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PREAMBLE TO AGREEMENT

Both parties to this Agreement share the following objectives:

1.

1.01

1.02

To maintain a high standard of service for abused women and their dependent
children;

To promote the social, economic, legal and political conditions necessary to
alleviate and eliminate the subjugation of women and violence against them;

To improve the economic conditions of women as workers and in their retirement
years;

To transform traditional hierarchical decision-making structures of power and
control into participatory and democratic work places;

To encourage and promote co-operation and mutual support between transition
house workers, the employer and women as consumers and supporters of the
movement to end violence against women.

ARTICLE 1

PURPOSE OF AGREEMENT

The parties to this Agreement wish to establish, within the framework provided by
law, an effective working relationship based upon the principles of mutual respect
and co-operation.

The purpose of this Agreement is to:

(1)  establish the terms and conditions of employment;

(2)  promote amicable settlements of all complaints and grievances which may
arise in a prompt and equitable manner,

(3) promote joint discussions and, where possible, joint decision making in all
matters relating to working conditions;

(4)  promote the job satisfaction and security of all employees in the bargaining
unit;

(6) recognize the value of joint discussion in all matters relating to service
delivery to Bryony House consumers.



ARTICLE 2

INTERPRETATION AND DEFINITIONS*

2.01 For the purpose of this Agreement:

a)

b)

c)

d)

g)

h)

i)*

i

"Agreement" refers to the collective agreement between Halifax Transition
House Association and the Public Service Alliance of Canada.

"Alliance" means the Public Service Alliance of Canada;

"Bargaining Unit" means the employees of the employer described in Article
4 (Recognition);

"Cash" refers to monetary compensation which shall be paid by direct
deposit. Cheques may be issued at the discretion of the Employer.

A "Casual Worker" is one who is called in on an infrequent and occasional
basis to cover staff absences of women's counsellors and child care
counsellors when no employees are available. A Casual Worker is not a
member of the bargaining unit, and is therefore not covered by the
Collective Agreement;

"Continuous Employment" means uninterrupted employment with the
employer; a break in service of ninety (90) consecutive days or less shall
not constitute an interruption in continuous employment;

"Day of Rest" in relation to an employee, with the exception of a relief
employee, means a day other than a holiday on which that employee is not
ordinarily scheduled to perform the duties of her position;,

An "Emergency Child Care Counsellor Shift" is one which starts within six
(6) hours of the time leave is requested.

An "Emergency Women's Counsellor Shift" is one which starts within
twenty-four hours of the time coverage is requested.

"Employee" means a person who is a member of the bargaining unit
specified in Article 4 (Recognition);

i) A "Full-Time Employee" is a permanent employee who regularly
works full-time hours.

ii) A "Part-Time Employee" is a permanent employee who regularly
works less than the full-time hours specified in Article 29 (Hours of



k)

vi)

Work). A part-time employee is entitled to the terms of this collective
agreement as specified.

A "Job Share Employee" is a permanent employee who shares a
permanent full time position with another employee.

A "Term Employee" is one who replaces a full or part-time employee
for a specified period. The specified period of any term employee
shall not exceed twenty-four (24) months, unless there is agreement
between the employee, the employer and the local.

A term employee is entitied to all benefits provided for in this
collective agreement that are associated with the term position.
Upon completion of a term position, the Term Employee returns
to her permanent position if one exists.

A "Relief Employee" is a permanent part-time employee who is
available on a continual basis throughout the year and is called in as
required and works on an hourly basis. Relief employees are entitled
to the terms of this collective agreement as specified.

A "Grant Employee" is one who is hired for more than three months
and who is normally or primarily funded by a source other than the
employer for a specific period for a specific purpose or program and
shall be entitled to benefits mutually agreed to between the
employer, union and where applicable, the funding source prior to
securing funds and hiring. The utilisation of grant employees shall be
limited to work of a short-term nature, and unless otherwise agreed
to by the parties, work of a nonrecurring nature.

In accordance with Article 41.13, an employee who occupies another
position for a specified period remains a member of the bargaining unit and
is entitled to all benefits provided for in this collective agreement.

i)
i)

ii)*

"Employer" means the Halifax Transition House Association;

"Board of Directors" means the Board of the Halifax Transition House
Association;

"Executive Director" is the person managing Bryony House on
behalf of the employer; the Executive Director is not a member of
the bargaining unit; the Executive Director may act as a designate
of the Board;



3.01

3.02

4.01

"Local", otherwise known as PSAC 80022, consists of the members of the
bargaining unit as represented by those named in accordance with the
provisions of Article 9.01;

m)  "Medically Certified Sick Leave" is sick leave that has been authorized, in

writing, by a health care professional licensed by the province of Nova
Scotia. A certificate from an alternative health care professional may be
accepted by the Employer at its discretion.

n) "Partner" means a person of either gender, with whom an employee lives
as a couple;
o) "Time in Lieu" means leave with pay in lieu of cash payment for

compensation at the overtime or straight time rate where specified in this
Agreement. The duration of such leave shall be equal to the time worked
multiplied by the applicable overtime rate (or straight time rate where
specified). The rate of pay to which an employee is entitled during such
leave shall be based on the employee's hourly rate of pay in effect on the
day immediately prior to the day on which leave is taken;

p) "Union" means the Public Service Alliance of Canada and the local to which

the members of this bargaining unit belong;

ARTICLE 3

MANAGEMENT RIGHTS

The union recognizes and agrees the employer has and shall retain the
exclusive right to manage its operations and direct the workforce in all respects
to the extent that its rights are abridged or limited by the express provisions of
this Agreement.

The responsibilities set forth in this section shall be exercised in conformity with
other provisions of this Agreement and in a fair and reasonable manner.
ARTICLE 4

RECOGNITION*

The employer recognizes the Alliance as the exclusive bargaining agent for the
bargaining unit described in the certification order issued by the Labour
Relations Board as LRB No. 3393, dated January 29, 1988, amended by LRB
No. 4084 dated April 30, 1993.



4.02* No Bargaining Unit employee shall be required or permitted to make a written
or verbal agreement with the employer that conflicts with the terms of this
Agreement.

ARTICLE §

WORK OF THE BARGAINING UNIT*

5.01* Persons not covered by the terms of this Agreement shall not perform duties
normally assigned to those employees who are covered by this Agreement,
with the following exceptions:

a)* The employer does not expect or intend for the Executive Director to do
work which is normally carried out by members of the bargaining unit.
However, occasions will arise (such as on the job training or coverage in
emergency situations when employees are not readily available), that in
the employer's judgement the Executive Director must perform work
normally carried out by members of the bargaining unit. These occasions
should be deemed as exceptions rather than the norm.

b) Volunteers and students shall not be used to do the work of the bargaining
unit without mutual consent of the parties.

Notwithstanding the above, the parties recognize the benefit of student
practicum placements. Student practicums shall be arranged with the
agreement of the employer and the local.

The parties also recognize the benefit of volunteers, particularly, the
involvement of women among whom will be former users of the service, in
supporting other women in crisis. The parties agree to pursue a mutually
agreed upon volunteer policy. A volunteer programme will be developed
as resources permit.

c) When no bargaining unit employees are available Casual workers may be
called in on an infrequent or occasional basis to work as women's or child
care counsellors. A list of qualified Casual workers shall be maintained.
These workers shall not necessarily be called in any order of rotation. The
parties agree to consult from time to time on the number of workers on the
list and any problems that develop through use of Casual workers. Where
time permits, Casual workers shall be identified by a hiring committee. The
hiring committee shall have staff representation.

5.02 The employer agrees that all work or services ordinarily performed by members
of the bargaining unit shall not be subcontracted, transferred, leased, assigned



5.03

5.04

5.05*

5.06*

or conveyed, in whole or in part, to any person, company or non-bargaining unit
person, except where mutually agreed to by the employer and the union.

All rights, benefits, privileges and working conditions of employees as of the
date of signing of this Agreement shall continue so long as they are not
inconsistent with this Agreement, but may be changed by mutual consent of
the employer and the Alliance.

The parties agree to maintain the current complement of four relief women's
counsellors and two relief child care counsellors and that only through mutual
agreement shall this complement be altered.

a) The Employer and the Bargaining Unit agree that to the extent possible,
arrangements shall be made to cover all absences of Women's
Counsellors and Child Care Counsellors. The position of Household Co-
ordinator shall be covered by trained relief Staff in her absences for all
scheduled hours. On designated paid holidays, the Household
Coordinator and Executive Director will determine whether
Household Coordinator coverage is needed, based on operational
requirements. No reasonable request will be denied. Relevant clauses
in Article 28 will apply. The trained Relief Staff shall decide amongst
themselves how these shall be fairly distributed. If no Relief Staff are
available, shifts will be offered to other staff who have been trained,
including non-union casuals.

b) It is recognized that there will be occasions when it shall become
necessary or desirable to cover other positions as a result of staff
absences. The parties agree to consult on identifying these instances, the
process for providing coverage and to discuss related training needs.

No member of the bargaining unit shall fill more than one bargaining unit position
at any one time, if, upon review, the Executive Director determines that the
time demands of one position interferes with the time demands or
operational requirements of the other, and/or the combination of the two
requires the employee to work over seventy (70) hours per pay period or
results in any other incremental cost to the Employer because the
employee occupies more than one bargaining unit position.



6.01

6.02

6.03

6.04

6.05

6.06

6.07

ARTICLE 6

UNION SECURITY AND CHECK-OFF

All employees, as a condition of continuing employment, shall become and
remain members in good standing of the union, according to the constitution of
the union. All future employees shall, as a condition of continued employment,
become and remain members in good standing in the union within thirty (30)
days of commencing employment.

Subject to the provisions of this article, the employer shall, as a condition of
employment, deduct amounts equal to the monthly union dues and any
assessments levied by the union from the bi-weekly earnings of all employees
in the bargaining unit.

An employee or future employee who declares in an affidavit that:

a) she is a member of a religious organization registered under the /ncome
Tax Act, and

b) the doctrine of her religious organization prevents her as a matter of
conscience from joining a union or making financial contributions to the
union, and

c) she shall make a contribution to a charitable organization of her choice
equivalent to union dues

shall not be subject to the provisions of this article provided that the affidavit
submitted by the employee shows the registered number of the religious
organization and is countersigned by an official representative of the religious
organization involved.

The Alliance shall inform the employer in writing of the authorized monthly
deduction to be checked off for each employee.

For the purpose of applying Clause 6.02, deductions from earnings for each
employee in respect of each calendar month shall start with the first full
calendar month of employment to the extent that earnings are available.

The amounts deducted in accordance with Clause 6.02 shall be remitted to the
Finance and Administration Branch of the Alliance by cheque within one month
after deductions are made and shall be accompanied by particulars identifying
each employee and the deductions made on the employee's behaif.

The Alliance agrees to indemnify and save the employer harmless against any
claim or liability arising out of the application of this article, except for any claim



6.08

6.09

6.10

6:11

7.01

7.02

7.03

or liability arising out of an error committed by the employer limited to the
amount actually involved in the error.

The employer shall report the amount of union dues paid in the calendar year
on each employee's income tax T4 slip.

The employer agrees to make deductions for other purposes on the basis of
signed authorization of the employee.

Prior to making an offer of employment, the employer shall advise the
candidate of the provisions of this Article. All employment advertisements will
state "Bryony House is a unionised workplace".

Employees covered by this Agreement shall have the right to refuse to cross a
picket line. No employee shall be disciplined for exercising this right.
Furthermore, the employer agrees that it will not request, require or direct
employees, students or volunteers to cross a picket line or perform work
resulting from a strike that would normally have been carried out by workers
involved in the strike.

ARTICLE 7

INFORMATION

The employer shall provide the Secretary of the local with a quarterly report
giving the names of each employee hired, transferred or terminated since the
last report. Exceptions to this requirement shall be when there have been no
changes since the last report.

An employee is entitled, at reasonable intervals, to be informed of the balance
of her vacation, time in lieu and sick leave credits. This information shall be
provided by the employer semi-annually (on April 1st and October 15th), and
at reasonable intervals when requested by the employee.

The employer agrees that there shall be only one personnel file for each
employee. An employee shall have the right upon reasonable notice to have
access to and review her personnel file, have the right to have union
representation present and shall have the right to respond in writing to any
documents, reports, evaluations or other things contained therein. Such reply
shall become part of the record. Upon request, an employee shall have a right
to a copy of any item in her personnel file. The right to review an employee's
personnel file, and to secure copies of any items, may be exercised by the
union representative if the employee so consents in writing.



