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COLLECTIVE AGREEMENT

Between: South Winnipeg Community Centres
(Hereinafter referred to as the “Employer”)

and: The International Union of Operating Engineers Local 987
(Hereinafter referred to as the “Union”)

ARTICLE 1 — PURPOSE
1.01 Whereas it is the desire of both parties to this Collective Agreement to:

(a) Maintain and improve harmonious relations between the Employer and
employees; and

(b) Recognize the principles of joint discussions and negotiations in
matters pertaining to wage rates, hours of work, and other working
conditions; and

(c) Document negotiated working conditions in the form of a written
Collective Agreement.

ARTICLE 2 — RECOGNITION

2.01 The Employer recognizes the Union as the sole collective bargaining agent
for all its employees in the unit certified by the Manitoba Labour Board
Certificate No. MLB-7448 described as follows:

“All employees of South Winnipeg Community Centres Inc., in the Province
of Manitoba, save and except the General Manager, the Marketing and
Event Manager and those excluded by the Act."

The parties agree that the Marketing and Event Manager title has been
revised to Program and Event Manager. The parties further agree that
the Facility Manager is excluded from the bargaining unit.



ARTICLE 3 — OBJECTIVE

3.01 This Collective Agreement is executed in the interest of setting out

conditions of employment (including wages, hours of work, vacation pay
etc.), promoting satisfactory Employer-employee relations, and facilitating
peaceful and harmonious settlements of any disputes and grievances,
preventing strikes, slowdowns, or lockouts.

ARTICLE 4 — RECOGNITION OF THE EMPLOYER’S RIGHTS

4.01

4.02

The Employer retains all rights except as those rights are specifically limited
by the subsequent provisions of this Collective Agreement. Nothing in this
Collective Agreement shall be construed to impair the right of the Employer
to conduct its business in all particulars except as specifically modified in
this Collective Agreement.

In administering the Collective Agreement the parties agree to act
reasonably, fairly, in good faith, and in a manner consistent with the
Collective Agreement as a whole.

ARTICLE 5 — UNION SECURITY AND GENERAL EMPLOYMENT

5.01

All new employees shall make application to become members of the
Union following the completion of the probation period specified in Article
29.

5.02 All employees who are members in good standing of the Union and all

5.03

employees who become members of the Union shall maintain their
membership in good standing for the duration of this Collective Agreement.

(a) The Employer agrees that it will deduct from the wages payable to an
employee, whether or not that employee is a member of the Union,
the amount of regular monthly membership dues payable by a
member of the Union; such deduction to be made from the pay due
to each employee in each month.



(b) The Employer further agrees to deduct initiation fees, regular
assessments, and/or back dues which an employee has authorized
the Employer to deduct by written authorization. Any deduction of
back dues shall be deducted in one (1) lump sum, upon receipt of
written authorization, from the next complete pay period.

Deductions made under Articles 5.03 (a) or 5.03 (b) shall be forwarded to
the Financial Secretary of the Union on or before the 15" day of the month
following the month during which such deductions were made. The
remittance shall be accompanied by a statement of the nhames and Social
Insurance Numbers of the employees for whom the sums have been
deducted.

5.04 The Union agrees to indemnify and save the Employer harmless against
any claim or liability arising out of the application of this Article.

5.05 Staff of the Employer whose jobs are not classified within the bargaining unit
shall not perform any work coming within the scope of this Collective
Agreement, except in the case of emergency or in order to train new or
existing employees.

5.06 Notwithstanding Article 5.01 above, it is agreed that any casual employee
within the bargaining unit who does not wish to become a member of the
Union will not be required to do so but will be required to pay a monthly
service fee of two percent (2%) of gross wages. This amount shall not
exceed the monthly membership dues, and the Employer agrees to deduct
and remit service fees as per Article 5.03

ARTICLE 6 — RESPECTFUL WORKPLACE

6.01 The Employer and the Union jointly affirm that every employee shall be
entitled to a respectful and safe workplace. The environment must be free
of behaviours or practices such as discrimination, harassment, disruptive
workplace conflict, disrespectful behaviour, and violence in the workplace
by reason of any recognized characteristic as outlined in The Human
Rights Code of Manitoba.

The principal of fair treatment is a fundamental one and both the Employer
and the Union will support employees who find themselves in a position
3



6.02

that could jeopardize their wellbeing or undermine work relationships and
productivity.

In addition, the parties agree that a respectful workplace includes a safe
and healthy workplace as defined by The Manitoba Workplace Safety and
Health Act.

The parties agree that there shall be no tolerance for discrimination or
harassment in the workplace, as those terms are defined by The Human
Rights Code (Manitoba).

