swsws  Swam | swoeas sseas0 | S $90.002
reravears | szaams  $s053 | saesase  Ssiess | Sasases  Ssa949 | Sasased  Ss2949 | sasgese  ssaovs | Sess  sss3se | szame  ssepar | swams  ssezm | swsmss  Ssnem | sms3so $s9035 | Sz88077 S99 | $2902398  Se0819
After Syears sw60027  ssaz | swesls  sssass | swames  sseraz | sz sseasy | swosls sssisl | sseszlz ss93 | S2o0916  Seosu | 295280 SeLals | S200708 62,339
After s years s6609  SSUS15 | 529232 S60807 | S29.8189  $62023 | $I02651 62354 | SI07201  $63,898
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spectalWage . Addmional Special Wage Spectsl Wage Addtional Miotched Wege Rates ¥ inrs
Adjustment Step to Scale Adjustment Adijustment Step to Scale e
. Expired Hourly P narinzz NOOOTE gy g0y NOVOLEB a0 Novorza  NOUORE | o i gq  NOWOLE L Pl | oearas | 0N | onguggs NOWOIE | g WORR) yoonas NOUOLES | g gy gy NOUOLZT I NoVOLES  Nov0128
Classification b appron, | PRI pgpron | NOWEEE apron. | SOSEI appron | e appron. | MeOVE appron, | SIS approx v | OS5I pppron. nnal | WORRE - pppron, e fmpras | VO appra. nrore Apox | Houry  parox.
€ annuat Rate [P pnmmat s | " annual Rate " Annual Rate 4 Annual Rate v Annual Rate v Rate v Rate v Annual Rate | "™ annuad hate v Annual Rate | AnnualRate]  Rate  Annual Rate
Physio Assistant Probatonary Rate | SI94308 | $40560 | 5200850  S41777 | $105871  $az@nl | S20587L | S4z@al | S:09%89  S43678 | Saiszm  Saa7o | sz20019 345,829 $220619 45,880 S:25032  S46807 | S2A4145  $50872 | 5249028 SSL70R | $a52763  $s2575 | sasesss  ss3se
{with PEW/CCA course)
RegulorRate | $198313  $41249 | 204262 $a2486 | $200368 43599 | $209388 43500 | $213556  $44420 | $218895 45530 | $224367 $46,668 $224367 546,668 S:gmsa  saTs02 | $24825  gsiees | s25321  ss267 | s257060  ssdaes | s2s0ms  ssa0
After Lyear s2364  sa20m | $208035  sanss | s213ee  sese3e | s213657  Sese3s | s217e0  ses3w | smases sasael | S:2892 7622 $22 8952 sa7.622 $33531  saes7s | $255513  $53a07 | $260623  ssanp | s264533  sos.023 | sémson  sssam
aterayears | s06a0  sa2950 | s21ess  Sas23 | $218002  ses3as | 218002 sasaes | $222362  saeasi | s227om1  Savacs | 5233619 $48.593 $23 3619 48,593 $:38292  Saases | 2631 gsas2 | s268a5 ssssa7 | s274533  sseess | saresw  ss7s3s
Aterdyears | $210698 343825 | $207018  $45,140 | S222043  Sa626B | $222443  Sav2es | s2a6892  Se7loe | S2ases  s4s373 | 5238579 $49,583 $23.857 49,583 S243146  Ss0574 | Srams  ssoesl | szyos ss77es | sesasia sseev | szsewz  ss9509
Afterdvears | S214995  saa7is | S221445  SAc0s1 | SezeoEL  Sar2lz | SzaesEl  Se7alz | S23As21 S4B1s6 | S237309 849360 | Szasaaz $50,554 $24.3242 $50,594 S245106  $5L606 | Szseoal 85373 | S28e2s3  ssosal | s200547  seoasa | szmasos  sevsao
After 5 years sa3265  $as302 | Sw3Tavs 49360 | Saazzel  ssoses | Szesazz $51,859 $24 9322 $51,859 $254309  $5289 | $287656  $59.833 | s293409  $61020 | 297811  s6Loas | 0278 sexEm
After 6 years $25.5555 $53,155 5260666 $54219 | $294848  $61328 | $30.07a5  Seasss | 305256 $63403 | $309835  Seadss
Effective April 1, 2026 employees who were in the CCA or without i course will be matched to the wage rate for the next higher pay band {degreefdiploma) rate.
Special Wage Ad Special Wag Special Wage Additional
% 3 ! % Increase: % Increase: % Increase: % Increast
% Increase Adjustment Step o Scale 1P pdustment Adjustment Step 1o Scale *
i 01 01 . 0124 Nov.01-24 Apr.12s Oct.3125 Nov.01-25 Nov.01-26 Nov.01-27 Nov.01-28
Classification Expired Hourly ::':r':d Hor01-23 N:;:"o:) Nov.01-23 N:;’:’lo? Oct.31:24 0::::::‘ Nov.01-24 "::;:x Nov.01-24 :;nm Apr.1iI5 Appr:; ol | 0ct3125 AW;K ol | NovAL-2s ::pm Nov.a1-26 ::pm Nov.01-27 ::mx Nov.01-28 ::pm
