
 

 

 

 

 

 

 

 

File: 2122-29.05-3 

July 11, 2024 
 

 
TO: ALL PSAC MEMBERS OF LOCAL 80030 AT SOUTH SHORE TRANSITION HOUSE 

RE: RATIFICATION OF TENTATIVE AGREEMENT 

A tentative agreement was reached on July 4, 2024 on behalf of the PSAC members at the South 

Shore Transition House Association. 

The tentative agreement, if ratified by the membership, will have an expiry date of March 31, 

2027. Where there is no reference to any other part of the Collective Agreement, those sections 

are renewed and unchanged. 

HIGHLIGHTS 

The tentative agreement provides for a classification adjustment and three years of general 

economic increases as follows: 

• April 1, 2024 18.84% classification adjustment 

+ 3% general economic increase 

• April 1, 2025 2% general economic increase 

• April 1, 2026 2% general economic increase 

Other gains include: 

• 5 days paid leave for pregnancy loss 

• Employer provided menstrual products in all toilet facilities 

• National Day for Truth and Reconciliation as a paid holiday 

• An additional 12 hours of paid family related leave 

• Increase in matched RRSP contributions from 3% to 5% in 2025 and from 4% to 6% in 2026 

• 50% of casual hours counted toward seniority upon being hired into a permanent position 

• Increased compensation for members acting as Designated Executive Director 

• Employer paid membership in relevant professional association annually for each worker 

We will be holding a ratification vote meeting(s). Further details to come. 

The bargaining team and a representative from the PSAC will be at this meeting to explain the 
changes and answer any questions that you have before you vote. 



Your Bargaining Team, comprised of: 
 

Tiffany Slauenwhite-Meisner 

Sanda Burnett 

Carol Sanford 

Joanne Hussey, PSAC Negotiator 

recommends the acceptance of the tentative agreement. If a majority of those voting ratify this 

tentative agreement, your bargaining team will sign a new collective agreement with the 

Employer. If a majority of those voting reject this tentative agreement, we will proceed to 

conciliation. 

In Solidarity, 
 

 

Chris Di Liberatore 

PSAC Regional Executive Vice-President, Atlantic 

cc. Gina Grattan, Regional Political Action and Communication Officer, Atlantic 
Negotiations Section 
Dan Fisher, A/Director, Representation and Legal Services Branch 
Holmann Richard, Regional Coordinator, Atlantic 
Reine Zamat, Supervisor, Membership Administration 
ROB National Mobilization 
Mark Populus, Member Information Manager 
Louise Casselman, Social Justice Fund Officer 
Laura Avalos, Social Justice Fund Advisor 



General: 

 
1. Replace “transition house worker”, “transition house employee” and other terms 

referencing bargaining unit members with “Employee” throughout, as appropriate. 

 
2. Replace “Harbour House”, “South Shore Transition House” and any other terms 

referencing the employer with “Employer” throughout, as appropriate, with a reference 
to Harbour House in the definition. 

 
3. Ensure all language is gender neutral. 

 

 

 ARTICLE 2 – DEFINITIONS 

2.01 

(e) “Casual Worker” is a person  who  is called in as required for  additional workload or to  

cover staff absences. A Casual Worker is not a member of the Bargaining Unit. In the 

event a Casual Worker is the successful applicant for a position in the Bargaining Unit as 

a Full-time Employee or Part-time Employee, fifty percent (50%) of the hours worked as 

a Casual Worker will count toward their seniority under Article 21; 
 

 ARTICLE 5 - RECOGNITION 

5.01 The Employer recognizes the Alliance as the exclusive bargaining agent for all its 

Employees except the Executive Director, casual Employees, and those persons excluded 

by paragraphs (a) and (b) of Subsection (2) of Section 2 of the Trade Union Act, as 

described in the certificate issued by the Nova Scotia Labour Relations Board dated 

January 23, 1995. 
 

ARTICLE 10 - BOARD OF DIRECTORS 

10.06 The Employee representative shall be compensated in the form of accumulated time for 
time spent attending board meetings. When an Employee representative is scheduled to 
work during the time of a board meeting, the Employer shall grant leave with pay so that 
they may attend. However, when a board meeting is scheduled during the Employee's 
non-scheduled working hours, the Employee representative, if a Full-time Employee, 
shall be compensated for the time spent at the meeting in the form of accumulated time. 
If the Employee representative is a Part-time Employee, the Employee representative 
shall be compensated at their regular rate of pay for time spent at the meeting. These 
hours will not count as hours worked for the purposes of overtime. 