ARTICLE 7 — JOINT COMMITTEE

7.01

7.02

7.03

In consideration of the mutual benefits likely to be obtained by way of more
harmonious relationships between the Employer and its employees, a Joint
Committee shall be established.

The Committee shall consist of not more than four (4) members, (two (2)
members from the bargaining unit and two (2) from management). The
Committee shall meet as deemed necessary by the parties to this
Committee (but not less than biannually) and shall be authorized to
discuss, assess, and recommend solutions to various problems. The
Committee shall not have jurisdiction over wages, or any matter of
collective bargaining.

The Committee shall operate on the basis of shared governance and
mutual respect. Authority for decision-making shall be limited to
making joint recommendations, which will be communicated to the
appropriate parties for consideration. Responsibility for setting the
meeting agenda and taking minutes shall alternate between the union
and management representatives, with both sides having the
opportunity to contribute items. A draft agenda shall be shared at
least three (3) business days in advance of each meeting. Minutes
shall be recorded, approved by all members of the Committee, and
disseminated to both the Employer and Union within ten (10)
business days following each meeting. Requests for timeline
extensions can be made by either party.



7.04

The Employer shall ensure employees attending these meeting(s)
shall not face any loss of wages and or benefits.

ARTICLE 8 — GRIEVANCE AND ARBITRATION PROCEDURES

8.01

8.02

8.03

8.04

“Grievance” shall be defined as a difference between the parties to this
Collective Agreement concerning the interpretation, application,
administration, or alleged violation of this Collective Agreement.

The parties to this Collective Agreement agree that it is the utmost
importance to deal with complaints and grievances as quickly as possible
and shall make reasonable efforts to resolve them.

Grievances shall be proceeded with as follows:

Step 1: An employee shall, within fourteen (14) calendar days after the
occurrence of the subject matter of the grievance, attempt to
resolve the grievance through discussions with their immediate
supervisor outside the bargaining unit or designate. If the matter is
not settled to the employee's satisfaction, the employee may
proceed to Step 2.

Step 2: Failing satisfactory resolution at Step 1, the Union Representative
on behalf of the employee shall, within fourteen (14) calendar days,
submit a written grievance stating the particulars of the grievance,
the Article(s) of the Collective Agreement allegedly violated and the
remedy or correction required. The General Manager or designate
shall render a decision on the grievance, in writing, within fourteen
(14) calendar days of receiving the written grievance. If the matter
Is not settled to the Union's satisfaction, the Union may proceed
with the process set forth in Article 8.04.

If the grievance is not resolved by the decision in Step 2, the Union and/or
Employer may refer the matter to arbitration by serving written notice to the
other party of its intention within fourteen (14) calendar days thereafter.
Notwithstanding where the parties are in the grievance process, the parties
can mutually agree to enter mediation in an effort to resolve the grievance.



8.05

8.06

8.07

8.08

8.09

8.10

8.11

8.12

The Union may initiate a grievance of a general nature, or regarding a
suspension without pay or dismissal, within fourteen (14) calendar days of
the event or occurrence giving rise to the grievance at Step 2. If such
grievance is not settled, it may be referred to arbitration inthe same manner
as the grievance of an employee.

The Employer may initiate a grievance against the Union or any of the
employees of the Employer covered by the Collective Agreement within
fourteen (14) calendar days of the event or occurrence giving rise to the
grievance at Step 2. If such grievance is not settled, it may be referred to
arbitration inthe same manner as the grievance of an employee.

The time limits in the grievance procedure may be extended by the mutual
consent of the parties.

Where either party requests that a grievance be submitted to arbitration, the
request shall be made in writing and addressed to the other party of this
Collective Agreement. Disputes which are carried to the arbitration stage
shall be heard before a single arbitrator from the following list:

(a) Blair Graham;
(b) Jeff Palamar;
(c) Colin Robinson.

The arbitrator shall be governed by the provisions of this Collective
Agreement and shall not be empowered to change, modify, or alter this
Collective Agreement or any signed Memorandum of Understanding or
signed Memorandum of Agreement between the parties, or to impose a
settlement which is inconsistent with the provisions hereto.

It is mutually agreed by both parties to this Agreement that the decision of
the arbitrator shall be final, binding, and enforceable upon both parties and
any employee affected by it.

Each party shall pay one-half (32) of the fees and expenses of the arbitrator.

It is the intention of the parties that this Article shall provide a peaceful
method of resolving all grievances so that there shall be no interruption of
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8.13

8.14

normal operations as a result of any grievances. The parties shall act in
good faith in proceeding to resolve grievances in accordance with the
provisions of this Article.