cati x. . . . . . . . . . . .
Hourly R
RO nnual Rate |PPUM IS pnnuatkate | PO R annual rate | "0 P annuatRate [ 1O RO i rate [ HOUTY ROyl pare | Hourl Rate Rate Hourly Rate Rate HOWtRate  ponual Rate | PO R pnnia mate | OOV RO it pate (MO R ol Rate
Physio Assistant Probationary Rate | S21.1563  S44,005 | $217503  $45,325 | $22.3357 46458 | S22.3357 46458 | S22.7524 | S47387 | $23.3520  sdes72 | 5239358 549,786 5239358 549,786 S24.4145 $50782 | 5245028 S51758 | 252765 952575 | $25.6555 53,363
(with diploma)
Regular Rate s215157  saa7s3 | S221613  Saeoos | S227158  Savpes | S2a7isa $a7248 | $231607  S4s93 | $237as9  $a9398 | $243426 $50,633 $243426 $50,633 248295 ss1605 | s5a261  $s2678 | $257060  $s3a468 | $26.0016  $54.270
Physio Assistant
{with degree - Kinesiology) After 1year $221013  sa60sa | S2z8056  sazase | s2337s7  same2z | $2337s7 samezz | S23masz sa9sos | S2a4303 sso@m | s2soso3 $52,105 $250503 $52,105 $25 5513 ss3a7 | sacoe23 ssa2i0 | s264533  $ss0:3 | saessor  $ssmas
After 2 years S228100  sarass | s23.4944  sasses | s2a0818  $s00%0 | s2a0818  ss00%0 | s2aseas  ssno | sesams ssasee | saseoss 453,678 $25.8069 $53,678 $26.3231 ssazs2 | s:maos  sssear | sorasa sseess | sozeei0  $s7sas
After 3 years 5235927 49,073 | 243006  sso545 | 249081 s51,809 | s2a0081  s51809 | s254063 52845 | 260414 Ss4les | s266924 855,520 5266924 $55,520 $27.2263 ss6631 | sa77708  ss77e3 | s2sus74 ssees0 | saesl02  $59,509
After 4 years $24 3190 $50,583 $25.0483 $52,100 $25.5745 $53,403 $25 6745 $53,403 $26 1880 $54,471 $26 8427 $55,833 $27 5138 $57,229 $275138 $57,229 $28 0641 $58,373 $28 6253 $59,541 $29 0547 $60,434 $20.4905  $61,340
After 5 years $263160  $54738 | S268427  $s583 | Se7suze  ssnaxe | semzone $58,658 282016 $58,659 $2376s6  $59.833 | 3293409 361029 | $207811  $6Loas | $30.2278  $62874
After 6 years 5285066 $60,126 $204808  $61328 | $300745  $62555 | $30.5256 963493 | $30.9835  $64,446
Speclal Wage % Increase: Wage Adjustment % Increase:
Adjustment
7 01 0124 Nov.01 25 Nov.01-26 Nov.01-27 Nov.01-27 Nov.01-28
Classiicaion Expired Houlky ::':::: Mo .22 N:::;:“ Nov.01-32 ":;:r:;n Mot 0124 ":;':’; [Ty ::Pm Nov.01-26 ::me Nov.0127 APP,"; | et Ap;:x | NovoLZ ::pmx
cati . . . . ) . ) . .
i Bt Houdly Rt Haurly Rat
Rote  nnualRate | "™V R avnual rate | MUV R2C pnnual rate | MUY R pnnual rate | *OU™ R annual rate | M7 RS pnnal pare | Mot Fate Rate v Rate Rate ourly R&*® __Annual Rate
Caok ProbationaryRate | 5220951 $asgss | $227580  saz337 | 233270 sassa0 | 237035 savaor | s20260  $s0480 | 247548 gsiac0 | $2s0061 52,262 $27.0834 $56,250 $27.4091 $57,004
Regular Rate $22 4704 $46,739 $23.1448 $48,141 $23.7234 $49,345 $241979 $50,332 $24 6818 $51,338 $25 1755 $52,365 $25 5531 $53,150 $27 4704 $57,138 $27 8825 $57,996
Maintenance [ Probationary Rate | $227182 347,254 | $23.3998  $A8o7z | $23.9848 49858 | S2a4645  S50.886 | 5249538 51904 | $254529  $529az | s258347 553,736 27 6650 357,544 S280808  $58.407
Regular Rate $231084  Samos7 | $23.7975  $a9499 | s2a3924 50736 | 248802 ¢s751 | $253778  ss27s6 | Sosmssa  ss3sa2 | s262737 454,649 $28.1004 $58,457 5285260 $59,334
Journeyman Cook PrabationaryRate | $241460  $5022a | s2am70s  ss1731 | s2sasa3  gsaoas | saeom1  ssaoma | sas:2 sssise | S270s26  gseaee | sa7asea 57110 $29 0896 460,506 S50 ger414
Regular Rate 5245565 5,078 | 252934 so2610 | s25.9258  ss3926 | s26ams  ssso04 | s269732  sseio | s27s126  sszaz | saress 558,085 5295565 $61,478 $209998  $62,400