 



ARTICLE 11 - TRANSITION HOUSE ASSOCATION OF NOVA SCOTIA 

11.02 The Employer agrees to compensate such Employee accordingly when the Employer has 
requested the local to determine its representative to attend a THANS meeting. If it is 
held during the Employee’s working hours, the Employee shall be granted leave with no 
reduction in pay or benefits. If it is held outside the Employee’s regular working hours, 
the Employee shall be granted accumulated time for the time required to attend. 

 
Where the Employee representative is a part-time Employee, the Employee 
representative shall be compensated at their her regular rate of pay. 

 

These hours will not count as hours worked for the purposes of overtime. 
 

The Employer agrees to reimburse any travel, accommodation and meal expenses for the 
Employee representative which are not covered by THANS. Any THANS subsidy received 
by the Employee shall be reimbursed to the Employer. 

 
In the event that the Employee travels by personal automobile, the Employee shall be 
reimbursed transportation expenses in accordance with 39.03. If the Employee uses a 
means of transportation other than their personal automobile, the Employee shall be 
reimbursed all reasonable out-of-pocket expenses. 

 

 ARTICLE 15 – HARASSMENT 

15.0X The Employer is responsible for providing training on cultural competency and anti- 

oppression for all employees. This may include enhanced orientation sessions for new 

employees to ensure a better understanding of respectful work practices to achieve a 

harassment-free environment. The Employer shall assume the cost of such training and 

Employees taking such training shall be granted time off with pay for the duration of the 

training. These hours will not count as hours worked for the purposes of overtime. This 

training can include on-line and/or self-directed learning. Any training must be 

approved by the Employer. 
 

 ARTICLE 16 - LEAVE FOR UNION BUSINESS 

16.07 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 18 - STAFF EVALUATIONS 
 

 18.06   If the employee fails to improve her work performance and it is deemed necessary to 

 censure the employee in a manner indicating that dismissal may follow if an employee 

 fails to bring her work up to a required standard by a given date, the Employer shall 

 present the censure in written form to the employee. 
 

 

ARTICLE 19 - DISCHARGE, SUSPENSION AND DISCIPLINE 

19.03 Both parties agree that an Employee is innocent until proven 
guilty. 

 

Renumber remainder of article. 

19.09 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 twenty (20) ten 

(10) 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 them at any time. The Employee's reply to such complaint, 

accusation or expression of dissatisfaction shall become part of their record. 
 

 
ARTICLE 20 - GRIEVANCE AND ARBITRATION PROCEDURE 

 

20.05 Step 1 

The grievance shall be submitted in writing to the Executive Director within twenty (20) 
days of discovery of cause for a grievance. Within twenty (20) ten (10) days of receipt of 
the grievance, the Executive Director shall convene a meeting with the grievor and their 
steward or local representative to discuss the grievance and give their written decision to 
the grievor and their representative, with reasons. 

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, if no written decision is issued at Step 1, 
within twenty (20)ten (10) days of receipt of the decision at Step 1 or the last day on 
which the reply was due, the grievance may be referred, in writing, to the Chair of the 
Executive Committee of the Board or their her designate. On receipt of the grievance, the 
Chair of the Executive Committee or their designate(s) shall convene a meeting with the 



grievor and their representative to discuss the grievance and, within twenty (20) ten (10) 
Days of receipt of the grievance, they shall give their written decision to the grievor and 
their representative, with reasons. 

Step 3 

Failing a satisfactory resolution of the grievance at Step 2, within thirty (30) days of 
receiving the written decision at Step 2 or the time limit for receipt of the decision at Step 
2 in the event that the Employer fails to issue a written reply, the matter may be referred 
to arbitration. 

 

 ARTICLE 21 – SENIORITY 

21.03 Seniority Lists 

 
(a) The employer shall maintain a seniority list showing the date upon which each 

employee entered the service of the employer and the number of hours for which 

the employee has received pay. Where two or more employees have accumulated 

the same seniority, preference shall be in accordance with the date of hire and 

then the date of application for employment. Starting on April 1, 2025, an up-to- 

date seniority list shall be sent to the local on April 1 and October 1 each year or 

as soon as possible thereafter. On request of an employee and on reasonable 

advance notice, the employer shall provide the employee with the seniority list as 

of the immediately preceding pay day. 

 
(b) Notwithstanding article 21.01, the March 31 most recent seniority list shall 

determine an employee's seniority for the application of seniority under this 

agreement. 