Nothing in this Collective Agreement shall preclude settlement of a
grievance by mutual agreement in any manner whatsoever.

The time limits fixed in the arbitration procedure may be extended by
mutual agreement and shall be confirmed in writing.

ARTICLE 9 — UNION REPRESENTATIVES AND SHOP STEWARDS

9.01

9.02

9.03

9.04

A Union Representative shall have the right to meet or interview
employees. Such meetings or interviews shall only be:

(a) Carried on in a place designated by the Employer; and
(b) Held whenever possible during the employee's lunch period.

Where the meeting or interview is held during an employee's regular
working hours, it shall not exceed fifteen (15) minutes without the approval
of the Employer and shall not interfere with the service to the ratepayers of
the Employer.

The Union shall advise the Employer of the election or appointment of
Shop Stewards and any changes occurring in such positions as they occur,
in writing.

The Employer agrees to recognize the Shop Steward for the purpose of
assisting an employee with a grievance and for the purpose of attending
negotiations with the Employer.

(a) The Union has the right to appoint or otherwise select a Negotiating
Committee consisting of two (2) employees. Additional employees
may only be added only by mutual agreement between the Union and
the Employer;

(b) The Negotiating Committee shall be accompanied by such full-time
Union Business Representative(s) as may be appointed by the Local
Union Business Manager;



(c) Employees will not lose wages or benefits for time spent on
negotiations, including day(s) for preparation. The Union will
reimburse the Employer, upon being invoiced, for any time an
employee spends on negotiations at the invitation of the Union.

(d) The Shop Steward will not lose wages or benefits for the time
spent in representation of a fellow bargaining member in an
Investigative meeting or disciplinary meeting.

9.05 The Employer shall provide a bulletin board for the use of the Union at an
appropriate location in all their facilities upon which the Union shall have
the right to post notices relating to matters of interest to the Union and the
employees.

ARTICLE 10 — STRIKES AND LOCKOUTS

10.01 The Union agrees that there shall be no strikes, picketing, sit-downs, slow-
downs, or any suspension of or stoppage of or interference with work
during this Collective Agreement.

10.02 The Employer agrees that it will not engage in any lockout during the term
of this Collective Agreement.

ARTICLE 11 — STATUTORY HOLIDAYS
11.01

(a) The following shall be observed as paid statutory holidays:

New Year's Day Louis Riel Day
Good Friday Victoria Day
Canada Day Terry Fox Day
Labour Day Orange Shirt Day
Thanksgiving Day Remembrance Day

Christmas Day

And any other day which is proclaimed and enforced by the provincial
government as a legal holiday.
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(b) If any of the above holidays fall on either a Saturday or Sunday, the
Friday before or the Monday after will constitute the holiday as
determined by the Employer.

11.02 If an employee is required to work on a general holiday they shall be paid
two and one-half (2 ¥2) times their regular rate for all time worked or one
and one-half (1 ¥2) times their regular rate of pay plus an additional day off
with regular pay at a mutually agreeable time within thirty (30) calendar days
of the holiday.

11.03 For employees whose hours of work vary, statutory holiday pay is
five percent (5%) of an employee's total wages (not including
overtime) in the four-week period immediately before the holiday as
outlined in The Employment Standards Code.

ARTICLE 12 — VACATION WITH PAY

12.01 The vacation year shall be from the first (1) day of January to the thirty-
first (31%") day of December inthe same year. The entire calendar year shall
be available for vacation; however, the approval of vacation time is within
the sole discretion of the Employer. The Employer shall not unreasonably
deny the employee's request for vacation.

12.02 Each full-time employee shall be given annual paid vacation as follows:

(a) Less than three (3) years of continuous employment: Two (2) weeks
of vacation per year;

(b) Three (3) to seven (7) years of continuous employment: Three (3)
weeks of vacation per year;

(c) Seven (7) to fifteen (15) years of continuous employment: Four (4)
weeks of vacation per year;

(d) Fifteen (15) years of continuous employment and onward: Five (5)
weeks of vacation per year.

12.03 Part-time and seasonal employees shall receive vacation pay on each
paycheque in the following amounts:



(a) Less than three (3) years of continuous employment: Four percent
(4%) of regular pay;

(b) Three (3) to seven (7) years of continuous employment: Six percent
(6%) of regular pay;

(c) Seven (7) to fifteen (15) years of continuous employment: Eight
percent (8%) of regular pay;

(d) Fifteen (15) years of continuous employment and onward: Ten
percent (10%) of regular pay.