General Economic Increases

In the event that the same unionized classification employed within the Nova Scotia Health Authority receive a greater
general % for economic increase negotiated into a collective agreement(s) with the Health Authority during the period
between November 1, 2025 — October 31, 2029, CUPE Local 1416 and Local 2784 shall have thirty (30) days from the
date of ratification of the other agreement to accept the alternative general % economic increase.
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Classification Adjustments

In the event that the same unionized classification employed within the Nova Scotia Health Authority receive a
classification adjustment increase negotiated into a collective agreement (s) with the Health Authority during the period
between November 1, 2025 — October 31, 2029, CUPE Local 1416 and Local 2784 shall have thirty (30) days from the
date of ratification of the other agreement to accept the classification adjustment.
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APPENDIX "B"
MEMORANDUM OF AGREEMENT

Arborstone Enhanced Care and CUPE, Local 2784
Maplestone Enhanced Care and CUPE, Local 1416

LPN PRACTICE AND LEADERSHIP PREMIUM

Entitlement to LPN Leadership premiums may be submitted the first May 15t following the
signing of the collective agreement and every year thereafter in accordance with the
timelines below.

LPN Practice and Leadership premiums are offered to qualifying LPNs. These premiums
are intended to recognize and encourage practice and leadership activities.

To be eligible for a premium for a twelve (12) month period, an LPN must earn seventy (70)
points for Practice and sixty (60) points for the Nursing Leadership by participating in
Employer approved activities.

This premium shall be paid in full in a lump sum on June 15t of each year thereafter to
LPNs who achieve eligibility for them in accordance with this MOA.

In order for an LPN to qualify they must attain the required points based on the relative
weights assigned to the approved activities. The LPN must maintain a record of recognized
practice activities completed in the previous 12 month period. The LPN must submit written
proof of these activities on the form provided to the Employer by May 1%t. The premium
shall be effective following proof for the twelve (12) month period from April 1 to the
following March 31.

This premium shall be prorated for Part-time LPNs and Casual (if Casual are in the
bargaining unit — language may vary by Facility) based on the regular hours paid in the
twelve (12) month period from the previous April 1 to March 31 for the year of eligibility.
In order to qualify for this premium an LPN must claim points in at least two categories. An
LPN may qualify for either or both of the Nursing Practice and Nursing Leadership
Premiums.

An LPN who qualifies for the premium shall be paid an annual supplement of $850.

EXPLANATION OF LPN PRACTICE PREMIUM CATEGORIES

POINTS CLAIMED MUST COME FROM A MINUMUM OF TWO CATEGORIES

Practice premiums are intended to recognize the additional “value added” education the
LPN is either required to take because of the location or service in which the LPN works or
may choose to take voluntarily regardless of the location or service the LPN works.
Orientation education DOES NOT qualify towards this premium.
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A.CERTIFICATION IN A SPECIALTY (40 POINTS)

This is defined as a course of study which includes an evaluation component and which
leads to a specialty certification status/or specialty certificate for the LPN.