 

21.04 Loss of Seniority 

 
An Employee shall lose their seniority rights and no longer be an Employee if: 

 

(a) they have been discharged for just cause and have not been reinstated; 
 

(b) they resign in writing and do not withdraw the resignation within three (3) 
days; 

 

(c) they fail to return to work following a lay-off within thirty (30) days after 
receiving notice by registered mail to do so, unless through sickness or 
other just cause, or having exercised their one right of refusal pursuant to 
Article 24 (Layoffs and Recalls); 



(d) they are laid off for a period of more than two (2) years; or 
 

(e) in the case of a part-time Employee, who has not worked a shift during a 
three (3) two (2) month period, unless they have been granted a leave of 
absence. 

 

ARTICLE 22 – VACANCIES, PROMOTIONS AND STAFF CHANGES 

22.10 Probationary Periods 
 

(a) Employees hired into full-time positions upon initial appointment shall serve a 
probationary period of six (6) months from the date of appointment. This period 
shall not include leave without pay, leave with pay in excess of two (2) weeks or the 
period of orientation training provided by the Employer. 

 
(b) Employees hired on a part-time basis shall serve a probationary period of twelve 

(12) months or five hundred twenty (520) hours worked, whichever occurs first. 

 
(c) Probationary Periods 

 

An staff evaluation of an Employee's performance shall be completed in accordance 

with the provisions of Article 18, once at the mid-point of the probationary period 

and, once at the end of the probationary period. Notwithstanding the foregoing, a 

probationary Employee may be terminated for unsuitability at any time during the 

probation period. 

22.13   (a)   A permanent Employee who fills a term position will continue to receive their rate 
of pay as set by Schedule A and will continue to have is entitled to the rate of pay 
 commensurate with the full or part-time position they are filling and has all the rights 
and benefits provided for in this collective agreement. However, nNo member of the 
bargaining unit who accepts a term position shall suffer any loss of pay, benefits or 
seniority as a result of taking the term position. At the end of the term, they shall be 
offered the opportunity to return to the position they occupied prior to the term 
position. 

 
(b) A casual Employee who fills a term position shall be covered by the provisions of the 

collective agreement except for as follows: 

Article 24 – Layoff and Recalls 

Article 37.02 – Public Affairs Leave 

Article 37.08 – Education Leave 
 



ARTICLE 23 - PROFESSIONAL STAFF DEVELOPMENT 

23.03 It is the intent of the parties to this agreement that the staff training and development 
budget shall not cover wages salaries and other costs associated with on-the-job training, 
work experience, visits to other transition houses and other community work that would 
normally be funded from other sources. 

23.12 When an Employee is required or requested by the Employer to take a course, seminar 
or study session, they shall retain full employment status including benefits, accrual of 
seniority and wages salary, and the Employer shall pay all reasonable expenses incurred, 
including but not limited to: tuition, books, materials, transportation, child care and 
accommodation, if required. 

 
23.13 The Employer agrees to pay for Employee’s memberships in relevant professional or 

work-related associations annually, as approved by the Executive Director, to a 

maximum of $150 per year. This annual benefit is limited to one membership per 

Employee. 
 

 ARTICLE 24 - LAYOFFS AND RECALLS 

24.05 Laid off employees shall be placed on a lay-off the recall list for a period of two (2) years. 

24.06 Recall Procedure 

(a) Employees shall be recalled in the order of their seniority, provided they have the 

necessary qualifications to do the work. 

(b) Employees who have been laid off shall have the right to refuse work that would 

constitute a demotion or temporary employment, without loss of seniority. 

(c) Employees who choose to take employment offered to them which would constitute 

demotion, temporary or less than full-time employment shall not lose their right to 

re-employment to positions equivalent to those from which they were laid off. 

(d) Employees shall be given thirty (30) calendar days' notice of recall by registered 

letter. The date of notification shall be the date of delivery of the registered letter. 

The notification letter shall include the requirement of the employee to provide a 

response to the employer by telephone call to the Executive Director within seven 

(7) days of receipt of notification of recall to be followed up by registered letter 

within fourteen (14) days of notice of recall. 

(e) An employee on layoff the recall list shall be responsible for providing the employer 

with her most recent address. Communication by the employer to the address on 

file shall be deemed notice to the employee of recall. 



24.07 New employees shall not be hired until employees on lay-off the recall list have been 

given an opportunity of recall. 