12.04 Continuous service shall mean employment where there has been no break
in seniority, as seniority is set out in Article 16.

12.05 Vacation earned is not to be carried over unless otherwise agreed to by the
Employer and Employee. In the absence of an agreement to carry over,
any unused vacation accruals in a calendar year, shall be paid out by
no later than the end of January in the following year.

12.06 For the first (1%") year of an employee's employment, vacation entitlement
shall be pro-rated to the employees start date and annual year end of
December 315,

ARTICLE 13 — LEAVES OF ABSENCES

13.01 Bereavement Leave

An employee who has been employed for at least sixty (60) days shall be
granted the following paid bereavement leave upon request:

(a) Four (4) calendar days in the event of the death of the employee's
spouse, common-law spouse, loss of pregnancy (including
surrogacy), father, mother, son, daughter, step-son, step-daughter,
brother or sister, son-in-law or daughter-in-law; grandparent or
grandchild; mother-in-law, father-in-law, step mother-in-law, step
father-in-law;
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(b) Two (2) calendar days in the event of the death of the employee's
brother-in-law or sister-in-law, step brother-in-law or step-sister-in-
law, or their spouses;

(c) One (1) calendar day in the event of the death of the employee or
their spouse's aunt, uncle;

(d) One (1) calendar day to act as a pallbearer, honorary pallbearer, or
eulogist;

(e) Bereavement leave, as reference above, shall be extended by up to
two (2) additional calendar days provided the employee is required to
attend a funeral more than two hundred fifty (250) kilometres from
home, or may be granted at the Employer's discretion if the travel
required is less than two hundred fifty (250) kilometres away from
home;

(f) Bereavement leave must be taken within a period of seven (7)
calendar days immediately following the date of death or
funeral. Any request for bereavement leave outside of this
period is subject to Employer approval. Employees may be
required to provide reasonable proof of the death and funeral
arrangements to the Employer prior to or upon return from
bereavement leave.

13.02 Maternity/Parental Leave

The parties agree that all employees shall have access to the
Maternity/Parental Leave provisions of The Employment Standards Code of
Manitoba.

13.03 Compassionate Care Leave

Leave of absence for the purpose of Compassionate Care Leave shall be in
accordance with the provisions of The Employment Standards Code of
Manitoba.
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13.04 Jury or Court Withess Duty

The Employer shall grant a leave of absence without pay and without loss of
seniority to an employee summoned or subpoenaed as a court witness or
called for jury duty providing the employee is not appearing as a witness in
their own personal matter. The Employer may require the employee to
provide proof of service of the summons or subpoena.

13.05 Elections and Voting

Employees shall be permitted up to three (3) paid consecutive hours off
work to cast their ballot in civic, provincial, or federal elections if the
employee’s regular work schedule does not provide at least (3)
consecutive hours during which the polls are open outside of their
scheduled working hours. In such cases, the Employer shall schedule
the paid time off at the beginning or end of the employee’s shift to
ensure sufficient opportunity to vote.

13.06 Other Leave

An employee may apply in writing for such other additional leave including
other leaves identified in The Employment Standard Code of Manitoba, with
or without pay, which leave may be granted or refused solely at the discretion
of the Employer.

13.07 The Employer may allow time off work without pay for any person who is
serving on a Union committee or for the purpose of serving as a Union
delegate to a conference or function, provided this can be done without cost
to the Employer. Said time off shall not exceed seven (7) days per annum.
To obtain such time off, the employee must give the Employer fourteen (14)
days' notice in writing. Any employee who acts within the scope of this
paragraph shall not lose their job or be discriminated against for so acting.

13.08 General Leave of Absence

An employee may, subject to the approval of the Employer with
consideration of operational requirements, be granted leave of
absence without pay and without loss of seniority when such leave is
requested for good and sufficient cause. Except in emergency
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situations, such request shall be in writing with as much notice as
possible, and in any event with at least two (2) weeks’ notice. Seniority
shall not accrue during the period of absence.

13.09 Religious Leave

Employees desiring to observe recognized religious holy days, outside
of the holidays listed in Article 11, will be allowed up to two (2) days of
unpaid leave ayear. Employees choosing to take this type of leave can,
through discussions with the Employer, establish a practical and
mutually agreed upon approach necessary to arrange the leave. The
employee can utilize their vacation time or take leave without pay. Such
request shall be in writing to the Employer with as much notice as
possible, and in any event with at least thirty (30) days’ notice, subject
to extraordinary circumstances.