These points can only be claimed in the year the certification is awarded.
B. COURSE IN A SPECIALTY Requiring an evaluation component (20 POINTS)

This is defined as a course in a nursing specialty for which there is a required evaluation
component to “pass.” These points can only be claimed in the year the course is taken. For
those courses that require re-certification, 5 points for subsequent years while the course
certification remains valid.

C.COURSE IN A SPECIALTY Not requiring an evaluation component
(15 OR 10 POINTS)

This is defined as a course in a nursing specialty that may be internally or externally
developed but does not include an evaluation component. Although the LPN may receive a
certificate of completion/attendance for taking such a course, the LPN is not considered
“certified.” Attendance or completion of such a course may only be claimed in the year in
which it was taken (i.e. one time only). If the course is a minimum of 3.5 hours in duration,
the LPN will receive 10 points. If the course is a minimum of 7.5 hours in duration the LPN
will receive 15 points.

D.COURSE, WORKSHOP or CONFERENCE in a GENERAL or SPECIALTY
SKILLITHEORY or PROFESSIONAL/PERSONAL DEVELOPMENT
(15 OR 10 POINTS)

This is defined as a course or attendance at a learning session, workshop or conference
that may or may not be directly nursing-related but the skills/theory are applicable to the
nursing practice environment in which the LPN works. If the course or workshop is a
minimum of 3.5 hours in duration, the LPN will receive 10 points. If the course or workshop
is @ minimum of 7.5 hours in duration the LPN will receive 15 points.

E. INSERVICE/HOSPITAL BASED EDUCATION SESSIONS
(5 POINTS)

This category is applicable when the LPN attends an education event which is minimally 1
hour in duration and may be considered an “in-service” either scheduled or ad hoc in
nature.

If the learning is required to fulfill the LPN’s role or if it is a general employee expectation,
the points cannot be claimed.

F. E-LEARNING (5 POINTS)

There are many examples of learning delivered via electronic education modules that may
be hospital developed or they may be offered through the public domain. The LPN must
provide proof of having participated and completed the modules.
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The e-learning must be a minimum of one (1) hour in duration (estimated time of
completion); however, the LPN may accumulate time from several e-learning modules to
obtain the one (1) hour requirement.

If the learning is required to fulfill the LPN’s role or if it is a general employee
expectation, the points cannot be claimed.

NURSING LEADERSHIP PREMIUM - GROUP C

(For illustrative Purposes)

CATEGORIES:

A.

Committee/Task Force Involvement (for Hospital, District, Province, Union,
Professional Organization or Association, Agency

Chair of a committee/task force that meets 9-12 times per year (20 points)
Member of a committee/task force that meets 9-12 times per year (15 points)
Chair of a committee/task force that meets 4-6 times per year (15 points)
Member of a committee/task force that meets 4-6 times per year (10 points)
Chair of a committee/task force that meets 1-3 times per year (10 points)
Member of a committee/task force that meets 1-3 times per year (5 points)
Telehealth Coordinator

Professional Association Involvement

. Maintains an active membership in a Professional Association Special
Interest Group (eg Canadian Association of Gerontological Nurses; Canadian
Association of Occupational Health Nurses, Canadian Hospital Infection
Control Association etc)

. Holds office in a professional nursing organization or special interest: with
subheadings for National, Provincial or Local level and further subdivided to
recognize if you are President vs a Member of the Executive.

President Executive Member
National 25 points 20 points 10 points
Provincial/Local 20 points 15 points 10 points

Publications/Presentations

. Publication in a peer-reviewed professional journal or textbook (25 points)
. Publication in a non-peer-reviewed journal (eg. hospital newsletter, local
paper or publication) (10 points)

Speaker at a National Conference (25 points)

Speaker at a Provincial Conference (20 points)

Speaker at a Local Conference (20 points)

Speaker at a facility-based inservice session (10 points)

Poster Board Presenter at a National Conference (20 points)

Poster Board Presenter at a Provincial Conference (15 points)
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Poster Board Presenter at a Local Conference (15 Points)
Poster Board Presenter at a facility-based Conference (10 points)