7.04

7.05

7.06

7.07

8.01

8.02

Within fourteen (14) calendar days of receipt of a request by the union, the
employer shall make available to the union any information which it has in its
possession and which the union considers pertinent for collective bargaining
purposes. Without limiting the generality of the foregoing, such information shall
include: budgetary statements, job descriptions, positions in the bargaining
unit, job classifications, wage rates, financial information pertaining to pension
and benefit plans. The request from the union may be made within the six (6)
months immediately preceding the expiration of this collective agreement or at
the time notice to bargain is given.

Copies of all changes in policies, rules or regulations adopted by the Board of
Directors affecting employees in the bargaining unit shall be forwarded to the
local.

The employer agrees to provide a copy of the collective agreement to every
new employee.

Copies of all proposed or adopted motions, briefs, resolutions, by laws or rules
and regulations of the Municipal, Provincial, or Federal government or her
respective advisory boards or agencies which affect the members of this union
and/or the general provision of shelter to abused women and children, received
by either party shall be maintained in an open file to which the employees have
access.

ARTICLE 8

BOARD OF DIRECTORS*

The employer agrees to allocate three permanent seats on the Board of
Directors for employee representatives who shall be selected by the members
of the bargaining unit.

An employee representative to the Board shall have the same rights and
responsibilities as other members of the Board. The parties agree that in the
interest of free collective bargaining, the employee representatives shall absent
themselves from such discussions at Board meetings and shall have no vote
on the motions presented in relation to the collective bargaining of the
employee's collective agreement. The Board shall give the employee
representatives reasonable advance notice of the meeting and topic where they
will not be required to participate.

When an employee representative is scheduled to work during the time of a
Board meeting, the employer shall grant leave with pay so that she may attend.



8.03*

8.04

9.01

9.02

9.03

9.04

10.01

10.02

Committee Meetings

The employer agrees that it is desirable to have staff representation on all
Board and House Committees. Staff representatives shall be excluded from
discussions pertaining to Union correspondence, personal employee issues,
and management's interpretation of the Collective Agreement as per the new
terms of reference for the Labour / Management Committee. The employee
representatives on these committees shall receive all minutes, policies and
reports coming from these committees. Space in the main office shall continue
to be provided to store this information so that it shall be available to all staff.

Board meetings shall be open to all members of the bargaining unit.

ARTICLE 9

APPOINTMENT OF EMPLOYEE REPRESENTATIVES

The employer acknowledges that only the Alliance or the local may appoint or
otherwise select employees as representatives.

The local may choose one steward to assist in processing grievances.

The local reserves the right to select an alternate to replace the designated
steward.

The local President or her designate shall provide the employer with a list of
the local's officers and representatives and of any revisions that may be made
from time to time.

Local employee representatives are entitled to the assistance of
representatives of the Alliance or any of its advisors when dealing with or
bargaining with the employer.

ARTICLE 10

USE OF EMPLOYER FACILITIES

Reasonable space on bulletin boards in convenient locations shall be made
available to the union for the posting of information.

The employer shall also continue its present practice of making available to the

union specific locations on its premises, for the placement of reasonable
quantities of literature.

10



ARTICLE 11

ILLEGAL STRIKES AND LOCK-OUTS

11.01 There shall be no strikes or lock-outs during the life of the Agreement.

ARTICLE 12

NO DISCRIMINATION*

12.01* The Employer, the union and the employees agree that there shall be no
discrimination on the basis of:

a)
b)
c)

12.02* a)*

age;
race;

creed;

religion;

colour;

sex;

sexual orientation;

gender identity;

gender expression;

physical disability or mental disability;

an irrational fear of contracting an iliness or disease;

ethnic, national or aboriginal origin;

family status;

marital status;

source of income;

political belief, affiliation or activity;

union activity or membership;

place of origin;

place of residence;

physical appearance or attributes;

pregnancy or pregnancy-related conditions;

an individual's association with another individual or class of individuals
having characteristics referred to in (a) through (u).

or any other prohibition established by the Human Rights Act,
R.S.N.S,, c. 214.

The union and the employer are committed to employment equity in the

workplace. The parties agree to co-operate in the formulation and
implementation of a comprehensive employment equity action program.

11



12.03*

13.01

13.02

13.03

13.04

That policy shall be included in the collective agreement and be binding
on the parties.

b) To this end, a joint employment equity committee shall be established
to review all aspects of employment for evidence of differential or
discriminating treatment of employees by any of the characteristics
listed in 12.01 and to recommend the necessary measures for
eliminating such practices.

c) The joint committee shall have an equal number of employer and union
representatives. Meetings shall be held on a regular basis.

The Parties agree that all provisions of this Article 12 are subject to all
provisions of the Workplace Diversity / Employment Equity MOA. In the
case of conflict between the MOA and Article 12, the provisions of the

MOA shall apply.

ARTICLE 13

HARASSMENT*

The employer is responsible for providing a harassment-free environment
and agrees to implement strategies designed to create and maintain a
harassment-free workplace. The employer agrees to take appropriate
action on becoming aware of a harassment (or potential harassment)
situation. The Union and the employees shall support the employer in
providing a harassment free workplace.

The parties agree to abide by the terms of the Workplace Harassment,
Bullying and Abuse of Power Policy: Halifax Transition House Association.

The parties to this Agreement agree that harassment shall not be tolerated
in the workplace. Any allegations of harassment shall be addressed
through the Workplace Harassment, Bullying and Abuse of Power Policy
and/or the Grievance Procedure (as per Article 43). An employee, who after
investigation in accordance with the Policy, is deemed to be in violation of
the Policy, may be subject to disciplinary action. Any disciplinary action
taken under this Article shall be subject to Article 43.

The union, employees and employer recognize that every employee can
expect to be treated fairly in a working environment free of harassment.
Any behaviour which denies individuals her dignity and respect is
offensive and unacceptable. A single incident may constitute harassment. It
is not necessary that the conduct be ongoing.

12



14.01

14.02

14.03

14.04

15.01

ARTICLE 14
SENIORITY

Subject to the following provisions, seniority is defined as the total length of
continuous employment with the employer in any position(s) in the
bargaining unit.

With the exception' of relief employees and on completion of the
probationary period, seniority shall be dated from the employee's first day of
work in the bargaining unit.

For relief employees, on completion of the probationary period, seniority
shall be based on the number of hours worked. However, for the purposes
of determining accumulated seniority to be carried over into a full-time, part-
time or job share position, accumulated seniority shall be the lesser of:

i)  the total number of hours worked in the bargaining unit, divided by 910;
and

i) the number of years worked in the bargaining unit.

The employer shall prepare a seniority list as at April 1 of each year. With
the exception of relief employees, the list shall show for each employee the
job group, the date upon which the employee commenced work, and the
employee's adjusted seniority date. Where two or more employees
commence work on the same day, those employees' seniority relative to
each other shall be based on the date of application for employment. For
relief employees, the list shall show the employee's job group and the total
number of hours worked to the effective date of the seniority list. An up-to-
date seniority list shall be sent to the union and posted in April of each year.

ARTICLE 15

TERMINATION / REINSTATEMENT

An employee shall lose her seniority under this Agreement and he services
shall be terminated if:

a) she resigns in writing and does not withdraw her resignation within

five (5) days of its submission. Reinstatement shall be at the
employer's discretion which shall not be unreasonably exercised;

13



15.02

156.03

16.01

16.02

b) she is discharged for just cause and is not reinstated,

C) she has been laid-off for a continuous period in excess of twelve (12)
months;
d) she has been laid off and is recalled to work and fails to return to

work or to give in writing valid reasons for her inability to do so within
five (5) working days of the date she has been requested by the
employer in writing by registered mail or receipted courier delivery to
return to her former position or comparable position for which she is

qualified;

e) she overstays a leave of absence granted by the employer in writing
by more than five (5) working days without securing an extension of
such leave;

f) she absents herself from her work for more than five (5) working

days, without securing leave of absence or without producing
evidence of a valid reason satisfactory to the employer,

g) she is a term employee and it is the end of the specified period of
employment which has not been extended by mutual agreement;

h) she is a grant employee and it is the end of the specified period of
employment.

An employee who is laid off shall retain the seniority she accumulated prior
to the lay-off. However, seniority shall not accumulate while she is on the
recall list.

Although an employee loses her seniority upon termination, the employer
shall credit the employee with one half of any previously accrued seniority if
she resumes employment within one year following termination.

ARTICLE 16

LEAVE FOR UNION BUSINESS

Subject to operational requirements and on reasonable advance notice, a
union representative shall be granted reasonable leave with pay to
investigate employee complaints of an urgent nature (l.e., that cannot wait
until the end of the shift).

The parties recognize that the scheduling of employees is such that it may
be difficult for grievance meetings to be held during working hours. Where
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operational considerations permit such meetings to be held during working
hours, the employer shall grant leave with pay to employees (including the
union representative) to participate in grievance meetings with the employer.
Otherwise, grievance meetings shall be scheduled at a time outside working
hours and every reasonable effort shall be made to schedule them at a time
convenient to all concerned, but employees shall not be paid for attendance
at these meetings.

The employer shall permit a union representative to meet with a new
employee for a maximum of thirty (30) minutes during the new employee's
orientation for the purpose of familiarizing the new employee with the union.
The union representative shall suffer no loss of pay when the meeting takes
place during her regularly scheduled working hours.

The employer shall grant leave with pay to an employee who is a party in an
arbitration or who is called as a witness on behalf of the Alliance in
proceedings before the Labour Relations Board (Nova Scotia).

Subject to operational requirements and on reasonable advance notice, the
employer shall grant leave without pay to two (2) employees for the purpose
of preparing for and attending contract negotiation meetings on behalf of the
Alliance.

Subject to operational requirements and on reasonable advance notice, the
employer shall grant leave without pay to a reasonable number of employees
to attend Alliance National Board of Directors' meetings, conferences,
conventions and meetings of the Alliance, Canadian Labour Congress, Nova
Scotia Federation of Labour and the District Labour Council.

Subject to operational requirements and on receipt of reasonable advance
notice, the employer shall grant leave without pay to a reasonable number
of employees who exercise the authority of a representative on behalf of the
Alliance to undertake training related to the duties of a representative. Where
the union training is considered staff training and development, the employer
may grant leave with pay.

Subject to operational requirements and on reasonable advance notice, the
employer shall grant leave without pay to a union representative for the
purpose of doing work on behalf of the Alliance or the union.

Leave without pay granted under this article of one (1) month or less shall
be counted for purposes of seniority and service related benefits, such as,
vacation leave and sick leave. Leave without pay under this article of
between one month and three (3) months or less shall be counted for the
purpose of seniority and continuous employment in the calculation of
vacation leave entitiement. On returning to work within three (3) months of
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beginning a leave without pay under this article, an employee shall be
reinstated in the position that she held prior to the leave.

The employer agrees to continue payment of wages and benefits to
employees on leave without pay under this article, subject to the necessary
approval of the Alliance or the local, as the case may be. The Alliance or the
local, as the case may be, agrees to reimburse the employer accordingly.

ARTICLE 17

STAFF TRAINING AND DEVELOPMENT*

The employer agrees to make every reasonable effort to encourage and
support staff training and development.

The employer shall maintain a collection of books and other resources on
issues concerning violence against women and children, and make them
available to employees.

The employer shall endeavour to keep staff informed of new developments,
services and information relevant to the users of the services of Bryony
House through posting of notices in the main office or on the bulletin board
and by email.

The employer shall provide on-the-job training and related staff development
opportunities such as seminars, courses and conferences. Notices of
relevant staff training opportunities shall be posted in the main office or on
the bulletin board.

To provide training opportunities, the employer shall allocate a reasonable
sum of money in the budget each year to be used for staff training and
development. The Employer agrees to maintain the current practice of
allocating to staff development all money received from funding sources for
that purpose. The employer further agrees to continue to allocate additional
resources in the amount of two hundred ($200) dollars for each employee
per year to a maximum of six hundred ($600) dollars. Employees shall be
notified on an annual basis of the balance carried forward. In the event of a
shortage of funds the parties agree to meaningfully consult on ways and
means to deal with this issue. Expenditures from an employee’s
individual education fund shall be made after consultation between the
employee and the Executive Director. No reasonable request shall be
denied.

Expenditures from the fund shall be made on the recommendations of the
Executive Director or a designate appointed by the Board.

16



17.07

18.01*

18.02

In making decisions concerning staff training and development, the
committee shall take into account the following factors:

a)

b)

the current and future needs of the employer's services;

the benefits to consumers;

the professional development requests of individual employees;
the wishes of any employee affected; and

fairness between all employees.