ARTICLE 14 — PROTECTIVE CLOTHING AND SAFETY

14.01 The Employer agrees to provide employees the required PPE safety items
such as safety gloves, hi-vise vests, ear protection and non-prescription
safety glasses, winter parka, etc., to the Employer specifications when so
required.

All PPE safety items shall remain the exclusive property of the
Employer and shall not be removed from the Employer’s property. All
PPE shall be shared by employees, as appropriate. The Employer shall
maintain the cleanliness of the PPE.

(a) Where protective clothing is supplied, the Employer agrees to furnish
replace or repair such clothing when damaged in the performance of
the employee's duties. Should the employee resign or be terminated,
the protective clothing supplied is to be returned in a useable
condition, subject to normal wear and tear.

(b) If the Employer owned equipment and tools are lost or damaged, the
Employer will replace them as necessary. Stolen equipment/tools will
not be the responsibility of the employee, but the Employer expects
each employee to exercise proper storage and care.
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14.02 The Employer and the Union shall co-operate in ensuring safe working
conditions as set out in The Manitoba Workplace Safety and Health Act and
its Regulations.

14.03 A Safety Committee shall be established to consist of a representative of the
Employer and a qualified employee of the Employer who is a member of the
Union.

14.04 Itis understood and agreed that the parties to this Collective Agreement shall
at all times comply with all accident prevention regulations as established by
applicable laws and in particular by the provisions of The Workplace
Health and Safety Act (Manitoba) and Regulations.

14.05 It is to the mutual advantage of both the Employer and the employee that
employees do not operate vehicles or equipment which are not in safe
operating condition. It shall be the duty of employees to report promptly to
the Employer in writing all defects in equipment. The determination of, as
well as the responsibility for, all decisions in regard to the condition of the
equipment shall rest with the senior qualified representative of the Employer
on the premises.

14.06 Safety Boot Allowance

The Employer shall, upon presentation of a receipt for reimbursement,
supply a safety boot allowance of up to two hundred dollars ($200.00) to
employees for whom safety boots are an occupational requirement. The
allowance shall reset no earlier than eighteen (18) months for full-time
employees and twenty-four (24) months for seasonal employees after
the prior reimbursement was given, and shall take place should the
employee provide sufficient evidence that the safety boots are in need of
replacement.

All safety boots must meet the appropriate safety standards and have
the required certificate as per The Manitoba Workplace Safety and
Health Act and Regulations for the relevant work.

14.07 The Employer shall provide all employees three (3) t-shirts and one (1)
fleece jacket/sweatshirt which must be worn as a uniform and at work
only and maintained by the employee at the employee’s own cost. New
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t-shirts and or fleece jacket/sweatshirt will be provided to employees
no earlier than eighteen (18) months after the employee was last
provided with t-shirts and or fleece jacket/sweatshirt and shall take
place should the employee provide sufficient evidence that the fleece
jacket/sweatshirt are in need of replacement.

ARTICLE 15 — WAGE PAYMENTS
15.01 Wages shall be paid bi-weekly by direct deposit on every second (2"%) Friday.

15.02 If a payday falls on a public holiday, then wages shall be paid on the
preceding working day.

15.03 The Employer shall provide to all employees an electronic pay statement
indicating the pay period, the number of hours paid at regular time, the
number of hours paid at overtime, other earnings, gross earnings,
deductions and reasons therefore, net pay, and the names of the Employer
and the employee.

15.04 If an employee, covered by this Agreement, has not received wages in a pay
period resulting in a shortfall of wages of more than fifty dollars ($50.00),
such pay shall be provided within three (3) business days (excluding
Saturday, Sunday, and statutory holidays), upon request from the employee.

ARTICLE 16 — SENIORITY RIGHTS

“Seniority” is defined as continuous length of service with the Employer
based on all hours worked.

16.01 An employee's seniority shall be established on the completion of a
probation period as set out in Article 29.

16.02 In the event of a layoff, promotion, recall, or vacancy; seniority will be used
as the governing factor provided the skills, experience, abilities, and
gualifications of employees are relatively equal.

16.03 When the Employer decides to fill a vacancy, they shall provide the Union a
copy of the job posting prior to posting on the bulletin board. The Employer
shall then post the notice on the bulletin boards which shall be accessible
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to all employees at the buildings for a period of seven (7) calendar days
during which time employees will have the opportunity to apply. While the
Employer may post the position externally at the same time, internal
candidates must be considered first (provided they have the needed skills,
experience, abilities, and qualifications as required in the job posting). The
Employer shall keep internal candidates updated on the progress of
the hiring process. Should the position not be filled from within the
bargaining unit the Employer may offer the position to an external candidate.