Research

Primary Investigator as part of a multi-site study (25 points)
Co-Investigator as part of a multi-site study (20 points)

Primary Investigator of a facility/unit based research study (15 points)
Co-Investigator of a facility/unit based research study (10 points)
Develops a unit specific research proposal (5 points)

Conducts a literature review as part of a research study (5 points)

Education

Enrolled in Degree Program (minimally taking 2 courses per year) (15 points)
Instructor-Level Status for designated courses (e.g. BCLS, PIECES, ARDCC,
etc) (10 points)

Unit Resource/Skill/Content Expert Person

Provides support/expertise/oversight for education, skills and information
needed by colleagues (eg. is a content expert for implementation of
medication reconciliation project, elder-friendly, Resident-centred care,
Wound and Palliative Care) (20 points)

Accepts Additional Leadership Responsibilities

Project lead for new product evaluation (10 points)
Researches/benchmarks new procedures (5 points)
Develops/revises a new policy or procedure (5 points)

Instructs a designated course at least once per year (10 points)

Special Projects

Involved in a planned endeavour designed and implemented to address a
resident, nursing, facility or community health care concern or need. (eg. Ql
project to improve resident outcomes) (10 — 20 points depending on scope of
project).
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MEMORANDUM OF AGREEMENT

Arborstone Enhanced Care and CUPE, Local 2784
Maplestone Enhanced Care and CUPE, Local 1416

Supplemental Benefit Plan

If requested by the Union, the parties agree to meet prior to re-tendering to review the
current supplemental benefit plan and also to discuss concerns and issues. The Employer
will notify the Union at least three (3) months prior to the re-tendering of the plan. It is
acknowledged by the parties that the supplemental plans do include participants other than
members of this CUPE local and accordingly the parties are willing to meet with other
interested parties.
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MEMORANDUM OF AGREEMENT

Arborstone Enhanced Care and CUPE, Local 2784
Maplestone Enhanced Care and CUPE, Local 1416

Specialist Appointments

For purposes of clarity, “specialist appointment” includes time sensitive testing or other
appointments directed by a specialist that cannot be accommodated by other arrangements
including changes to the schedule and shift swaps. Employees are required to notify the
OHN immediately when they are requesting time to ensure that there is a discussion about

whether alternative arrangements can be made.
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LETTER OF UNDERSTANDING

Arborstone Enhanced Care and CUPE, Local 2784
Maplestone Enhanced Care and CUPE, Local 1416

Joint Provincial Committee —- WCB

Guidelines to ensure that Employees are supplemented correctly from their sick leave
credits:

Top Up Supplement on Benefits

1.

Where sufficient sick leave credits are available an employee will be topped up to
the net pre accident earning. The top up is to bring the temporary earning
replacement benefits (herein after referred to as “TERB”) received by WCB to the
net pre accident earning.

If the Employer pays only the supplement from the sick leave bank, the sick leave
bank should be debited by the amount necessary to bring the TERB to the net pre
accident earning.

If the Employer pays employees from the sick leave bank for the entire WCB leave
and then collects from WCB, the Employer must ensure that Employees are only
paid the net pre accident earning amount for sick days and that when the TERB is
received from WCB by the Employer the sick leave bank of the Employee is credited
with the amount equal to the TERB received by WCB. If the sick leave bank is
maintained in hours (not dollars) the Employer must convert the amount received by
WCB into hours.

Waiting Period

4.

In addition to the supplement to the WCB TERB, Employees will also receive sick
leave entitlements for the first two days associated with the WCB claim. The two
initial days are unpaid by WCB and accordingly the employee will be paid from sick
leave banks.

In the event that an Employee is in receipt of TERB from WCB for a period in excess
of five weeks, the Employee will be paid by WCB for the initial two unpaid days after
five weeks. If the Employee is paid directly from WCB they are required to provide
the Employer with reimbursement of the WCB TERB for the 2 sick days previously
paid. The Employer will then credit the sick leave bank of the Employee with the
number of credits equivalent to the TERB for that 2 day period. In the event that
there is any change to the WCB payments with respect to the timing or entitlement
to the 2 days, the Employer will adjust the payment entitlements in accordance with
the collective agreement language.
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6.

If the Employer is paying the Employee directly and accepting reimbursement from
WCB the Employer must adjust the sick bank in accordance with the receipt of the
reimbursement for TERB for the two day waiting period.