24.08 An laid off employee on the recall list shall be able to exercise her right of one refusal on 

recall for an equivalent job to that held prior to lay-off, provided there are other 

employees in the bargaining unit on lay-off the recall list who are qualified to do the work. 

Exercising her right of one refusal shall not affect her position on the recall list. 
 

 ARTICLE 25 – ACTING PAY 

Delete existing Article 25 and replace with the following: 
 

25.01 For the purposes of this Article, a Qualified Employee shall be an Employee with more 
than 6084 hours of seniority. 

 
 On-Call 

 

25.02 (a) The Executive Director may designate a Qualified Employee to be on-call to address 
urgent client-related and administrative duties that arise outside of the Executive 
Director’s regularly scheduled hours of work. There shall be two periods of on-call 
as follows: 

 

• Work week on-call: Monday to Friday: 4:30 pm to 8:30 am each day 

• Weekend on-call: 4:30 pm on Friday to 8:30 am on Monday 
 

(b) On-call designations shall be offered in order of seniority to Qualified Employees. If 
all Qualified Employees refuse the on-call offer, the most junior Qualified Employee 
will be designated to be on-call unless they were the last employee on-call in which 
case the next most junior Qualified Employee will be designated to be on-call. 

 
(c) Employees on vacation, sick leave or other leave of absence are not eligible to be 

on-call. 
 

(d) An Employee who is on-call shall be paid $200 for the on-call period. If an Employee 
is called to perform work during this period, they shall be compensated for no less 
than an hour and for all hours worked, paid in time off in lieu, to be taken at a time 
mutually agreed upon by the Employee and the Executive Director. 



 Designated Executive Director 
 

25.03 (a) When the Executive Director will be on a leave of absence of less than one month 
and the Executive Director determines that a replacement is necessary, they may 
designate one or more Qualified Employees to serve as the Designated Executive 
Director in the Executive Director’s absence. The Designated Executive Director shall 
be the staff contact person for client-related and administrative duties. 

 
(b) Appointment as Designated Executive Director shall be offered in order of seniority 

to Qualified Employees. If all Qualified Employees refuse the offer, the most junior 
Qualified Employee shall be the Designated Executive Director. 

 

(c) Employees on vacation, sick leave or other leave of absence are not eligible to be 
on-call. 

 

(d) The Designated Executive Director shall be paid $450 per week as compensation for 
performing work as the Designated Executive Director. In the event there are two (2) 
Employees acting as Designated Executive Director, the acting pay shall be prorated 
accordingly between the two (2) Employees. 

 

(e) The Designated Executive Director shall be on-call during their appointment as 
Designated Executive Director. If the Designated Executive Director is called to 
perform work during their appointment as Designated Executive Director, they shall 
be compensated for no less than an hour and for all hours worked, paid in time off 
in lieu, to be taken at a time mutually agreed upon by the Employee and the 
Executive Director. 

 
25.04 Employees will be notified of any leave of absence by the Executive Director under this 

article. The phone number of a designated Employer representative shall be made 
available to the Designated Executive Director(s) and left as a point of contact in the event 
of an emergency or crisis beyond the capacity of the Designated Executive Director. 

 

25.05 The Designated Executive Director is responsible for client-related issues, general 
administrative duties and support staff. Administrative duties of the Designated Executive 
Director will not include planning for student placement, preparing grant, replying to 
voicemails left for, or mail and emails sent to the Executive Director, payroll, bills, labour 
relations or human resources duties. Personnel issues of a non-urgent nature that may 
require discipline shall be recorded and passed on to the Executive Director upon their 
return. Serious, time-sensitive matters shall be referred to the aforementioned Employer 
representative. 



 Acting Executive Director 
 

25.06 (a) In the event the Executive Director is absent from their duties for a period of one (1) 
month or more, the Board will appoint an Acting Executive Director to act on their 
behalf. In the event the Board chooses to consider applications for the Acting 
appointment, Qualified Employees may apply and be considered for the Acting 
position. Salary and terms and conditions of employment for the appointment to 
the acting position will be subject to negotiation between the Board and the 
appointee and will be dependent on funding capacity, experience and qualifications. 

 
(b) In the event an Employee is appointed or is the successful applicant to replace the 

Executive Director under Article 25.06 (a), the Employee shall return to their 
bargaining unit position at the end of the appointment without loss of seniority. 