ARTICLE 18

VACATION LEAVE*

Full-time employees shall earn vacation leave credits at the following rates
for each month of service:

a)

b)

d)

e)*

one and one-quarter (1.25) working days (10 hours) per month if the
employee has completed less than three (3) years of continuous
employment;

with an increase to one and two-thirds (1.676) working days (13.36
hours) per month after the employee has completed three (3) years of
continuous employment.

with an increase to two (2.0) working days (16 hours) per month after
the employee has completed ten (10) years of continuous employment.

with an increase to two and a quarter (2.25) working days (18 hours)
per month after the employee has completed fifteen (15) years or more
of continuous employment.

Upon the effective date of this collective agreement the employer
shall administer vacation leave on the basis of its fiscal year, April
1st to March 315t of each year. No employee shall lose any vacation
entitiement by virtue of this change.

Part-time employees (with the exception of relief employees) shall earn
vacation leave credits at the above rates prorated to the hours worked in the
month, at the rate in Article 18.01 determined by her length of continuous
employment.
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18.06

18.07
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18.09

With respect to the earning of vacation leave credits, for the purpose of
calculating the length of continuous employment to be carried over into a full-
time, part-time or job share for relief employees, every 910 hours is the
equivalent of one year of continuous employment.

An employee is entitled to vacation leave with pay to the extent of her earned
credits. An employee's first vacation year begins on her date of hire and is
prorated. Subsequent vacation years are calculated by fiscal year.

The employer shall make every reasonable effort to schedule an employee's
vacation for a time acceptable to the employee. However, every employee
must spend at least seven (7) consecutive days per vacation year away from
the workplace. This period may include vacation leave and scheduled days
off.

Applications for vacation leave shall normally be made at least fourteen (14)
days in advance of the anticipated commencement of the leave. Provided
that the employee requesting the leave can arrange suitable coverage for
her shifts during the period of leave, the employer may grant vacation leave
on shorter notice.

It is agreed that the periods June 1 to September 15 and December 15 to
January 5 are preferred vacation periods. For vacation leave during these
periods, employees shall submit her vacation requests at least one month in
advance of the start of the preferred vacation period; (i.e., by May 1 and
November 15 respectively). Within fifteen (15) days of receipt of vacation
leave requests from all employees, the employer shall post a vacation leave
schedule, for the preferred vacation period. Late requests shall be granted if
the employee requesting the leave arranges suitable coverage for her shifts
during the period of leave. In cases of conflicting requests, the employees
involved shall be afforded the opportunity to resolve the conflict. Failing
resolution of the conflict, vacation leave shall be granted on the basis of
seniority, but previously granted leave shall not be cancelled. All employees
shall be given an opportunity to receive at least one (1) week of vacation
leave between June 1 and September 15.

Once an employee's vacation leave has been scheduled and approved in
accordance with this Article, that vacation period may not be displaced by a
more senior employee.

The employer shall give an employee as much notice as is practicable and
reasonable, of approval or denial of a request for vacation leave.
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19.03

Where, in respect of any period of vacation leave, an employee is granted
medically certified sick leave, the period of vacation leave displaced shall
either be added to the vacation leave or reinstated for use at a later date.

Where in any vacation year an employee has not taken all of the vacation
leave credited to her, the unused portion of her vacation leave shall be
carried over into the following vacation year during which time it shall be
taken.

No employee shall be required to return to duty after she has begun a period
of vacation leave.

When an employee dies or otherwise ceases to be employed, she or her
estate shall be paid an amount equal to the earned but unused vacation
leave credits multiplied by her daily rate of pay at the time of termination of
her employment.

Relief employees shall receive vacation pay equal to six point six percent
(6.6%) of her previous two weeks' earnings in lieu of vacation leave with pay.
On request of a relief employee, she shall be granted, during each year, up
to three weeks' vacation leave without pay. The scheduling of such vacation
leave for relief employees shall be based on seniority and subject to
operational requirements.

When an employee is on unpaid leave no vacation credits shall accrue.

ARTICLE 19

SICK LEAVE*

Full-time employees shall earn sick leave credits at the rate of one and one-
quarter (1.25) days for each month of service, to a maximum of ninety (90)
days.

Part-time employees, (with the exception of relief employees) shall earn sick
leave credits at the above rate for each month of service, pro-rated to the
number of hours worked during the month, to a maximum of ninety (90) days.

A full-time or part-time employee shall be granted sick leave with pay when
she is unable to perform her duties because of illness or injury, or because
of the nature of the work, she requires time off for employee well ness. Sick
leave with pay shall be granted to the extent of sick leave credits she has
earned pursuant to the provisions of Article 19.01 and 19.02.
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19.04*

19.05*

19.06

19.07*

19.08

19.09

An employee who shall be absent from work due to illness or injury is obliged
to inform the on-duty staff as soon as possible so that a replacement can be
arranged. Such notice shall be given at least two (2) hours before the
commencement of the shift unless there were extenuating
circumstances which prevented such notice.

a) An employee shall be required to produce a certificate from a
medical practitioner of the employee's choice for any illness in
excess of five (5) consecutive days, certifying that the employee
was unable to carry out her duties due to illness. If there is any
charge for the certificate it shall be at the employer's expense.

b) The parties agree that when an employee seeks an
accommodation, the employee has the responsibility to
communicate with the union and employer and to supply job-
relevant medical information which shall include functional
limitations and residual capabilities of the employee. The
employee also has a responsibility to assist in identifying and
implementing an appropriate accommodations. Necessary
accommodation required in the workplace shall occur up to the
point of undue hardship for the Employer.

Where, in respect of any time in lieu leave, an employee is granted medically
certified sick leave the period of time in lieu displaced shall be restored to
the extent of any sick leave granted.

Pursuant to 19.05 (a), the employer may approve an advance of sick leave
credits for up to five (5) days where the employee has not accumulated
enough sick leave credits for the sick leave she requires. An advance of sick
leave credits shall be deducted from future sick leave credits or, if
employment is terminated before the advance is repaid, by deduction from
compensation owed to the employee. If, upon termination of employment,
there is insufficient monies owing to cover any remaining unpaid
advance, the sum outstanding is a debt due and owing to the employer.
In exceptional circumstances, as determined by the employer, the employer
may approve an advance of sick leave credits for up to fifteen (15) days.

An employee may be granted additional sick leave without pay upon request
for a reasonable period of time agreed upon between the employer and the
employee. When the leave is granted, the employer shall grant an equal
extension to the term employee.

Sick leave credits earned but unused by an employee prior to a period of

approved leave without pay shali be restored to the employee on her return
to work.
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Sick leave without pay of three (3) months or less shall be counted for
purposes of seniority.

When an employee is on unpaid leave no sick leave credits shall accrue.

ARTICLE 20

BEREAVEMENT LEAVE*

For the purpose of this article, immediate family is defined as father, mother
(or alternatively stepfather, stepmother, or foster parent), brother, sister,
(including step brother or step sister), partner, child, (including child of
partner), foster child or ward of the employee, grandparent, grandchild,
partner's father or mother, relative with whom the employee permanently
resides and any other person residing with the employee at the time of death
or imminent death.

The employer agrees to seriously consider requests for bereavement leave
where cultural traditions create important family relationships not described
in Clause 21.01. Such requests shall not be unreasonably denied.

When a member of the immediate family of a full-time or part-time employee
(with the exception of relief employees) dies, the employee shall be entitled
to five (5) consecutive working days (defined as days on which she is
scheduled to work) leave with pay.

A full-time or part-time employee (with the exception of relief employees) is
entitled to one (1) day's bereavement leave in the event of the death of the
employee's child's partner, employee's step child's partner, brother-in-law or
sister-in-law, partner's brother or sister.

An employee entitled to bereavement leave under Article 20.03 or 20.04 may
take additional bereavement leave with pay for up to two (2) days for the
purpose of travel in connection with the death.

It is recognized by the parties that the circumstances which call for leave in
respect of bereavement are based on individual circumstances. Upon
request, the employer may, after considering the particular circumstances
involved, grant leave with or without pay for a period greater than that
provided for above.

If, during a period of time in lieu or vacation leave, an employee is bereaved
in circumstances under which she would have been eligible for bereavement
leave with pay under Article 20.03 or 20.04, the employee shall be granted
the applicable bereavement leave and her time in lieu or vacation leave
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credits shall be restored to the extent of any bereavement leave with pay
granted.

If a relief worker is scheduled to work and then must give up the shift(s)
for the purpose of bereavement, she shall be granted leave with pay for
up to two (2) scheduled shifts for immediate family or those described
in 20.04.

ARTICLE 21

MATERNITY AND PARENTAL LEAVE

An employee who has completed the probationary period is entitled to
maternity leave without pay for a period of seventeen (17) weeks beginning
no sooner than sixteen (16) weeks before the expected date of delivery and
not later than the date of delivery.

The employer may require the employee to submit a medical certificate
setting out the expected date of delivery.

During a period of pregnancy, childbirth or recovery from childbirth, an
employee may use her sick leave credits to the extent that she is medically
unable to work.

An employee shall inform the employer in writing of her plans for taking
maternity leave at least four (4) weeks in advance of the anticipated date of
commencement of her maternity leave, unless there is a valid reason why
such notice cannot be given.

An employee who has completed the probationary period and who becomes
a parent through the birth of a child or children, through the birth of a partner's
child or children, or through the placement of a child or children in the care
of the employee or partner for the purpose of adoption pursuant to the law
of the Province, is entitled to parental leave without pay for a period of up to
thirty-seven (37) weeks upon giving at least four (4) weeks notice in writing
(unless there is valid reason why such notice cannot be given) to the
employer of the date that she shall begin the leave and the date she shall
return to work.

Where an employee takes parental leave coupled with maternity leave, the
parental leave must begin on the day following the termination of maternity
leave and without the employee's returning to work. Except in special
circumstances granted by Article 21.09, the total combined maternity and
parental leave shall not exceed fifty-two (52) weeks.
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Where an employee takes parental leave in the absence of maternity leave,
the parental leave must begin on the date of acceptance of custody of a child
by the employee or employee's partner.

Where an employee has begun maternity or parental leave and the child to
whom the leave relates is hospitalized for a period exceeding or likely to
exceed one (1) week, the employee is entitled to return to work and defer
the unused portion of the maternity or parental leave until the child is
discharged from the hospital. An employee is entitled to only one interruption
and deferral of the entire period of leave. The employee shall give the
employer written notice of her plans, as much in advance as possible.

On request of the employee, and at the discretion of the employer, the
period(s) of leave under this article may be extended. When the leave is
granted, the employer shall grant an equal extension to the term employee.

During any period of maternity or parental leave, an employee is entitled to
maintain participation in any benefit plan in which she participated prior to
the commencement of the leave. Where an employee opts in writing to
maintain participation in the benefit plan, she shall enter into an arrangement
with the employer to pay the cost required to maintain the benefit plan,
including the employer's share thereof.

Upon request, an employee, who takes maternity or parental leave, shall be
informed by the employer in writing of every employment, promotion or
training opportunity which arises during the leaves and for which the
employee is qualified.

When an employee returns to work upon the expiry of maternity or parental
leave, she shall resume work in the position she held immediately before the
leave began or, where that position is not available, in a comparable position
with not less than the same wages and benefits, and with no loss of seniority
or benefits accrued to the commencement of the leave.

ARTICLE 22

LEAVE FOR FAMILY RELATED RESPONSIBILITIES

Subject to Clause 22.02, the employer shall grant each employee up to three
(3) days leave with pay per year for family-related responsibilities. Family-
related leave does not accumulate from year to year.

Relief employees are not eligible for leave under this article. The period of

leave for permanent part-time, term and grant employees shall be prorated to
the hours worked or period of employment, as the case may be.
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For the purposes of this article, family is defined as partner, dependent
children (including partner's children or foster children) parents (including
partner's parents, step-parents or foster parents) grandparents or any relative
for whose needs no one except the employee can provide.

For the purposes of this article, family-related responsibilities include caring
for a sick family member, accompanying a family member to a medical or
dental appointment or an appointment with school authorities or adoption
agencies, or for the purposes of spousal union.

"Purposes of spousal union" include those situations relating to marriage or
some other ceremony in which an employee may choose to participate for
the purposes of affirming a commitment to a spousal relationship with another
person. An employee may utilise up to three (3) days leave for these
purposes.

An employee who has exhausted her leave under this article may, if she
requires further leave for family-related responsibilities, use any of her own

sick leave to care for a sick family member or to accompany a family member
to a medical or dental appointment.