16.04 Where a new position or vacancy has been filled from within the bargaining
unit and in the event that the employee proves to be unsatisfactory in the
new position within ninety (90) calendar days, or voluntarily elects to revert
to their former position within ninety (90) calendar days of commencing the
new role, they shall be returned to their former position without loss of
seniority.

In circumstances where the former position has been filled, the
employee reverting to their previous may exercise their bumping
rights. Each displaced employee following such bumping may also
exercise their bumping rights. The employee with the least seniority
following the bumping procedure may be subject to a layoff, in
accordance with this Article 16.

16.05 Full-time employees shall earn seniority in accordance with their actual
periods of continuous service in the full-time position and shall be stated in
years of service. Seasonal employees and permanent part-time employees
shall earn seniority in accordance with their actual hours worked and shall
be stated on the seasonal seniority list in hours of work.

There shall be two (2) separate seniority lists for:
(a) Full-time employees;
(b) Seasonal and permanent part-time employees.

Seasonal and permanent part-time employees upon transferring to a full-
time position shall have their seniority credited on a pro-rata basis (i.e., actual
hours worked divided by annual full-time hours in the previous classification).
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16.06 Seniority List

(a) The Employer shall post the seniority list, with a copy provided to the
Union, within thirty (30) calendar days of the execution of this
Collective Agreement and at the end of the month of April of each
year thereatfter.

(b) The seniority list shall contain the following information:
() Name of employee;
(i) Classification;
(iif) Initial date of hire by the Employer
(iv) All hours worked to two (2) decimal places (for example: 0.33)

When two (2) or more employees have the same seniority date, ranking
of such employees on the seniority list shall be in alphabetical order by
their last name.

16.07 Seasonal employees shall be called back by classification, in order of
seniority.

ARTICLE 17 — DISCIPLINE, TERMINATION, AND LAYOFF

17.01 The Employer shall not discipline or terminate any employee who has
successfully completed their probation period except for just cause. An
employee, if they so request, shall have the right to have their Shop Steward
or a Union Representative present at any discussion with supervisory
personnel in which they are being investigated for misconduct, or where they
are going to be issued discipline.

17.02 When an employee is disciplined in writing or dismissed, the Employer shall,
within seven (7) calendar days, supply a written reason to the employee and
a copy sent to the Union.

Where the employee is dismissed, a copy of the written reason shall be
provided to the Union and the employee.
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17.03 The Employer at its discretion may discharge any probationary
employee and that probationary employee shall have no recourse to
the grievance or arbitration provisions as set out in this Collective
Agreement, provided it is not done in an arbitrary, bad faith, or
discriminatory manner and/or contrary to The Human Rights Code of
Manitoba.

17.04 Employees shall not be suspended or dismissed without the Employer
following the principles of progressive discipline, unless the Employer views
that the conduct warrants a higher level of discipline.

Notwithstanding anything in this Article, if an employee feels that their
suspension or dismissal is unjust, the employee may resort to the grievance
and arbitration procedure at Step 2.

17.05 Where an employee who has seniority is laid off by the Employer for a period
longer than two (2) weeks', they shall be provided with two (2) weeks' notice
of layoff, unless emergency circumstances prevent such notice from being
provided. All employees shall be laid off in the reverse order of their seniority
within their classification, providing the remaining employee(s) within the
classification have the skills, experience, abilities, and qualifications to
perform the remaining work. The names of the employees who are laid off
shall be placed on a recall list.

The Employer shall notify the Union of employees who are laid off with
the estimated recall period.

17.06 Where the Employer recalls employees, it shall be consistent with Article
17.05 with the most senior qualified employee in the category affected by the
recall being recalled first.

17.07 When any employee is temporarily recalled for a specific period of time, not
to exceed fifteen (15) working days, no subsequent notice of layoff shall be
required.

17.08 When an employee leaves the employ of the Employer, the employee shall
give the Employer two (2) weeks' notice, unless shorter notice is provided
for in The Employment Standards Code.
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ARTICLE 18 — WORKERS' COMPENSATION

18.01 When an employee is injured in the performance of their duties on behalf of
the Employer and is eligible to receive Workers’ Compensation Benefits,
they shall be paid for the regular shift on the day of the accident if they
required off-site medical attention which necessitated no return to work that
day as supported by medical evidence.

18.02 An employee involved in an accident or illness as a result of work for the
Employer must report such accident and/or iliness, subject to
extraordinary circumstances, promptly but in any case, within twenty-
four (24) hours of the accident or illness, to the Employer, using the
Incident Reporting Form.