 

 ARTICLE 27 - JOB SHARING 

 

27.01 Job sharing is an arrangement which permits two (2) Employees to share the duties and 
responsibilities of one full-time position. The Employees job sharing will be paid based 
on the hours each Employee works, up to a total of 39 hours per week. Benefits, i.e. 
vacation, holidays, sick time, etc., will be prorated based on the percentage of full-time 
hours each employee works. Each of the two shall be entitled to a pro rata percentage 
 of the salary and benefits of the position. 

 

27.02 An Employee who wishes to enter into a job-sharing arrangement shall provide a written 
request to the Executive Director. Job-sharing requests must be approved by the 
Employer. On written request of the Employees and subject to the approval of the 
 Employer, job-sharing shall be permitted. Approval of requests for job sharing shall not be 
unreasonably denied. 

 
27.03 If a job-sharing request is approved, the job-sharing position will be posted in 

accordance with A full-time Employee who wishes to enter into a job-sharing 
 arrangement shall notify all the Employees. Notification shall be in accordance with the 
 procedure described in Article 22.01. Should more than one Employee express interest in 
the opportunity to job share, seniority shall govern, provided the employee has the 
required qualifications. 

 

 ARTICLE 28 - HOLIDAYS 

28.01 The following days shall be designated as paid holidays for Employees: 

(a) New Year's Day 

(b) Heritage Day 

(c) Good Friday 

(d) Easter Sunday 



(e) Victoria Day 

(f) Wellness Day Family Day (3rd Friday in June) 

(g) Canada Day 

(h) Civic Holiday (1st Monday in August) 

(i) Labour Day 

(j) National Day for Truth and Reconciliation 

(k)  (j) Thanksgiving Day 

(l)  (k) Remembrance Day 

(m)  (l) Christmas Day 

(n)  (m) Boxing Day 
 

28.04 When a holiday falls on an Employee’s scheduled day off or during a leave with pay, the 
holiday will be moved to the first regularly scheduled work day following the day off or 
leave with pay. For Employees working twelve (12) hour shifts, the holiday will be 
moved to a date mutually agreed by the Employer and Employee.   When a holiday 
 coincides with an Employee’s  day  of  rest or day of  leave with pay, the holiday  shall be 
 moved to the first scheduled working day following the Employee’s day of rest, day of 
leave with pay, or in the case of Employees working twelve (12) hour shifts, it shall be 
moved to a mutually agreed upon date. When two holidays fall on coincide with an 
Employee’s consecutive days of rest or during a leave with pay, the holidays shall be 
moved to the Employee's first two (2) scheduled working days following the days of rest 
or leave with pay or, in the case of Employees working twelve (12) hour shifts, they shall 
be moved to a mutually agreed upon time. 

 

28.06 Employees who work the holiday will be paid time and one half. If full-time Employees 
work a holiday, they receive an additional eight (8) hours of pay. If a part-time Employee 
works on a holiday, they receive time and one-half plus a prorated eight (8) hours of pay 
calculated on their average hours in the prior month. If a full-time Employee has a holiday 
that falls on their usual day off, the Employee will receive eight (8) hours of pay. A part- 
time Employee whose eligible holiday falls on their regularly scheduled day off, will 
receive pay equal to eight (8) hours prorated to their average hours worked in the 
previous four-week period. 

 
For the purposes of this article, full-time Employees and Job-Share, may opt to 
accumulate the day (eight hours (8)) rather than pay. 

 

28.09 Except for Transition House and permanent part-time Employees, the time and a half paid 

to Employees who work on a holiday, all pay earned under this article shall be taken as 

 accumulated time banked in a Holiday Accumulated Bank to a maximum of forty (40) 

hours. 
 



 ARTICLE 29 - VACATIONS 
 

29.04 When an Employee transitions between part-time, full-time or job share, the 
Employee’s vacation leave entitlement will be based on the Employee’s previous 
status up until the date of the change. Effective on the date of the change and 
following, the Employee’s vacation leave entitlements will be based on their new 
status. The vacation leave entitlement of an Employee whose status is changed from 
 part-time to full-time or job share shall be based on the total number of hours of 
 service immediately prior to the change in status. 

 

29.08 Vacation Pay on Termination 

If an Employee ceases to be employed for any reason, they or their estate shall be 

paid at the Employee’s regular rate of pay for vacation hours earned but not used. 

 an amount equal to the product obtained by multiplying the number of days of 

 earned but unused vacation leave by the daily rate of pay applicable immediately 

 prior to their termination. In the event of termination of employment for reasons 

other than death, the Employer shall deduct any vacation hours used but not earned 

from the Employee’s final pay based on their regular rate of pay.  recover  from any 

 monies owed the Employee an amount not to exceed unearned vacation leave taken 

 by the Employee, calculated on the basis of the rate of pay received by the Employee 

 immediately prior to their termination. 
 