ARTICLE 23

LEAVE FOR PERSONAL NEEDS

An employee who has completed two (2) years of employment with the
employer may be granted leave without pay for personal needs, subject to

operational requirements, for a period of up to one (1) year on the following

basis:

(a) written application must be made at least two (2) months in advance of
the desired commencement date of the leave, setting out the proposed
commencement and termination dates of the leave;

(b) approval of any leave, including the commencement and termination
dates of the leave, shall be given by the employer in writing.

On request of the employee and at the discretion of the employer, the period

of leave may be extended beyond one (1) year in exceptional circumstances.

"Personal needs" includes, but is not limited to, care and nurturing of children,

relocation of partner, employee education, care of an ailing parent and

employee well ness.
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At least four (4) weeks prior to the termination of the leave, the employee shall
contact the employer to confirm the details of her return to work.

Leave without pay under this article of three (3) months or less shall be counted
for the purpose of seniority and continuous employment in the calculation of
vacation leave entitlement.

During any period of leave without pay under this article, an employee is
entitled to maintain participation in any benefit plan in which she participated
prior to the commencement of the leave. Where an employee opts in writing to
maintain participation in the benefit plan, she shall enter into an arrangement
with the employer to pay the cost required to maintain the benefit plan, including
the employer's share thereof.

An employee who has completed one (1) year of employment with the
employer may be granted leave without pay under this article in order to accept
a "grant position" with the employer.

When the leave granted is extended at the request of the employee and at the
discretion of the employer the employer shall grant an equal extension to the
term employee.

ARTICLE 24

SPECIAL LEAVE

At the request of an employee, the employer shall grant leave with pay and
without loss of benefits under the following circumstances:

a) serious fire, flood or similar emergency in the employee's residence or
other serious household or domestic emergency ... one (1) day;

b) divorce ... one (1) day;

c) time required to write examinations to upgrade the employee's
employment qualifications as they relate to the work of Bryony House.

The employer may grant additional leave with pay other than that specified
above.

Notwithstanding Article 18.06, when requested by the employee, the employer
shall grant vacation leave in the event an employee is moving her own
household, has household or domestic emergencies or is attending a hearing
to become a Canadian citizen.
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ARTICLE 25

WITNESS AND JURY DUTY

The employer shall indemnify employees against loss of pay and benefits for
regularly scheduled shifts on account of absence due to jury duty or witness
duty (in cases where the employee is under subpoena in court proceedings),
and any employee so indemnified shall, in turn, remit to the employer any fees
received on account of such service as a juror or witness.

ARTICLE 26

INJURY ON DUTY

Injury-on-duty/Work Related lliness

Subject to 26.05, all employees shall be covered by the Nova Scotia Workers'
Compensation Act. An employee who is absent from work with a compensable
injury shall not be terminated until two years have elapsed or unless the
employee shall not be able to return to work.

Pending receipt of payments from Workers' Compensation, an employee who
is unable to perform her duties because of an injury incurred in the performance
of her duties or iliness which is compensable under the Nova Scotia Workers'
Compensation Act shall receive advances equivalent to the amounts she would
be entitled to receive from the Workers' Compensation Board if the employee
agrees to remit to the employer any amount received by her in compensation
for loss of pay from Workers' Compensation for the same period. The amount
of the advances may be limited by the employer, to the employee's sick leave
credits at the commencement of the disability.

The employer shall continue to pay its share of the cost of the employee’s
Group Benefit Plans while the employee is in receipt of Workers' Compensation
benefits so long as the employee continues to pay her share of the cost of the
plans.

If the employee's claim is refused by the Workers' Compensation Board, the
employee shall be granted sick leave in accordance with the provisions of
Article 19 (Sick Leave).

The Employer shall make every reasonable effort to continue coverage under

Workers' Compensation. However, in the event that the employer experiences
large and unusual increases in its cost for Workers' Compensation, the
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27.01

28.01*

28.02

employer shall consult forthwith with the employees and provide the following
information:

a) the premium paid by the employer prior to the increase;

b) the amount of the increase being proposed;

On mutual agreement of the parties, the employer may discontinue coverage.
The funds will be reallocated within the budget based on the recommendation
of the Finance Committee and approval of the Board.

ARTICLE 27

RELIGIOUS LEAVE

At the request of an employee and short of undue hardship on the employer,
reasonable time off with pay shall be granted to observe religious occasions in
accordance with the employee's religious beliefs. Time off granted under this
article shall be made up in a manner which is reasonable to both the employee
and the employer at the employee's straight time rate of pay.

ARTICLE 28

DESIGNATED PAID HOLIDAYS*

The following days shall be designated paid holidays for employees with the
exception of relief employees:

a) New Year's Day
b) Heritage Day

c) Good Friday

d) Easter Monday

e) Victoria Day

fy  Canada Day

g) Natal Day

h) Labour Day

i)  Thanksgiving Day
j)  Remembrance Day
k) Christmas Day

)  Boxing Day

An employee may substitute International Women's Day for one of the holidays
listed in 28.01, but must elect to do so in writing. An employee may substitute
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a religious holiday for one of the holidays listed in 28.01, but must do so in
writing.

A part-time employee (excluding relief employees) is entitled to the designated
paid holidays stated in Article 28.01 pro-rated to her share of full-time hours.

When a paid holiday falls on a day of rest for a full-time employee whose regular
days of work are Monday through Friday, the paid holiday shall be observed on
the first scheduled working day following the employee's day of rest. When both
Christmas Day and Boxing Day coincide with an employee's days of rest, the
holidays shall be observed on the first two (2) scheduled working days following
the days of rest.

When a paid holiday falls on a day of rest for an employee not referred to in
Article 28.04, the employee may take another day off in lieu of the holiday,
subject to operational requirements and on reasonable advance notice.
Employees shall use any accumulated lieu days before using vacation days.

When a paid holiday falls within or is observed during a period of vacation
leave, that day shall count as a paid holiday and not as a day of vacation leave.

Where an employee is granted bereavement leave or medically certified sick
leave which coincides with a paid holiday, the paid holiday shall be granted as
a lieu day to be taken at a later date in accordance with the provisions of 28.05.

A relief employee shall be paid for a paid holiday if she is entitled to pay for at
least twelve (12) days during the thirty (30) calendar days immediately
preceding the paid holiday.

When an employee works on a paid holiday, she shall be compensated at one
and one-half (1.5T) times her regular rate of pay for all hours worked in addition
to the pay that she would have been granted had she not worked on the holiday.

Upon request of the employee, the employee shall be paid out for the holiday
instead of accruing time in lieu.

The employer shall continue its practice of paying time-and one-half the straight
time rate for all hours worked on the evening shift on Christmas Eve.

When an employee. is on unpaid leave no designated holidays shall accrue.
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ARTICLE 29

HOURS OF WORK™

29.01* Regular hours of work for full-time employees (with the exception of women's

29.02*

counsellors) are seventy (70) hours over a two (2) week pay period on the basis
of eight (8) consecutive hours per day worked plus the weekly three (3) hour
staff meeting.

The regular hours of work for the permanent job-share overnight women's
counsellor are eight and one half (8.5) hours per day, from 12 midnight to 8:30
am. The additional one half hour worked during the night shift shall be
compensated at the employee's straight time rate of payor at the employee's
request, equivalent lieu time to be taken at a later time. This position is split
equally between two employees. The bi-weekly hours that are divided shall be
the same as for full-time employees. When due to a designated paid holiday,
the staff meeting falls on a Tuesday, the overnight counsellor scheduled for
that meeting (and who worked the night before) shall receive time off with pay
for three (3) hours if she is not able to attend the staff meeting.

The hours of work for relief employees shall not exceed the biweekly hours of
work for full-time employees except in the case of emergency.

The shift change on Saturday afternoon results in an additional half hour of
work for those employees scheduled to work from 8:00 am to 4:30 p.m. and
4:00 p.m. to 12:30 am. The additional half hour shall be compensated at the
employee's straight time rate of payor at the employee's request, equivalent
lieu time to be taken at a later date.

The hours of work of the permanent part-time women's counsellor position
"three quarters position" shall be fifty-four (54) hours over a two (2) week
period.

The hours of work of the permanent part-time child care counsellor position
shall be forty (40) hours over a two (2) week period.

The hours of work of the Bridge Women’s Counsellor shall be fifty-eight
(58) hours over a two (2) week period.

(a) On a rotational basis, one relief women’s counsellor or child care

counsellor shall be paid to attend each weekly staff meeting. The relief
employees shall determine who, amongst themselves, shall attend.

(b) Based upon operational need as determined by the Executive
Director, two relief women's counsellors shall be paid to cover the
desk during weekly staff meetings for a period of four (4) hours. In
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29.03

29.04*

()

(a)
(b)

(c)

(d)

addition, the employer agrees to provide child care counsellor coverage
to permit full-time child care counsellors to attend weekly staff
meetings.

Staff shall be permitted to leave the weekly staff meetings at 4:45 rather
than 5:00 to return to the shelter for their shift.

The employer shall schedule hours of work for all employees.

Apart from agreements made between the employer and individual
employees pursuant to 29.08 and 29.09, the current working schedule
shall not be changed without the mutual agreement of the employer and
the employees, arrived at through discussion at a staff meeting.

A copy of the shift schedule shall be made available to employees three
(3) months in advance of the starting date of the new schedule.

The length of the shift schedule shall not be less than three (3) months.

Coverage for Women’s Counsellor Shifts

(a)

(b)*

The employer agrees to continue the practice of permitting relief
women's counsellors to allocate amongst themselves shifts arising from
leave requests or regularly scheduled relief shifts needing to be
covered. However, the employer reserves the right to assign any of
these shifts if appropriate shift coverage is not being achieved, or, if the
relief employees express concerns that the practice is no longer
working effectively.

For shifts not allocated as per 29.04 (a), the employee requesting the
coverage shall contact relief employees to work the shifts needing
coverage, unless it is an emergency shift. For emergency shifts with
respect to women's counsellor coverage, employees on duty shall
contact relief employees to work the shifts needing coverage.

Every reasonable effort shall be made to ensure that shifts are allocated to
relief employees on an equitable basis. To achieve equitable distribution of
shifts the following procedure shall be followed:

(i) relief employees shall be called in order of the rotating relief
women’s counsellors’ list. The list shall be amended each month
by placing the name at the top of the list at the bottom.

(i) all relief employees on rotation shall be called whether already
scheduled to work that day or not. If the employee is already
scheduled to work and decides to take the shift, she must find a
replacement for the scheduled shift.
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(c)*

(iii)

(iv)*

(v)

(vi)*

(vii)*

when time allows, a relief employéee shall be given a minimum of
four (4) hours to respond. For emergency shifts, when time
allows, a relief employee shall be given a minimum of an hour to
respond unless the shift being covered is the next shift, in which
case employees on duty may call through the relief rotation list
until coverage is found.

when a relief employee has worked seventy (70 hours) in the
existing two (2) week pay period, the additional shifts shall be
offered to the other relief employees in order of their appearance
on the monthly relief women's counsellors list.

in the event that no relief women's counsellor is available, job-
share, part-time and relief employees who have indicated their
willingness to be called for additional shifts by placing their names
on an emergency list, and who have successfully completed the
women's counsellor orientation, shall be called in order of
seniority, provided the respective employee has not completed
seventy (70) hours in the existing two (2) week pay period.

in the event that no job-share, part-time or relief employee is
available to work a shift, employees on duty shall contact casual
worker(s) who have successfully completed women's counsellor
orientation; to work the shift(s) needing coverage.

in the event that no casual worker is available to work a shift
and all relief employees have completed seventy (70) hours
in the existing two (2) week pay period, the additional shifts
shall be offered to the relief employee at the top of the list.

(viii)* in the event that no employee or casual worker is available to

(ix)*

work a shift, full-time employees who have indicated their
willingness to be called for additional shifts by placing their names
on an emergency list and who have successfully completed the
women's counsellor orientation; shall be called in order of
seniority.

in the event that no employee or casual worker is available to
work a shift, the employer shall have the right to require a relief
women’s counsellor to work the shift.