Any Employee who goes on WCB will be advised that they will be provided top up in
accordance with the collective agreements provided that they have sufficient sick
leave in their bank. Employees will be advised of any remission or reporting
obligations that they may have while in receipt of WCB benefits.

If requested by the Employee and upon return to work from a period of WCB during
which the Employee received top up, the Employee will be advised of the balance in
their sick leave bank and the total hours or dollars of sick time used to provide top
up during his or her absence on WCB.
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MEMORANDUM OF AGREEMENT

Arborstone Enhanced Care and CUPE, Local 2784
Maplestone Enhanced Care and CUPE, Local 1416

Diversity, Equity and Inclusion in the Workplace Committee

In order to help achieve the goals of diversity, equity and inclusion in the workplace:

a)

b)

f)

Within 90 days of the ratification of the CUPE LTC Lead Agreement, the parties
agree to establish a Provincial Diversity, Equity and Inclusion in the Workplace
Committee.

The committee will be composed of equal Employer and Union representation of at
least five (5) representatives from a variety of Employers with CUPE bargaining
units in Long Term Care and at least five (5) representatives of the Union (from a
variety of CUPE bargaining units in Long Term Care, one of whom shall be the
chair of the LTCCSCC).

The Committee may have the assistance of representatives from Health
Association Nova Scotia and CUPE staff.

The Committee will formalize terms of reference and determine its own procedure
and processes.

The Committee will meet on an as needed basis, but no less than quarterly.

The Committee shall, among other things:

- Consult with and seek input from representatives from diverse and under-
represented groups as it relates to work within Long Term Care in Nova
Scotia.

- Research and, where reasonable, assess opportunities for and provide
recommendations for workplace education to raise awareness of,
understanding about and best practices in relation to preventing or
addressing discrimination and achieving the goals of diversity, equity and
inclusion within the workplace.

- Provide recommendations for best practices and/or share any tools to assist
Employers, the Union and/or employees in meeting the goals of diversity,
equity and inclusion in the workplace.

The Committee is advisory in nature and does not have the authority to bind an
Employer or Union.
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MEMORANDUM OF AGREEMENT

Arborstone Enhanced Care and CUPE, Local 2784
Maplestone Enhanced Care and CUPE, Local 1416

LPN Transition to New Steps and 25 Year Rate Eligibility

Any LPN who has additional years/hours to be recognized for placement on the increment
scale after year/hours 4 or after year/hours 5 or in accordance with the amended criteria
for eligibility for the 25-year rate will have 30 days from the date of ratification to provide the
Employer any additional information necessary to appropriately place the LPN.
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MEMORANDUM OF AGREEMENT

Arborstone Enhanced Care and CUPE, Local 2784
Maplestone Enhanced Care and CUPE, Local 1416

Recognition for Placement

Employees will be given recognition for previous experience for the purpose of placement
on the wage scale, if their wage scale has a wage grid, excluding the probationary rate if a
probationary rate exists. Placement is subject to submitting evidence satisfactory to the
Employer of the Employee’s previous experience in the classification for the purpose of
placement on Appendix A.

Employees employed as of date of ratification will have 30 days to submit evidence of
experience for placement on the Appendix A. Thereafter, newly hired Employee’s must
submit the evidence within 30 days of commencement of employment, failure to submit the
evidence within the timelines will result in previous experience not being considered for the
purposes of placement.

An Employee will not get credit for previous experience if more than three (3) years have
elapsed since such work has been completed.

LPNs are excluded from this Article and will have placement determined in accordance with

existing language as amended in paragraph 3 of the lead table settlement if an article
exists, if no article exists this article will apply.
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MEMORANDUM OF AGREEMENT

Arborstone Enhanced Care and CUPE, Local 2784
Maplestone Enhanced Care and CUPE, Local 1416

LPN Preceptorship

Nothing herein removes the obligation of LPNs to participate in general orientation of a new
hire.