29.10 Vacation Schedule 

Employees should advise the Executive Director of their vacation requests by May 1st. 
The Executive Director shall advise Employees of their approved post the vacation 
schedule by May 15th of each year. Every reasonable effort shall be made to grant an 
Employee their vacation request. Where there is a conflict which cannot be 
accommodated, the Employees involved shall be given the opportunity to resolve the 
conflict; failing satisfactory resolution between the Employees, seniority shall govern. 
Once the vacation schedule is posted, Employees’ vacation dates shall not be varied 
without the mutual consent of the Employee(s) and the Executive Director. 

 

 ARTICLE 31 – CALL IN 

31.01 Call in occurs when an emergency situation arises and an Employee (excluding part- time 
Employees), who is off duty, is required to report for work immediately. Call in will be 
offered in order of seniority. If employees cannot be reached or are unavailable for call 
in, the full-time employee with the least seniority will be required to report to work for 
the call in. 

 

Call in hours that are contiguous to the Employee's regularly scheduled shift shall cease 
  on commencement of the shift.  



ARTICLE 34 - SICK LEAVE 

34.02 Sick leave shall be earned at the rate of twelve (12) hours for every month of service, pro 
rated for part-time and job-share Employees up to a maximum accumulation of four 
hundred (400) hours. Sick leave does not accumulate while an Employee is on an unpaid 
leave of absence. 

 

34.07 If an Employee is terminated for any reason other than death, the Employer shall deduct 
any sick leave taken but not earned from the Employee’s final pay at their regular rate 
of pay. In the event of termination of employment for reasons other than death, the 
Employer shall recover from any monies owed to the Employee, an amount not to exceed 
unearned sick leave advanced to the Employee, calculated on the basis of the rate of pay 
received by the Employee immediately prior to their termination. 

 

34.09 An Employee who is unable to return to work following the expiration of sick leave shall 
be placed on leave without pay for a reasonable period of time agreed upon between the 
Employer and the Employee. The Employee’s absence will be reviewed regularly at the 
discretion of the Employer. 

 

 ARTICLE 35 – WORKERS’ COMPENSATION 

35.01 All Employees shall be covered by the Nova Scotia Workers’ Compensation Act. No 
Employee shall have their employment terminated as a result of absence from work with 
a compensable accident unless, after a period of two (2) years from the date the 
Employee is unable to attend work due to the accident, the employee continues to be is 
incapable of performing their normal course of duties. 

 

 ARTICLE 36 - HEALTH AND SAFETY 

… 

36.16 Critical Incident Debriefing and Leave 

 
(a) For the purpose of this Article, a critical incident refers to an event that is uncommon 

with respect to the inherent risks of the occupation and workplace. A critical incident 

usually occurs in a sudden and unexpected manner and can involved but is not 

limited to: exposure to shocking scenes of death and / or injury; experiencing 

physical danger or violence; near misses or threats to safety and security of an 

individual; or witnessing violence, injury, or death of another person. 

 
(b) Employees who experience a critical incident will receive immediate support to 

defuse the stress of the critical incident, and a scheduled follow-up debriefing. The 

Employer will make every reasonable effort to ensure that Employees who have 

experienced a work related, traumatic event can be relieved of their duties for the 

remainder of their shift, without loss of pay. For further clarity, an Employee who is 



injured during working hours, and is required to leave for treatment or is sent 

home as a result of such injury, shall receive payment for the remainder of the shift 

at their regular rate of pay, without deduction from sick leave, unless a doctor or 

nurse states that the employee is fit for further work on that shift. 

 
(c) Appropriate support and resources will be made available for all Employees who 

require it as soon as reasonably possible following a critical incident. Accessing 

support will be without loss of pay. 

36.17 Menstrual Products 
The Employer shall ensure that all toilet facilities used by Employees are supplied with 
menstrual products at no charge to users. If it is not feasible to provide menstrual 
products in a toilet room, the Employer shall provide them in another location that is 
accessible by employees at all times and offers a reasonable amount of privacy. 

For greater clarity, menstrual products include absorbent pads, panty liners, tampons, 
 menstrual cups or other any product agreed upon by the joint Health and Safety 
Committee referenced in Article 36.04. 