Coverage for Childcare Counsellor shifts

When child care counsellor coverage is required, the following
procedure shall be followed:
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(i)*

(ii)

(iii)

(iv)

(v)*

(vi)

(vii)

(viii)

the permanent part-time child care counsellor shall be offered the
shifts requiring coverage and when time allows (and it is not an
emergency shift), she shall be given a minimum of four (4) hours
to respond. For emergency shifts, the employee requesting
coverage may proceed to also call the relief child care
counsellors;

in the event that the permanent part-time child care counsellor is
not available or she has worked seventy (70) hours in the existing
two (2) week pay period, the shifts requiring coverage shall be
offered to a relief child care counsellor;

the employer agrees to continue the practice of permitting relief
child care counsellors to allocate between themselves shifts
arising from leave requests or regularly scheduled relief shifts
needing to be covered. However, the employer reserves the right
to assign any of these shifts if appropriate shift coverage is not
being achieved, or if the relief employees express concerns that
the practice is no longer working effectively;

relief child care counsellors shall decide between themselves a
fair rotation (e.g. monthly, weekly, or shift-to-shift). Relief child
care counsellors shall be called in order of rotation whether
already scheduled to work that day or not. If the employee is
already scheduled to work and she decides to take the shift, she
must find a replacement for her scheduled shift.

where a relief child care counsellor has worked seventy (70)
hours in the existing two (2) week period, the additional shift(s)
shall be offered to the other relief employee on the list.

when time allows, a relief child care counsellor shall be given four
(4) hours to respond; except in the case of emergency shifts;

in the event that no relief child care counsellor is available, job-
share, part-time and relief employees who have indicated their
willingness to be called for additional shifts by placing their names
on an emergency list, and who have successfully completed the
child care counsellor orientation, shall be called in order of
seniority, provided the respective employee has not completed
seventy (70) hours in the existing two (2) week pay period.

in the event that no job-share, part-time or relief employee is
available to work a shift, casual worker(s) who have successfully
completed the child care counsellor orientation shall be contacted
to work the shift(s) needing coverage.
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29.05

(d)*

(e)

(ix)* in the event that no casual worker is available to work a shift
and both relief employees have completed seventy (70)
hours in the existing two (2) week pay period, the additional
shifts shall be offered to the relief employee at the top of the
list.

(x)* in the event that no casual worker is available, full-time
employees who have indicated their willingness to be called for
additional shifts by placing their names on an emergency list, and
who have successfully completed the child care counsellor
orientation, shall be called in order of seniority.

(xi)* in the event that no employee or casual worker is available to
work a shift, the employer shall have the right to require the
permanent part-time child care counsellor or a relief child care
counsellor to work the shift.

Relief employees shall be compensated for the time spent at a monthly
meeting to allocate amongst themselves the non-emergency or regularly
scheduled relief shifts needing coverage.

The relief women's counsellors shall be compensated for one and one
half (1.5) hours per month. When it is necessary for the relief child care
counsellors to meet, the relief child care counsellors shall be
compensated for up to one and a half (1.5) hours per month.

During peak vacation periods, with prior approval of the Executive
Director, two (2) hour meetings may be approved.

In a situation where an emergency shift must be worked back to back
and this has been approved, the employee working the emergency shift
shall be paid at the overtime rate of time and one half for the extra shift.

Employees may exchange shifts within a pay period if there is no increase in cost
to the employer. Except in extenuating circumstances, the employer shall be
notified in advance of such shift exchanges. The prior approval of the employer
must be obtained for shift exchanges outside a single pay period. Such approval
shall not be unreasonably withheld.

29.06 A paid meal period shall be taken as close to the mid-point of the shift as possible.
Employees shall be permitted to leave the workplace for a one hour meal period
provided operational requirements permit. Responsibility and accountability for
the decision on whether it is practical to leave the work place rests with the
employer.
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29.07

29.08

29.09

An employee shall be entitled to two (2) rest periods of fifteen (15) minutes each
during each full working day or shift. Responsibility and accountability for the
decision on when it is practical to take a rest period rests with the employees on
duty at that time.

A full-time employee who is not a shift worker may be granted a change in her
regular schedule provided that:

(a) the proposed change is consistent with operational requirements;

(b) the proposed change does not result in additional overtime work or
additional payment by reason only of the change in schedule;

(c) the proposed change in schedule is submitted in writing and is approved (in
writing) in advance by the employer;

(d) the employee records, on a daily basis, and submits to the employer, a
written record of hours actually worked, including commencement and
finishing times for each day;

(e) it is understood that the implementation and continuation of a changed
schedule for any employee are subject to mutual agreement of the
employee and the employer.

A full-time employee who is not a shift worker may work flexible hours provided
that:

(a) the proposed flexible hours are consistent with operational requirements;

(b) the proposed flexible hours do not result in additional overtime work or
additional payment by reason only of the flexible hours;

(c) the employee's normal work week shall average the regular weekly hours
provided for in 29.01 over a period of twenty-eight days, but the employee
shall continue to receive her regular biweekly pay without regard for the
actual number of non-overtime hours worked during that pay period;

(d) the proposed flexible hours arrangement is submitted in writing and is
approved (in writing) in advance by the employer, and the employer is
always kept informed of the hours being worked by the employee;

(e) the employee records, on a daily basis, and submits to the employer, a

written record of hours actually worked, including the commencement and
finishing times for each day;
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() it is understood that the implementation and continuation of flexible hours
for any employee are subject to the mutual agreement of the employee and
the employer.

29.10 For employees working a changed schedule pursuant to Article 29.08 or flexible
hours pursuant to Article 29.09, entitlement to vacation, sick leave and time in
lieu benefits under this Agreement shall be recorded and taken in hours (on the
basis of non-overtime hours actually worked) rather than days, calculated as

follows:

(a) one-half day 4.0 hours
(b) one day 8.0 hours
(c) one and one-quarter days 10.0 hours
(d) one and two-thirds days 13.36 hours

29.11* An employee required to work a shift that begins or ends between the hours of
10 p.m. and 6 a.m. may obtain a taxi chit (up to a maximum of $8.00) to pay for
her travel between her place of work and her residence.

Furthermore, during the life of the Agreement, the parties agree to meaningfully
consult on this practice and develop solutions to deal with any problems
encountered.

29.12 Adverse Weather Conditions*

In cases of expected adverse weather conditions an employee whose
attendance at work may be prevented is expected to plan for the event by
making necessary arrangements to attend safely at work or have her shift
covered by another employee. In cases of expected adverse weather, an
affected employee shall explore all of the following options:

(i) Plan ahead to cancel the scheduled shift or switch shifts with another
employee who is in a position to attend work despite the weather,

(i) Discuss the situation with team members and work together to plan
for coverage for the duration of the adverse weather. If necessary to
ensure shift coverage, this plan may involve booking
accommodations closer to the workplace at employer expense.
Employees shall be informed of the procedure to arrange
accommodation in these circumstances,
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(iii)

(iv)

If such service is available, arrange transportation under the
employer’s storm transportation protocol for which contact
information shall be posted in the workplace, and

Evaluate the circumstances and consider whether reduced staffing is
a safe option and document this decision.

Article 29.12 shall also apply in case of adverse weather preventing an
employee from returning home after a shift and / or needing to stay closer to
the work site in order to attend her next scheduled shift.

ARTICLE 30

JOB SHARING*

30.01 For the purpose of this Article, “parties” refers to the union, employer and
job sharing partners.

30.02 Job sharing is an arrangement which permits two employees to equally
share the duties and responsibilities of one full-time position. Each of the
two shall be entitled to the pro-rated percentage of the salary and benefits of
the position, as applicable.

30.03 On written request of the job sharing partners and subject to the approval of
the employer, job-sharing shall be permitted. Approval of requests for job
sharing shall not be unreasonably denied.

30.04 The Employer shall make all employees, including Relief Workers, aware of
the potential job sharing opportunity. Should more than one employee
express interest in the opportunity to job share, the position will be filled as
per Article 41 of this Collective Agreement.

30.05

30.06

The terms and conditions governing any job sharing arrangement shall be
as mutually agreed to by the parties.

The terms and conditions of a job sharing arrangement as agreed to by the
parties shall be enforceable under the collective agreement and must
provide for:

(i)

(ii)
(iii)
(iv)

hours of work;

earned leave;

paid holidays;

benefit plans; (the cost of the plans to the employer shall not exceed
the cost of the benefit plan of the full-time position and shall be subject
to the eligibility provisions of the benefit plan);
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(v) attendance at staff meetings;

(vi) the duration termination of the agreement;

(vii) salary;

(viii) coverage between the job share partners when one is absent,
absences go to relief;

(ix) periodic review of the job share arrangement and any operating
impact on service delivery;

(x)  any other mutually agreed term or condition.

30.07 The job sharing arrangement shall continue for a three (3) month trial period,
unless otherwise mutually agreed to by the parties. At the end of the trial
period, the parties shall evaluate the job sharing arrangement and may
exercise the option to terminate the job share. if the job share is terminated,
each employee shall return to the position she occupied immediately prior
to entering the job share arrangement.

30.08 When one of the job sharing partners vacates the position, the terms and
conditions of the job sharing arrangement shall be terminated. The full-time
position shall be filled in accordance with Article 41 of this Agreement or if
the employee is a full-time employee who initiated a job share arrangement,
that employee shall have the option to resume the full-time position.

30.09 The existing job share which is contrary to Article 30.02 shall continue until
one of the job share partners leaves the job share.
ARTICLE 31

TRANSPORTATION

31.01 An employee who is required by the employer to use automobile transportation
while on work-related business shall be reimbursed for travel expenses at the
rate of $0.35 per kilometre or be provided with taxi chits.

ARTICLE 32

OVERTIME
32.01 Subject to operational requirements, the employer shall make every reasonable
effort to avoid excessive overtime and to offer overtime work on an equitable
basis among readily available qualified employees. It is the responsibility of each

employee to indicate to the employer her interest in working overtime.

32.02 a) Overtime assignments shall be allocated to employees who normally and
regularly do the work in question and who are immediately available.
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32.03

32.04

32.05

32.06

b) Except in cases of emergency, employees shall have the right to refuse
to work overtime so long as the employer's ability to get any work it
deems necessary to be done is not jeopardised.

C) Except in cases of emergency, call in or mutual agreement with the
employee, the employer shall, wherever possible, give at least twenty-
four (24) hours' notice of any requirement for overtime work.

With the exception of women's counsellors and hours worked in public education,
overtime hours (all hours worked in excess of seventy (70) over a two (2) week
pay period) shall be compensated at time and one half compensation for each
completed period of fifteen (15) minutes worked by the employee, when overtime
is authorized in advance by the employer. All hours worked by women's
counsellors in excess of her regularly scheduled shifts shall be compensated at
time and one half for each completed period of fifteen (15) minutes worked by
the employee, when overtime is authorized in advance by the employer.

Hours worked in public education shall be compensated at the straight-time rate,
when authorized in advance by the employer. Public education work shall be
allocated equitably among interested employees.

It is understood that hours worked in public education include thirty (30) minutes
preparation time for standard or repeat presentations and sixty (60) minutes
preparation time, with the approval of the employer, for new or revised
presentations, but excludes time spent travelling to and from public education
presentations.

The parties recognize that it is not always possible to obtain the employer's
authorization to work overtime in advance. When circumstances beyond the
employee's control necessitate the employee's working overtime, the employer
shall authorise the overtime after the fact. Such authorization shall not be
unreasonably denied.

Employees shall record starting and finishing times of overtime work in a form
determined by the employer.

32.07 a) Overtime shall be compensated in time in lieu at the overtime rate except

where, upon request of an employee, overtime may be compensated in
cash.

b)  The employer shall grant time in lieu at times convenient to the employee
and the employer.

C) Employees shall use any accumulated lieu days before using any vacation
days.
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32.08

32.09

33.01

33.02

33.03

33.04

An employee performing overtime work shall be entitled to the same meal
breaks and rest breaks as she would be provided on a regularly scheduled shift.

The employer shall endeavour to pay overtime compensation in the next regular
pay.
ARTICLE 33
CALL IN
When an employee (with the exception of relief employees) is called in to work

by the employer, at any time outside her scheduled hours of work, she shall be
entitled to the greater of:

a) three (3) hours’ pay at the straight-time rate,
or
b) compensation at time and one-half for each hour worked.

Call in hours shall be compensated in equivalent time in lieu, except where,
upon the request of an employee, call in hours may be compensated in
equivalent cash. Employees shall use any accumulated lieu days before using
any vacation days.

When a payment is being made as a result of the application of this article, the
employer shall endeavour to make such payment in the next regular pay.

When an employee (with the exception of relief employees) is called in to work
by the employer, she shall be reimbursed for travel expenses as follows;

(a) mileage allowance of $0.35 per kilometre; or

(b) out-of-pocket expenses for other means of commercial transportation
upon provision of a receipt.

(c) She shall also be reimbursed for child-care costs incurred as the result
of the call-in to a maximum of $10.00 per hour.
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34.01

35.01

36.01

36.02

36.03

36.04*

36.056

ARTICLE 34

REPORTING PAY (RELIEF EMPLOYEES)

A relief employee who is required to report for work shall be paid a minimum of
three (3) hours pay at the straight-time rate.