18.03 If the illness or injury is such that the employee cannot report for work on
their next or subsequent shifts, they must notify the Employer prior to the
start of the shift(s) indicating the necessity for and the expected amount of
time away from the workplace. The employee must provide to the
Employer, upon request, a medical certificate substantiating such
illness or injury and if necessary, the period the employee will be
absent from the workplace. Where the employee’s return to work, after
a workplace injury, involves any limitations or restrictions regarding
their duties, such limitations must be clearly indicated in the medical
certificate. The Employer will make every effort to accommodate the
employee’s restrictions in accordance with The Workers
Compensation Act.

18.04 Workers’ Compensation Benefits shall be paid directly to the employee.

18.05 During the period an employee is in receipt of Workers’ Compensation
Benefits they shall maintain bi-weekly written contact with the Employer (or
less if the Employer agrees and the context of the employee's injury does
not require bi-weekly contact) to advise the Employer of their condition and
expected date of return to work.

18.06 The Employer may require from an employee who intends to return to work
following a claim of Workers Compensation a medical certificate satisfactory
to the Employer, for which the Employer shall reimburse the employee up to
fifty dollars ($50.00) upon presentation of a receipt from a qualified physician
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or the decision of the Workers Compensation Board Medical Review Panel
upon appeal certifying them fit to resume their normal duties.

ARTICLE 19 — HOURS OF WORK

19.01 The hours of work shall be eight (8) hours per day and shall not exceed forty
(40) hours per week. Employees shall be scheduled for a minimum of four
(4) hour shifts, unless mutually agreed upon by the employee and the
Employer.

19.02 Breaks

(a) Employees working a five (5) or more hour shift are entitled to two (2)
paid fifteen (15) minute rest periods and a thirty (30) minute paid
lunch per shift. The employee must remain on the Employer’s
premises during the lunch break. Should the employee be
required to perform any task(s) during their lunch period, they
shall be entitled to take the remaining lunch break following the
completion of such task(s). Such breaks shall be scheduled at
the Employer’s discretion.

(b) Employees working a shift of less than five (5) hours are entitled to a
paid fifteen (15) minute break or rest period. Such break shall be
scheduled at the Employer’s discretion.

19.03 SWCC will make best efforts to post schedules two (2) weeks in advance.
Once posted, the shift schedule shall not be changed without the knowledge
of the employee(s).

19.04 Employees who are called in once they have completed their shift shall be
compensated for a minimum of three (3) hours’ pay at applicable rates.

19.05 The Employer will compensate the employee for a meal allowance to a
maximum of fifteen dollars ($15.00) upon written request and with a receipt
when an employee works an additional minimum of three (3) hours past a
regularly scheduled eight (8) hour shift. The overtime must have prior
management approval.
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19.06 Training Premium

If an employee is directed by their Manager to provide training to anew
hire, they shall be paid atraining premium of one dollar ($1.00) per hour
for each hour they provide the training. The Employer will designate
which employee conducts the training and which hours are training
hours.

ARTICLE 20 — OVERTIME

20.01 All'time worked before or after the employee's regular eight (8) hour workday
or forty (40) hour workweek shall be considered overtime.

20.02 Overtime rates will be as follows:
(a) Time and one-half (1 %2) shall be paid for all hours worked.

(b) Time and one-half (1 ¥2) for all hours worked on an employee's
scheduled vacation day and the vacation day shall be rescheduled at
a later time chosen by the employee or added to the employee's
current vacation period at the employee's discretion.

20.03 Employees required to work on a general holiday shall be paid at rates for
all hours so worked as laid out in Article 11.

20.04 Employees shall have the option to bank pre-approved overtime hours up
to a maximum of forty (40) hours to be used within the calendar year.

ARTICLE 21 — HEALTH AND WELFARE, SICK LEAVE, AND BENEFITS

21.01 Extended Health and Dental Benefits

The Employer shall provide a health and dental benefit plan, of the
Employer’'s choosing, to full-time employees that is optional for
employees to sign up to. The cost shall be covered fifty percent (50%)
by the Employer and fifty percent (50%) by the employee.

21.02 Full-time employees and seasonal employees working thirty-two (32) to
forty (40) hours per week who have completed their probationary period
with the Employer shall accumulate paid sick leave credits at a rate of one
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(1) day per month of active employment to a maximum of twelve (12)
days. A maximum of seven (7) days of unused sick leave may be
carried over into the following calendar year. Any sick leave in excess
of this amount shall be forfeited.