 

ARTICLE 37 - LEAVES OF ABSENCE 

37.04 Pregnancy, Parental and Adoption Leave 
 

(l) During any period of pregnancy or parental leave, the Employee shall continue to 
accumulate seniority and service, however, benefits tied to service such as sick leave 
and vacation leave credits, shall not accumulate during the period of the leave. The 
determination of hours worked for the purposes of accumulation of service and 
seniority shall be based on: 

 
(i) The Employee’s regularly scheduled hours; or 

 
(ii) an average of the hours worked per day in the six-month period 

preceding the commencement of the pregnancy and/or parental leave; 
 

whichever is greater. 

37.06 Family Related Leave with Pay 
 

(a) For the purpose of Article 37.06, family is defined as partner, dependent children 
(including partner's children or foster children or adult children), parents (including 
step-parents or foster parents) and grandparents. Family also includes any relative 
permanently residing in the Employee's household or with whom the employee 
permanently resides, and any relative for whom the Employee has a duty of care, 
irrespective of whether they reside with the Employee. 



(b) Where an Employee is required to care for a sick family member, the Employee shall 
be entitled to up to forty-eight (48) thirty-six (36) hours paid leave per fiscal year. 

 

(c) Subject to clause 37.06(b) the Employer shall grant the Employee leave with pay 
under the following circumstances: 

 
(i) to take a family member for medical or dental appointments, or for 

appointments with school authorities or adoption agencies, if the 
Employee was unable to schedule such appointments outside of their 
regular working hours and the Executive Director was notified of the 
appointment as far in advance as possible; 

(ii) to provide for the immediate and temporary care of a sick member of the 
Employee’s family and to provide the Employee with time to make 
alternative care arrangement where the illness is of a longer duration; 

(iii) to provide for the immediate and temporary care of an elderly member of 
the Employee’s family; 

(iv) for needs directly related to the birth or adoption of the Employee’s child; 
(v) to attend school functions, if the Employee was unable to schedule such 

appointments outside of their regular working hours and the Executive 
Director was notified of the functions as far in advance as possible; 

(vi) (vi) to provide for the Employee’s child in the case of an unforeseeable 
closure of the school or daycare facility. 

 
(d) The total leave with pay to which a full-time Employee is entitled under Article 37.06 

is forty-eight (48) thirty-six (36) hours in any fiscal year. Leave entitlements for  
Employees who work part-time hours shall be prorated based on the average weekly 
hours of work during the twelve (12) months immediately preceding the period of 
leave. 

 

(e) An Employee who has used up their leave under Article 37.06 may, if they require 
further leave, use any of their own sick leave before taking leave without pay. 

 
(f) The employer may, at its discretion, grant an employee more leave without pay for 

this purpose. 

37.14 Domestic Violence Leave 

All references to “domestic violence” are as defined in the Labour Standards Code of 

Nova Scotia. 

(a) The Employer recognizes that Employees sometimes face situations of violence or 

abuse, which may be physical, emotional or psychological, in their personal lives that 

may affect their attendance and performance at work. 



(b) Employees experiencing domestic violence will be able to access ten (10) days of 

paid leave for attendance at medical appointments, legal proceedings and any other 

necessary activities. This leave will be in addition to existing leave entitlements and 

may be taken as consecutive or single days or as a fraction of a day, without prior 

approval. 

(c) Employees are entitled to an additional sixteen (16) consecutive weeks of unpaid 

leave per calendar year. 

(d) The Employer agrees that no adverse action will be taken against an Employee if 

their attendance or performance at work suffers as a result of experiencing domestic 

violence. 

(e) The Employer will approve any reasonable request from an Employee experiencing 

domestic violence for the following: 

• Changes to their working hours or shift patterns; 

• Job redesign, changes to duties or reduced workload; 

• A change to their telephone number, email address, or call screening to 

avoid harassing contact; and 

• Any other appropriate measure including those available under existing 

provisions for family-friendly and flexible working arrangements. 

(g) All personal information concerning domestic violence will be kept confidential in 

accordance with relevant legislation, and shall not be disclosed to any other party 

without the Employee’s express written agreement. No information on domestic 

violence will be kept on an Employee’s personnel file without their express written 

agreement. 

37.16 End of Pregnancy Leave 

All references to “end of pregnancy” are as defined in the Labour Standards Code of 

Nova Scotia. 