ARTICLE 35

SHIFT PREMIUM

Employees shall receive a shift premium for all hours worked, including overtime
hours worked, between 12:00 a.m. Saturday and 8:00 a.m. Monday, and
between 12:00 a.m. and 8:00 a.m. Tuesday to Friday of thirty-five (35) cents per
hour.

ARTICLE 36

PAY ADMINISTRATION*

An employee is entitled to be paid for work performed in accordance with the
wage schedule specified in Annex "A" of this Agreement.

The employer shall pay wages bi-weekly in accordance with Annex "A" on every
other Monday. In the event of a pay day falling on a paid holiday, the pay day
shall be the last banking day before the holiday.

Every employee shall receive a bi-weekly statement of pay showing the gross
amount earned, itemized deductions, net amount payable and hours worked.

Upon request and with two weeks' notice in writing, an advance shall be
provided prior to a period of vacation leave. Other advances may be granted in
extenuating circumstances conditional upon an agreed plan to repay the
advance.

An increase in rates of pay pursuant to an increase in government funding of
salaries shall apply to all members of the bargaining unit retroactive to the
effective date of the increase. Such increases shall also apply to persons who
have ceased to be employees in the bargaining unit during the retroactive
period.

In order for former employees or, in the case of death, for the former employees'

representatives to receive payment, the employer shall notify, by registered
mail, such individuals at her last known address. The employee, or her
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36.06*

37.01

37.02

37.03

37.04

37.05

37.06

representative, shall be responsible for providing her address to the employer.
Former employees or her representatives shall have thirty (30) days from the
date of receipt of the registered letter to request in writing such payment, after
which time any obligation upon the Employer to provide payment ceases.

a) An employee is entitled to acting pay when she performs the duties of
the Executive Director on a temporary basis. It is not necessary that the
employee perform all the duties of the position; it is sufficient if she
substantially performs the duties of the position.

b) When performing the duties of the Executive Director on a temporary
basis, the employee remains a member of the bargaining unit and is
entitled to all benefits of a bargaining unit member under this Agreement.

ARTICLE 37

LAY-OFFS AND RECALLS

A lay-off shall be defined as a termination of employment or reduction in the
regular hours of work as defined in this Agreement.

The Employer shall make every reasonable effort not to lay-off employees
during the term of this Agreement.

If lay-off is being considered, the Employer agrees to meet and consult with the
Union to receive and consider suggestions and recommendations of the Union
which are aimed at preventing lay-off and minimizing the adverse effects on
employees.

In the event of a lay-off, employees shall be laid off in reverse order of seniority
within each of the following groups:

Group 1 - Women's Counsellors, Outreach Counseliors and Relief Women's
Counsellors

Group 2 - Child Care Counsellors and Relief Child Care Counsellors
Group 3 - Household Co-Ordinator
Group 4 - Office Administrator/Bookkeeper

Any employee who is laid off shall be placed on a recall list for a maximum
period of twenty-four (24) months.

Recall shall be in the reverse order of lay-off within each job group.
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37.07

37.08

37.09

38.01

38.02

39.01

New employees shall not be hired until employees on lay-off have been given
an opportunity of recall in accordance with Article 37.09(a).

The employer shall give employees who are to be laid-off as much advance
notice as possible and in no case less than two (2) months or payment in lieu of
two (2) months' notice, except for term employees where notice shall be four (4)
weeks.

The following provisions shall apply any time there is a vacancy to be filled and
there is at least one employee on the recall list:

(a) Should a vacancy arise and there is no employee on the recall list
within the job group in which the vacancy occurs, the position shall
be posted in accordance with Article 41 (Staffing).

(b)  All employees, including those on the recall list, shall be permitted
to apply for the vacant position.

(c) If, pursuant to this article, an employee fills a vacancy in any job
group other than the job group in which she worked immediately
before being laid off, and a vacancy arises in that job group, she
shall be given the opportunity to fill that vacancy without it being
posted in accordance with Article 41 (Staffing), provided there is no
employee on the recall list with more seniority in that job group.

ARTICLE 38

STATEMENT OF DUTIES

When an employee is hired or transferred to another position in the bargaining
unit, the employer shall, before the employee is assigned to that position,
provide her with a current and accurate written statement of duties of the
position.

Upon written request, an employee shall be given a current and accurate
statement of duties of her position.
ARTICLE 39

DISCIPLINE, SUSPENSION AND DISMISSAL*

The employer may discipline an employee for just cause only.
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39.02

39.03"

39.04

39.05

39.06

Disciplinary action (except for dismissal) is intended to correct and deter
further disciplinary infractions, not punish the employee. The employer shall
use the least serious form of disciplinary action which will likely stop or deter
further disciplinary infractions by the employee. A reduction in hours of work
shall not be used as a disciplinary measure.

It is understood that the employer and staff have a commitment to addressing
problems in a supportive way and ensuring an employee receives any
assistance she needs before suspension or dismissal actions are taken. It is
agreed that the parties will attempt to resolve the problem through discussion
and co-operation prior to resorting to formal discipline.

Where the Executive Director or Board of Directors intends to interview an
employee for disciplinary purposes, the employee shall be given at least one
(1) day's advance notice of the purpose of the interview so that she may
consult with her steward or union representative. At her request, the employee
is entitled to have a union representative attend the meeting.

The employer shall notify the employee in writing of the alleged wrong doing
and the proposed corrective action. If the employee or the union decides to
grieve, the employee shall continue her empioyment with all rights and
privileges until the matter is resolved, unless the alleged employee wrong
doing is one which involves a danger to children, women, staff of the employer
or security of the workplace. Nothing herein prevents the employer from
suspending an employee with full pay and benefits until the issue is resolved
through grievance, settlement or arbitration.

The responsibility for establishing just cause shall rest with the employer. In
any subsequent grievance or arbitration hearing, the employer may not use
evidence to establish proof of just cause for disciplinary action unless:

(a) it relates to the grounds stated in the notice of discipline, and,

(b) the employee has been made aware of the evidence giving rise
to it and she has been given an opportunity to respond to it in
writing.

The record of any reprimand, suspension or other disciplinary action
(collectively referred to as "disciplinary action") taken against an employee
shall not be used against that employee after twelve (12) months in the case
of an entry of a detrimental nature or twenty-four (24) months following a
suspension, provided that no subsequent disciplinary action has been taken
against the employee. The above mentioned records shall be destroyed on
expiration of its usefulness.
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39.07

39.08

39.09

40.01

41.01*

41.02

41.03

An employee who is found to have been unjustly suspended or dismissed
under this article, shall be reinstated with all rights and benefits retroactive to
the date of suspension or dismissal.

Failure to grieve previous discipline or to pursue a grievance to arbitration,
shall not be considered an admission that such discipline was justified.

If the employer receives a complaint or expression of dissatisfaction with the
work of an employee, which could be detrimental to an employee's
advancement or standing with the employer, the employer shall notify the
employee in writing within fourteen (14) calendar days of the event or receipt
of the complaint or knowledge thereof. Failure to comply with this clause, shall
prohibit the complaint from becoming part of the employee's record and may
not be used against her at any time. The employee's reply to such complaint,
accusation or expression of dissatisfaction shall become part of her record.

ARTICLE 40

EMPLOYEE PERFORMANCE REVIEW

An evaluation of each employee's performance shall be conducted according
to the Workplace Evaluation Policy. The review is intended to be
developmental in nature. The evaluation procedures shall be as set out in
written policies developed by a joint committee and as agreed to by the parties.

ARTICLE 41
STAFFING*

Where the employer wishes to create and fill a new position, or fill a vacancy
in an existing position, the employer shall post a notice of the position in each
worksite for a minimum of seven (7) days. Employees not at work during the
posting period, including those employees on a leave of absence, shall be
notified by e-mail, phone or mailed a copy of the notice at a time which is at
least one week prior to the deadline date for acceptance of applications. Prior
to taking an absence, an employee, if she chooses to receive job posting
information during her leave of absence, shall leave her forwarding
contact information.

Clause 41.01 applies to all positions of the employer, whether in the bargaining
unit or not.

When a position becomes vacant due to the granting of leave for a period of
three (3) months or more, the position shall be posted for staffing. Where the
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41.04*

41.05*

41.06*

41.07*

41.08

leave of absence is extended at the request of the employee and at the
discretion of the Employer, the Employer may grant an equal extension to the
term employee for a maximum of twenty-one (21) months.

The notice shall specify the nature of the position, the desired qualifications,
the hours of work (including any shift work required), the rate of pay (with the
exception of a non-bargaining unit position), and the deadline date for
applications to be received. All notices shall include "Bryony House is a
Workplace Diversity / Employment Equity employer".

Subject to the Workplace Diversity / Employment Equity Memorandum of
Agreement in place, the employer agrees to fill bargaining unit positions from
within the bargaining unit unless:

a) no members of the bargaining unit apply; or
b) none of the applicants possesses the desired qualifications.

The hiring committee shall include an employee occupying a similar position
(where one exists), selected on a rotational basis. A rotational list shall be
provided by the union to the employer. Where a similar position does not exist,
the local shall name its representative. The employee on the hiring committee
shall be paid for the time that it takes to screen resumes, complete the
interviews and select a candidate.

The employee selected for the hiring committee shall be one who occupies or
has occupied the position being filled or a similar position within the bargaining
unit for a minimum of one year within the last three (3) years.

All applicants from within the bargaining unit shall be granted interviews. If
there is only one qualified internal candidate (as per qualifications listed in
Article 41.08) and the candidate has completed the probationary period the

Executive Director may grant a position to the employee without a formal
interview.

The qualifications set out in the notice shall bear a reasonable relationship to
the duties of the job. In evaluating applicants against those qualifications, the
hiring committee shall consider the following:

a) the applicant's education;

b) the applicant's experience within Bryony House;

c) the applicant's experience outside of Bryony House;

d) the applicants knowledge, skills and abilities;
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41.09*

41.10

41.11

41.12

41.13

e) the applicant's job performance as determined by performance reviews,
and

f)  any other consideration relevant to the qualifications set out in the notice.

Any applicant from within the bargaining unit shall, upon request, be provided
with the reasons she was not the successful applicant.

Subject to the Workplace Diversity / Employment Equity Memorandum of
Agreement in place, the employer shall fill a position with the most qualified
candidate. If two or more applicants have relatively equal qualifications,
seniority shall be the governing factor.

When the employer is able to make public the name of the successful
candidate for any job posting, the employer shall post a notice containing the
successful candidate's name.

a) The probationary period for a new employee shall be six (6) months for
full-time, part-time and relief employees (as per Workplace Evaluation
Policy). The probationary period may be extended up to an additional
three (3) months for just cause. In the event an employee's probationary
period is extended, the employer shall notify the employee in writing. The
written notification shall include the reason(s) for extending the
probationary period, as well as reasonable objectives to be met by the
employee during the extension.

b) A written evaluation of the new employee shall be completed in the last
month of the probationary period.

c) A new employee may have her employment terminated during the
probationary period following the completion of a written evaluation if she
is judged by the employer to be unsuitable for permanent employment.

A member of the bargaining unit who is appointed to a bargaining unit position
under this article, shall have a trial period of one hundred forty (140) hours,
during which time the employee may request, stating her reasons in writing,
or the employer may require the employee, after a written evaluation, to return
to the position she occupied prior to the appointment. Every effort shall be
made to return her to her former position within one week. The employer may
fill the employee's former position on a temporary basis during the one
hundred forty (140) hour trial period.

A bargaining unit employee who takes another position within the bargaining

unit on a short-term basis (for example, to cover a pregnancy leave) shall not
suffer any loss of pay, benefits or seniority as a result of so doing.
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41.14*

42.01*

Where the Board establishes a committee to hire a new Executive Director,
the employees shall have a representative on that committee.

Where a decision is being considered with respect to the dismissal of the
Executive Director, all three (3) Staff Board Representatives shall have the
right to submit input into that decision. The final decision remains with the
employer.

ARTICLE 42

HEALTH AND BENEFIT PLANS*

Group Insurance Benefits

a)*

b)*

Subject to the provisions of this article, the employer agrees to continue
participating in the group insurance plan pelicy and to pay 50% of the
cost of the plans and eligible employees shall pay 50% of the cost.
All entitlements are subject to the terms of the Plan.

The employer agrees to pay 50% of the cost of the premiums for
all full-time, part-time, job-share and relief employees who choese
to participate, and who meet the eligibility criteria of the plan.

c)* (i) If the Employer proposes to change the plan, the Employer

d)*

shall give notice to the Union and provide time for the Union to
assess the proposed changes. Any proposed changes must be
upon mutual consent.