The Parties recognize and acknowledge that every LPN has a professional responsibility to
participate in preceptor duties for other LPNs subject to the following:

a) “Preceptor” shall mean an LPN who is assigned to supervise, educate, and
evaluate LPN preceptees in a formal relationship for a pre-determined length of
time. An LPN acting as a preceptor has an assigned responsibility and accountability
for the activities and overall learning of the LPN preceptee.

b) LPNs may be required, as part of their duties, to act as Preceptors for other LPNs in
supervising activities of LPN learners, New Graduate LPNs, and newly hired LPN
and in accordance with current guidelines. LPNs will be informed in writing of their
responsibilities in relation to these preceptees and will be provided with appropriate
training as determined by the Employer.

c) In the case of student LPNs and New Graduate LPNs, any relevant information that
is provided to the Employer by the educational institution with respect to skill level of
preceptees will be made available to the LPNs supervising the preceptees.

d) An LPN who is interested in acting as a Preceptor will identify their interest to the
Employer and may be approved by the Employer. However, an LPN who is not
currently a Preceptor may be assigned Preceptor duties when required.

e) An LPN accepted by the Employer as a Preceptor may be removed by the Employer
if the LPN is not capable of performing preceptor duties. The Employer may permit
an LPN to opt out of a preceptor assignment if it is determined that the relationship
is not beneficial to both parties.

f) The Employer will endeavor to provide preceptor training to interested LPNs who will
be precepting. Training will be scheduled subject to operational requirements and
without loss of pay to the LPN. Those LPNs accepted to act as a Preceptor shall be
given first consideration for such training if needed.

g) A LPN designated as a Preceptor will be paid a premium of $1.50 for each hour
worked as an LPN preceptor.
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MEMORANDUM OF AGREEMENT

Arborstone Enhanced Care and CUPE, Local 2784
Maplestone Enhanced Care and CUPE, Local 1416

CCA Student Mentorship

The Parties recognize and acknowledge the role of a CCA in acting as a Mentor to support
education and development of students in the CCA program:

a)

b)

d)

f)

g)

“Student Mentor” shall mean a CCA who is assigned to supervise, educate, and
evaluate Students in a recognized CCA program in a formal relationship for a pre-
determined length of time. A CCA acting as a Student Mentor has an assigned
responsibility and accountability for the activities and overall learning of the Student.

CCA Student Mentors will be informed in writing of their responsibilities in relation to
these Students and will be provided with appropriate training as determined by the
Employer.

Any relevant information that is provided to the Employer by the educational
institution with respect to skill level of Student will be made available to the CCAs
mentoring the Student.

A CCA who is interested in acting as a Student Mentor will identify their interest to
the Employer and may be approved by the Employer. However, depending on need,
a CCA who is not currently a Student Mentor may be assigned Mentorship duties
when required.

A CCA accepted by the Employer as a Student Mentor may be removed by the
Employer if the CCA is not capable of performing mentorship duties. The Employer
may permit a CCA to opt out of a mentorship assignment if it is determined that the
relationship is not beneficial to both parties.

The Employer will endeavor to provide Student Mentorship training to interested
CCAs who will be acting as Student Mentors. Training will be scheduled subject to
operational requirements and without loss of pay to the CCA. Those CCAs accepted
to act as a Student Mentor shall be given first consideration for such training if
needed.

A CCA designated as a Student Mentor will be paid a premium of $1.50 for each
hour worked with a Student as a Student Mentor.
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MEMORANDUM OF AGREEMENT

Arborstone Enhanced Care and CUPE, Local 2784
Maplestone Enhanced Care and CUPE, Local 1416

Automatic Wage Adjustment (“Me too”) Unmatched Classifications

For the purposes of general economic increase automatic adjustments (“me too”) the
parties are agreed that every classification in long term care will be deemed to be in one of
the NSH bargaining units. In the event the parties determine that the equivalent
classification is not in the bargaining unit, the parties will meet to review the classifications
to determine the most appropriate placement.

Similarly for the purposes of classification adjustment automatic adjustments (“me too”), if
the equivalent unionized classification does not exist at the NSH, the parties will meet to
review the classification and determine the closest comparator. The unmatched
classification will then be entitled to the classification adjustment for the closest comparator.

If the parties are unable to determine the appropriate bargaining unit or the appropriate
comparator for an unmatched classification, the matter can be referred to an Arbitrator for
determination. The parties may agree to mediation to assist in resolution. The cost of the
arbitration will be shared equally between the parties.

Whereas the parties recognize that LTCAs are unique to long term care, the parties agree
that for the purposes of general economic increases the classification will be considered to
be in the Support bargaining unit and for the purposes of classification adjustments the
adjustments would be based on the Health Care Aide.
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