An employee is entitled to leave with full pay and benefits of up to, at the employee’s 

option, five consecutive calendar days, if 

(a) the employee experiences an end of pregnancy; 

(b) the employee’s spouse experiences an end of pregnancy; 

(c) the employee’s former spouse experiences an end of pregnancy and the employee 

would have been in a parenting role for the child born as a result of the pregnancy; 

(d) another person experiences an end of pregnancy and the employee would have 

been in a parenting role for the child born as a result of the pregnancy. 
 



 ARTICLE 41 - EMPLOYEE BENEFIT PLANS 

41.01 (a) Effective April 1, 2025 2021, an Employee who elects to join the Registered 

Retirement Saving Plan (RRSP) shall contribute a minimum of five three percent (5% 

 3%) of the Employee’s gross bi-weekly pay and the Employer shall contribute five 

 three percent (5% 3%) of the Employee’s gross bi-weekly pay to the Employee’s RRSP 

account. 

Effective April 1, 2026 2023, an Employee who elects to join the Registered 

Retirement Saving Plan shall contribute a minimum of six four percent (6% 4%) of 

the Employee’s gross bi-weekly pay and the Employer shall contribute six four 

percent (6% 4%) of the Employee’s gross bi-weekly pay to the Employee’s RRSP 

Account. 

(b) On termination of employment, the amount accumulated in the RRSP on behalf of 

the Employee shall be transferred to a RRSP in the Employee’s name. 

(c) The administration of the existing plan shall not be altered without the mutual 

agreement of the parties. 

41.02 For the life of this collective agreement, the Employer agrees to maintain a group 

benefits plan for Employees and to cost share premiums on a 50/50 basis. Any change 

made to the benefits plan during the life of this collective agreement will be discussed 

with the Joint Consultation Committee. 

 
Benefits are not provided directly by the Employer and the Employer is not the insurer. 

Any matters arising out of the provision of benefits under the group benefit plan shall 

not be subject to grievance or arbitration. 
 

 ARTICLE 44 - TERM OF THE AGREEMENT AND NOTICE TO BARGAIN 

44.02 This Agreement shall be binding and remain in effect from date of signing by both parties, 

to March 31, 2027 and shall continue from year to year thereafter unless either party gives 

notice in writing to the other party within the ninety (90) 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. 
 



SCHEDULE “A” 

RATES OF PAY 

 
 

 On Expiry April 1, 2024 

(classification 

adjustment) 

(18.84%) 

April 1, 2024 

(economic 

adjustment) 

(3%) 

April 1, 2025 

(2%) 

April 1, 2026 

(2%) 

Start $21.94 

$44,494 

$52,877 

$26.07 

$54,463 

$26.86 

$55,552 

$27.39 

$56,663 

$27.94 

1st year $23.03 

$46,705 

$55,504 

$27.37 

$57,169 

$28.19 

$58,313 

$28.75 

$59,479 

$29.33 

2nd year $24.34 

$49,362 

$58,662 

$28.93 

$60,422 

$29.79 

$61,630 

$30.39 

$62,863 

$31.00 

3rd year $25.70 

$52,120 

$61,939 

$30.54 

$63,797 

$31.46 

$65,073 

$32.09 

$66,375 

$32.73 

4th year $26.97 

$54,695 

$65,000 

$32.05 

$66,950 

$33.01 

$68,289 

$33.67 

$69,654 

$34.35 
 
 
 

Years of service - equivalent of hours: 

1st Year – 2028 

2nd Year – 4056 

3rd Year – 6084 

4th Year – 8112 



 
 
 

 SCHEDULE “F” 
 

 

 MEMORANDUM OF AGREEMENT 

 Signing Bonus 
 
 
 

 

1. The Parties agree that upon signing of this Agreement, each Employee will receive a 2% 

 signing bonus, less required deductions. The bonus will be based on the member’s pay for 

 2020, as reported in Block 14 on their T-4 from the Employer. 

2. The Parties agree that this Memorandum of Agreement expires upon the expiry of the 

 term of this Collective Agreement on March 31, 2024. 
 

 
 NEW Memorandum of Understanding 

The Parties agree that they will form Committee to meet and further discuss the issue of double- 

staffing. Items to be discussed will include, but is not limited to: 

• A timeline for hiring additional Permanent Employees to help facilitate double staffing in 

the Emergency Shelter; 

• A discussion of the ability to provide double staffing based on the funding available; and 

• How double staffing may be implemented in such a way that it reduces the need for  

unpaid staff time to accommodate shift handovers. 

The Parties agree that any commitment to double staffing is subject to operational funding being 

provided by the Department of Community Services. 