(i) All bargaining unit members must participate in the plan uniess
the employee provides proof of alternate medical / dental
coverage.

An employee on a leave of absence for a period exceeding three months
may continue to be covered by the Group Health Insurance Benefits Plan
provided she pays 100% of the premiums and provided she continues to
be eligible for coverage under the terms of the policy. The agreement to
continue must be in writing.

An employee may discontinue coverage provided by the Medical and
Dental Plan if they provide proof of alternate coverage. However, they
must continue to pay the premiums for Critical lliness, EAP and Life
Insurance. The termination request must be made in writing.
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42.02

43.01

43.02

43.03

f)* New employees who qualify shall have access to a copy of the benefits
plan and shall be notified when coverage commences. Plan contract
information shall be available to employees.

g) Total employee premiums shall be included yearly on an employees T-4
slip.

Pension Plan

An employee pension plan in the form of an RRSP shall be maintained for all
employees who have completed their probationary period and who work an
average of more than twelve (12) hours per week and who wish to participate.
Total contributions shall be set at 5% of gross earnings, with the employer
contributing 50% and the employee contributing 50% of the required
contributions. On termination of employment, the amount accumulated in the
RRSP on behalf of the employee shall be transferred to an RRSP in the
employee's name.

An employee who wishes to join the RRSP or terminate participation in the
RRSP must do so in writing.

ARTICLE 43

GRIEVANCE PROCEDURE*

The purpose of the grievance procedure is to resolve disputes in a fair and
expeditious manner, and it is agreed that a final and binding settlement of all
grievances shall be arrived at in accordance with the terms of this grievance
procedure. The employer acknowledges the right and duties of union stewards
to assist aggrieved employees in the preparation and presentation of her
grievances in accordance with the grievance procedure and agrees that it shall
not interfere or hinder them, in any way, in the performance of these duties.

A grievance shall be defined as a complaint in writing submitted by an
employee, a group of employees or the union on behalf of an employee or a
group of employees as a result of difference arising out of the interpretation,
application, administration or alleged violation of this collective agreement or,
by an employee where the employee feels that the employer has acted
unjustly or improperly.

The employer agrees that a representative of the Alliance may be allowed
access to the work premises for the purpose of investigating a grievance or a
complaint by an employee or the union, and to attend meetings called by the
employer. The representative must request permission for access from the
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43.04

43.05*

43.06*

43.07*

authorized employer representative. Permission shall not be unreasonably
withheld.

"Day", for the purpose of this article, means any day that is not Saturday,
Sunday or one of those described in Article 28 (Designated Paid Holidays) of
this Agreement.

An employee is encouraged, but not required, to first discuss her complaint
with the Executive Director in an attempt to resolve the problem.

Grievance Procedure

Step 1

The grievance shall be submitted to the Executive Director within fifteen (15)
days of discovery of cause for a grievance. The Executive Director shall
convene a meeting with the grievor and her union representative to discuss
the grievance and give her written decision, with reasons, within fifteen (15)
days of receipt of the grievance.

If the employee has attempted and failed to resolve the problem at the
complaint stage, the employee or the union, on behalf of the employee may
refer the grievance directly to Step 2 of the procedure as described in this
article.

Step 2

Failing a satisfactory resolution at Step 1, or, to receive a written decision at
Step 1, the grievance may be referred to the Department of Labour and
Advanced Education, Conciliation and Mediation Services (CMS) for
mediation if both parties agree, or the grievance may be referred directly
to arbitration. For greater clarity, the referral to either CMS or to
arbitration shall occur within 15 days of failure to receive a satisfactory
resolution at Step 1 or to receive a Step 1 written decision.

The Executive Director or designate shall keep the Board informed of the
status of all grievances.

On referral of a grievance to arbitration or to CMS, the union shall give written
notice of the referral to the employer. On receipt of the notice of referral to
arbitration, the employer may suggest an alternate arbitrator. If agreement on
the arbitrator is not reached within twenty-one calendar days, either party may
apply to the Minister of Labour and Advanced Education for the appointment
of an arbitrator. The party making the request shall notify the other party of its
intentions at least three (3) days prior to making the request.
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43.08

43.09

43.10

43.11

43.12

43.13

44 01

44.02

44 03

44.04

The arbitrator shall not have the power to change this Agreement nor to alter,
modify or amend any of its provisions; the arbitrator may, however, amend a
grievance, modify penalties or dispose of a grievance by any arrangement
which he/she deems just and equitable.

Should the parties disagree as to the meaning of the arbitrator's decision or
part thereof, either party may apply to the arbitrator to reconvene the parties
to clarify the decision.

If the grievor or the union fails to process a grievance to the next step in the
Grievance Procedure within the time limits specified, the grievance shall be
deemed to have been abandoned unless there is a valid reason for the delay.

The time limits fixed in this article may be extended by the mutual consent of
the parties.

Any mutually agreed written changes to this collective agreement shall form
part of the collective agreement and are subject to the grievance and
arbitration procedure.

No grievances shall be defeated by any formal or technical objection and the
arbitrator shall have the power to allow all pertinent information to the
grievance and the power to waive formal procedural irregularities in the
processing of a grievance, in order to determine the real matter in dispute
according to equitable principles and the justice of the case.

ARTICLE 44

TECHNOLOGICAL CHANGE

Technological change means the introduction of equipment or material of
different nature or kind than that previously used in the employer's operations
and a change in the manner in which the employer carries on its operations
that is directly related to the introduction of that equipment or material.

The employer shall give the union and the employee(s) who may be expected
to be affected by the change, at least thirty (30) days notice of the planned
introduction or implementation of the technological change.

The employer shall seek ways and means of minimizing adverse effects on
employees which may result from the technological change.

Where the employer has given notice of the planned introduction of a

technological change, the employer and the affected employees shall
undertake to meet within the next fifteen (15) days to consult in an effort to
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45.01

45.02*

45.03"

45.04

45.05

reach agreement on solutions to minimize the adverse effects on employees
which may result from the change.

Training necessary for the implementation of the technological change shall
be provided. Expenses involved in training shall be paid by the employer. The
employee's salary shall continue to be paid during training.

ARTICLE 45

HEALTH AND SAFETY*

The employer, the union and the employees shall co-operate in the
implementation of safety and health measures which will provide working
conditions which are consistent with the preservation of the employees' heaith,
safety, physical and mental well-being.

The employer, the union and the employees shall follow the provisions of the
Nova Scotia Occupational Health and Safety Act and this shall serve as a
guideline for safety practices within the workplace, including any regulations
obligations with respect to violence in the workplace.

The employer and the union shall maintain a health and safety committee and
the employer recognizes the right of the union to participate in the formation
and operation of this committee. The committee shall be made up of a
minimum of two (2) employer representatives and a minimum of two (2)
members from the union. The parties shall have equal representation on the
committee.

At each meeting of the health and safety committee minutes shall be
recorded. At a reasonable time after the meeting, the minutes that have
been recorded and signed by the recorder, shall be distributed to each
member of the committee as per (Article 7.03) on Committee Meetings.

All time spent by employee representatives on the Joint Health and Safety
Committee to attend meetings and to carry out the functions of the committee
shall be deemed to be time at work and shall be remunerated by the employer
at the applicable rate of pay.

The employer agrees to provide, at no expense to the employee, appropriate
transportation to the nearest physician or hospital and, from there, to her home
or place of work depending on the decision of the attending physician, when
such services are immediately required for an employee as a result of:

a) injury on duty, or
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45.07

45.08

45.09

46.01

46.02

b) serious ailment which occurs on duty.

Where an employee is injured at work and is sent home by the employer or is
required to leave work for treatment, the employee shall receive payment for
the entire shift at her regular rate of pay.

The employer shall require employees to take first aid courses and for this
purpose shall assume the costs of these courses and also the costs of
refresher courses required to maintain the validity of a certificate. Employees
taking first aid training shall be granted time off with pay for the duration of the
courses.

The employer shall provide a first aid kit in a convenient work location and
make it accessible and available to employees at all times. It shall be the
responsibility of the Health and Safety Committee to monitor the contents of
the first aid kit.

Where the employer requires an employee to undergo a medical examination
by a designated qualified practitioner, chosen by the employee and approved
by the employer, the examination shall be conducted at no expense to the
employee.

ARTICLE 46

JOINT CONSULTATION

Mutual Benefits

The parties acknowledge the mutual benefits to be derived from joint
consultation and are prepared to enter into joint consultation on matters of
common interest.

Opportunity to Consult

The Employer agrees that new policies shall not be introduced and existing
regulations or directives shall not be cancelled or amended, and the place of
employment shall not be relocated, where such policies, regulations, directives
or relocations affect conditions of employment or working conditions not
governed by this Agreement, until such time as the bargaining unit has been
given a reasonable opportunity to consider and to consult on the employer's
proposals.
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47.01

48.01*

49.01*

49.02

Financial matters

Staff representation on the finance committee shall include the Office
Administrator/Bookkeeper and one other member of the bargaining unit. In
preparation for its annual budget, the staff representatives on the finance
committee shall facilitate a discussion with employees regarding financial
priorities and proposals. All input shall proceed to the Board of Directors for
further discussion. The current practise of providing all financial information to
employee representatives on the Board of Directors and the Finance
Committee shall continue unless the information will violate an employee's
legal right to confidentiality and privacy.

ARTICLE 47

COPIES OF AGREEMENT

The employer agrees to provide sufficient copies of the Agreement for all
employees within thirty (30) days of signing.

ARTICLE 48

AGREEMENT RE-OPENER*

The Alliance and the Employer may amend in writing any provision of this
Agreement (with the exception of the term) during the life of the Agreement by
mutual consent.

ARTICLE 49

DURATION AND NOTICE TO BARGAIN*

The provisions of this Agreement shall be binding and remain in effect from
January 1, 2016 to March 31, 2019 and shall continue from year to year
thereafter unless either party gives notice in writing to the other party within
the ninety days immediately prior to the expiration of the Agreement, that it
wishes to terminate or amend the Agreement. Within thirty (30) days of
issuance of such notice, arrangements shall be made by the parties to meet
for negotiations. Negotiation meetings shall be held at a time and place fixed
by mutual agreement.

If negotiations extend beyond the date of termination of the Agreement, a

revision in terms mutually agreed to shall apply retroactively unless otherwise
specified.
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Halifax Transition House Association and the Public Service Alliance of Canada hereby
agree that the attached document shall form the collective agreement between the
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ANNEX “A”

RATES OF PAY*

Wage Increases:

Wage increments pursuant to funding as provided by the Province of Nova Scotia,
shall be as follows:

April 1, 2016 — 0%

April 1, 2017 -
April 1, 2018 -

1.0%
1.5%

March 31, 2019 — 0.5%

In the event that the Provincial Government provides funding to the Employer
during the life of this Agreement to increase wages of Employees covered by this
Collective Agreement, the wage increases shall be provided to Employees in the
manner as prescribed by the Provincial Government.

It is agreed that only the adjustments to salary are retroactive to April 1, 2016.

" % Increase 1.00%

% Increase 1.50%

% Increase 0.50%

Counsellor Apr. 1/17 Apr.1/17 | Apr.1/18 Apr.1/18 | Mar. 31/19 Mar. 31/19
Hourly Annual Hourly Annual Hourly Annual
Regular Rate $26.43 $48,082.88 | $26.83  $48,804.12 $26.96 $49,084.14
Probationary $25.21 $45,883.66 | $25.59  $46,471.92 $25.72 $46,804.78
Rate
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ANNEX "B"

HARASSMENT, BULLYING AND ABUSE OF POWER*

HALIFAX TRANSITION HOUSE ASSOCIATION

1.0 POLICY

The Halifax Transition House Association (HTHA) is committed to providing an
environment, within the workplace and at HTHA-sponsored functions, that is free of
harassment, bullying and abuse of power. It is incumbent upon members of the Board,
employees, partners/other service providers, and volunteers to foster a climate of
understanding, cooperation and mutual respect and NOT to tolerate or condone behavior

that constitutes harassment, bullying or abuse of power.

This Policy is intended to reflect HTHA’s commitment to promoting a positive workplace,
ensuring that complaints and allegations of harassment, bullying or abuse of power are
dealt with in a manner that allows for a fair hearing, without fear of embarrassment or
reprisal. The Employer will deal with issues under this Policy within a reasonable time

frame given the circumstances.
Confidentiality will be observed to the degree possible under the circumstances.
2.0 DEFINITIONS

Harassment: Harassment comprises any unwelcome or objectionable, physical, verbal, or
visual conduct, comment or display, whether intended or unintended, that is: insuiting,
humiliating or degrading to another person, or creates an intimidating, hostile or offensive
environment and/or is, on the basis of race, ethnicity, language, financial ability, religion,
gender or sexual orientation, disability or age, or any other kind of discrimination on
grounds prohibited by the Nova Scotia Human Rights Act and which is exhibited by a
member of the HTHA Board, employees, HTHA partner(s)/other service providers, and/or
volunteer, or any third party with whom the HTHA conducts its business. Harassment, by
definition for the purposes of this Policy, is conduct, behaviour or comment directed at

and offensive to any Board member, employee, HTHA partner/other service provider, any

56



third party supplier or volunteer or any other individual or group that the person knew or

reasonably ought to have known would be offensive (example: unintended comments).

For the purposes of this Policy, harassment includes sexual harassment, harassment in
the workplace, and/or any location where Board members, employees, HTHA
partners/other service providers and volunteers are engaged in HTHA business including,
but not limited to, organized socialleducational events, meetings in the community, and

during HTHA-related travel.

Sexual Harassment: Sexual harassment means any unwelcome conduct, comment,

gesture, or contact of a sexual nature. Sexual harassment may occur on a one-time basis

or in a continuous series of incidents/events that:

¢ Might reasonably be expected to cause offence, embarrassment, or humiliation,
and/or,

e Might reasonably be expected to be perceived as placing a condition of a sexual
nature on employment, services, or on any opportunity (example: training,

advancement, etc.).

Examples of Gender-Based and Sexual Harassment include the following:

e Demanding hugs

e Invading personal space

¢ Making unnecessary physical contact, including unwanted touching, etc.

e Using language that puts someone down based on their gender, including sex-
specific derogatory names, comments about someone’s physical characteristics or
mannerisms, and/or making comments or treating someone badly because they
don’t conform with sex-role stereotypes

e Leering or inappropriate staring

e Showing or sending pornography, sexual pictures or cartoons, sexually explicit
graffiti, or other sexual images (including on-line or in any other forum)

e Sexual jokes, including passing around written sexual jokes (including by email)

¢ Rough or vulgar humor or language related to gender |

e Using sexual or gender-related comments or conduct to bully or harass someone
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e Spreading sexual rumors (in person, writing, or on-line), making suggestive or
offensive comments or hints about members of a specific gender

¢ Making sexual propositions

e Verbally abusing, threatening, or taunting someone based on gender

« Demanding liaisons or sexual favors

¢ Bragging about sexual prowess

e Asking questions or talking about sexual activities

¢ Making employees dress in a sexualized or gender-specific way

e Acting paternally in a way that someone thinks undermines their self-respect or
position of responsibility

e Making threats to penalize or otherwise punish a person who refuses to comply

with sexual advances

Abuse of Power: Abuse of power occurs when a Board member, employee, HTHA

partner/other service provider or volunteer abuses or misuses his/her power and
discretion for personal gain, the benefit of another person, or the disadvantage of an
individual. Abuse of power, for the purposes of this Policy, includes situations that involve
a reporting relationship, or any situation where one, or more, individuals allege an

advantage, or disadvantage, by one individual or group of individuals.

Bullying: Bullying includes offensive, cruel, intimidating, insulting or humiliating behavior
and includes, but is not limited to, physical violence or the threat of physical violence.
Bullying can be physical or verbal, direct or indirect (example: gossip). For the purpose of
this Policy, bullying is considered harassment, unless there is physical contact or a threat

of violence, where it is considered violence.

3.0 EXCEPTIONS

Performance management of an employee by a supervisor for legitimate work
purposes does not constitute harassment unless that management is conducted in

a manner that violates this Policy.

Workplace conflict is adverse, unfavourable or negative interpersonal interaction

between two individuals or groups. Workplace conflict is not always harassment,
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bullying or abuse of power. Supervisors must also deal with workplace conflict

even if the conflict does not fit within this Policy.

For the purposes of this Policy, one’s supervisor is the individual who has overall authority
and responsibility for an employee’s work. For example: The Executive Director’s
“supervisor” would be the HTHA Board Chair, an employee’s supervisor is the individual
to whom they have reporting responsibility, volunteers are responsible to a staff member,

etc.
4.0 PROCEDURES
41 Prevention

Preventing harassment, bullying and abuse of power should always be a priority
for Board members, employees, HTHA partners/other service providers and

volunteers. As such, it is the duty of these individuals:

o to promote positive, respectful, and appropriate behavior, by providing
education on this policy to all employees, board members, management,
students, and volunteers.

° to discourage inappropriate activities, comments, and behaviors, and

o to report all suspected harassment/bullying/abuse of power promptly and as

outlined in this Policy.

4.2 Responsibility

HTHA Board Members, employees, HTHA partners/other service providers and

volunteers shall:

e Contribute to a positive work environment

° Identify, discourage and report comments or activity that are contrary to this
Policy (this may include advising people, or the alleged harasser, that his/her
comments/activities are unwelcome, if comfortable to do so).

° All individuals are responsible to eliminate any aspects of the work
environment that are not in keeping with this Policy, whether or not a

complaint has been made.
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4.3 Reporting Harassment, Bullying or Abuse of Power

Where an individual believes that harassment, bullying or abuse of power may have
occurred, he/she shall notify their supervisor as soon as reasonably possible.
Complainants are encouraged to document the alleged violation. If the complainant
requires assistance in completing any written complaint, the need for assistance
should be made known to the Executive Director. (See 4.4 if the alleged harasser is

the Executive Director)

HTHA is committed to investigating each incident which appears to violate this
Policy when HTHA becomes aware of the alleged violation. The investigation will
take into account the impact of such allegation on all parties. HTHA will, taking into
account the circumstances of each case, make every reasonable effort to complete
any investigation as soon as possible. However, this commitment must allow for
the right of the accused person to have an opportunity to respond to the alleged
violation and is subject to the obligation to gather relevant information and

interview witnesses other than the complainant and the accused.

4.4 Responding to a Report of Harassment, Bullying or Abuse of Power

When an individual is advised of circumstances of alleged harassment, bullying, or

abuse of power, the circumstances may be very sensitive, and complex.

If Board members allege a violation of this Policy the alleged violation will be
addressed by Executive members who are not in a conflict of interest, including any

necessary follow up of the situation.

When the complaint alleges inappropriate actions by the Executive Director or a
member of the Board, the individual, and/or the employee who alleges a violation

of this Policy or the person who has received such information, shall:

° Report the information as soon as those affected become aware that the
alleged harassment has taken place, verbally and in writing, to the Executive
Committee of the HTHA Board and who are not in a conflict for further
investigation and action.

o The investigation, resolution procedure, and the process should to the

extent possible paraliel the process outlined below.

60



When an allegation of harassment, bullying, and/or abuse of power occurs and
involves an employee, volunteer, or HTHA partner/other service provider, the

individual /supervisor shall:

o Inform the Executive Director as soon as she becomes aware that
harassment has taken place;
o The Executive Director shall then investigate the circumstances and

determine the action(s) to be taken, and by whom.

In every circumstance both parties and any potential witnesses shall be
interviewed. Those individuals against whom a violation is alleged will be given an

opportunity to respond to the allegation.

The Executive Director, or someone designated by the Executive Director as acting
in his/her stead shall then determine a course of action to deal with the situation.

This course of action may include, but is not be limited to,

o Determining whether or not the allegation is founded in fact

° Referral to law enforcement personnel

° Verbal or written apologies

° Verbal warning to either, or both, of the parties

o Written warning to either, or both, of the parties

o Letter of reprimand or suspension or other appropriate discipline

° Alteration in employment duties, on a short- or long term basis

° Termination of employment or volunteer duties

o Other sanctions as deemed appropriate by the Executive Director (or the

Executive Committee of the HTHA Board when responsible for managing the
compfaint).

o Other measures as the Employer may deem required.
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ANNEX "C"

Memorandum of Agreement

Workplace Diversity / Employment Equity*

The Employer and the Union are committed to enhancing diversity in the workplace
and equal opportunities for employment of designated groups. The goal is to
enhance the representation of designated underrepresented groups in the HTHA
workplace so that the workplace reflects the community that HTHA serves.

Designated groups shall include:

Indigenous People

Racially Visible Persons

Persons with Disabilities

Members from the LGB/IT/Q communities

Within 3 months of the signing of this Collective Agreement, a joint union-
management committee of two (2) bargaining unit representatives and two (2)
employer representatives shall be established and shall meet four (4) per year
without loss of pay to identify any practices that are directly or indirectly
discriminatory to designated groups and consider ways to eliminate such
impediments to increase the representation of designated groups in the workplace.
The first priority for the bargaining unit or the employer selection of the committee
representatives shall be from members of the designated groups. The Workplace
Diversity / Employment Equity committee may consider whether consultation with
community experts on diversity may provide assistance to the committee.

Any committee suggestions regarding hiring of designated group members which
would supersede any provision of the collective agreement shall be agreed to
between the authorized representatives of the bargaining unit, after consultation
with its membership, and the authorized representative(s) of the Employer after
approval of the HTHA Board of Directors.

The current practice of offering job applicants to the opportunity to self-identify as

a member of an underrepresented group shall continue during the life of this
Collective Agreement.
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MEMORANDUM OF UNDERSTANDING*

As the Workplace Diversity / Employment Equity Memorandum of Agreement
provides no reference to interviews, the employer agrees to include a statement in the
Workplace Diversity / Employment Equity Hiring Policy which refers to Self-
Identification as suggested by the employee bargaining team.

For the Workplace Diversity / Employment Equity position, the posting will include the
following statement:

"All candidates applying for this position must self-identify in
their letter of intent in order to be considered for this position."
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MEMORANDUM OF AGREEMENT
HIRING COMMITTEE*

Within six (6) months following the signing of this Collective Agreement, the persennel
Labour / Management Committee shall meet and come to an agreement on the roles
and responsibilities of the staff person(s) on the Hiring Committee. The roles and
responsibilities shall apply to Articles 5.01 (c) and 41.06.

The current practices of the Hiring Committee shall form the basis for the above-noted
discussions.
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Memorandum of Understanding

This document constitutes a Memorandum of Understanding between the Halifax
Transition House Association, PSAC and Local 80022 in relation to the change to the
Household Coordinator position from the current full time position to a term job-share
position at Bryony House.

History

A request has been brought forth to the management of the Halifax Transition House
Association asking for consideration to change the full time permanent Household
Coordinator position to a job-share position for the duration of the current Household
Coordinator's employment in this position.

Agreement

We, the above listed parties agree that the full time Household Coordinator position will
be changed to a job-share position until such a time the current household coordinator
retires or otherwise vacates her position permanently.

It is agreed that the job-share position will be returned to a full time position once the
current Household Coordinator retires from her position or otherwise vacates her position
permanently.

It is agreed that the term for the job-share Household Coordinator will be for two years,
from September 1, 2010 until Sept 1, 2012, and that the position may be reposted for a
two year term after the first term is finished.

We understand that other positions will be directly impacted from the creation of this term
job-share and therefore agree to allow those positions to have the same length of term
as a job-share position. We understand this is a special circumstance and will be an
exception to the Collective Agreement, Article 41.02.

It is agreed that in accordance to the Collective Agreement a minimum of four (4) weeks
notice to vacate one of the job-share positions must be given.

It is agreed all other conditions set forth for this position will be in accordance with the
Collective Agreement.
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Memorandum of Agreement

Labour Management Committee (LMC)*

Name: Halifax Transition House Association

Authority: Bryony House Management
Public Service Alliance of Canada, Local 80022

Membership: =

Employer Two (2)
Union Two (2)

Guests: As agreed by the committee membership when required. A resource
person(s) may be invited to attend a portion of a meeting from time
to time if the committee members agree that such a person is
needed to bring information or expertise on a relevant issue.

Purpose: "

For the mutual benefit derived from joint consultation for the
purpose of facilitating communication on matters of labour
relations.

To reduce the number, and minimize the impact of, workplace
concerns.

The LMC will not:

Schedule:

Commitment: =

Responsibilities:

Review filed grievances or change or modify the Collective
Agreement.

Discuss any issues on personnel matters.

Meetings shall be scheduled every second month, or more or less
frequently if mutually agreed. Meetings shall not be scheduled in
July and August.

Time of meeting as mutually agreed by committee membership.
Both the Employer and the Union agreed to fully participate
within the mandate set out above.

= Members exhibit respect for opposing views.

« Chairing of the meeting will rotate between parties.
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