21.03 The Employer requires employees to provide a medical certificate for any
absences from work of a duration more than three (3) consecutive days for
which the employee is scheduled. Where the employee’s return to work
involves any limitations or restrictions regarding their duties, such
limitations must be clearly indicated in the medical certificate. Such
limitations shall be defined and considered in accordance with this
Article to facilitate a safe and appropriate return to work. The Employer
shall reimburse the employee of the cost of the medical certificate up to a
maximum of fifty dollars ($50.00).

21.04 An employee shall be allowed to utilize a maximum of four (4) days per year
of accumulated sick leave credits for the purpose of providing care for their
spouse, child who is ill, including step-child and child of a registered
common-law spouse, parents, step-parents and parents-in-law,
grandchildren, legal guardian or a person for whom the employee is the
primary caregiver and permanently resides in the same household.

ARTICLE 22 — LICENSES, CERTIFICATIONS, AND ACCREDITATIONS

22.01 The Employer shall, upon approval, pay the cost of any courses,
accreditations or licenses that a full-time, part-time, or seasonal employee
requires for the performance of their duties. Where the cost of such training
exceeds five hundred dollars ($500.00), the employee must execute a return
of service agreement as a condition of receiving the training. The return of
service agreement will require a one (1) year service obligation for full-time
employees, or a two (2) season service obligation for part-time or
seasonal employees following the completion of the training. If the service
obligation is not completed, then the employee shall be required to repay the
cost of the training to the Employer.
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ARTICLE 23 — TRAVEL EXPENSE REIMBURSEMENT

23.01 All reasonable expenses will be reimbursed for travel on behalf of the
Employer. Claim for reimbursement of mileage shall be made on the form
prescribed and approved by the Employer. Employees using their personal
vehicle for travel on behalf of the Employer shall be reimbursed as per the
CRA rates for all travel (i.e., including travel between sites, picking
up/dropping off supplies, and/or any other travel expenses incurred in

maintaining the operational functions of the facilities).

ARTICLE 24 — CELL PHONE ALLOWANCE

24.01 An employee who is required to use their personal cell phone for work use,
shall be entitled to an allowance of fifty dollars ($50.00) per month. Whether
a cell phone is a required component of any position remains the decision of

the Employer.

ARTICLE 25 — WAGE RATES AND CLASSIFICATIONS

25.01

Aug 1

Classification 2024
(4%)

Maintenance and Yard
Supervisor A $23.68
Maintenance and Yard
Supervisor B $22.09
Zamboni Driver A (Power
Engineering Certified) $25.02
Zamboni Driver B (Non-Power
Engineering Certified) $2261
Administrative Assistant $ 22.88
Custodian $17.68
Arena Attendant $ 16.47

The employer shall pay retroactive wages within sixty (60) days of

ratification.
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Aug 1
2025
(3%)

$ 24.39
$22.75
$ 25.77

$ 23.29

$ 23.57
$18.21
$ 16.97

Aug 1
2026
(3%)

$ 25.12
$ 23.43
$ 26.55

$ 23.99

$ 24.27
$ 18.76
$17.48



It is understood and agreed that the Employer will provide a detailed
breakdown of the salary and benefit adjustments for each year that an
employee receives retroactive pay, upon request by the employee.

No employee shall suffer a reduction in wages as a consequence of the new
wage schedule contained in this Agreement. Any affected employee shall be
red circled.

25.02 Where classifications are not specified, the Employer will have the right to
create a new classification and assign an interim wage rate, subject to
negotiations between the parties. The Employer will notify the Union in
writing of their intent to create a new classification and the proposed interim
wage rate. If, within fourteen (14) calendar days of the Employer providing
notice to the Union, the Union does not respond, then the interim wage rate
shall become the final wage rate. If the Union challenges the interim wage
rate and it is not resolved within fourteen (14) days from the commencement
of negotiations or such longer period as may be mutually agreed upon
between the parties, it may be submitted and resolved in accordance with
the Grievance Procedure.

The Employer shall make available to the Union, on request, information
required by the Union such as job descriptions, positions in the bargaining
unit, and wage rates.

25.03 The Employer shall provide a job description for each classification with a
copy given to the Employee and the Union.

25.04 Where an employee is temporarily assigned a higher job classification
for a period of four (4) hours or more for the day, they shall receive the
wage rate for the higher classification while performing such duties.

25.05 The Employer has the right to assign any employee to duties in a
classification lower than the employee's normal classification,
including general duties. An employee shall be paid the wage rate for
their normal classification while performing duties in a lower
classification.
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ARTICLE 26 — CONTRACTING OuT

26.01 The Employer shall not contract out any work performed by any member of

the bargaining unit if to do so would result in any adverse effects to an
employee's regular hours of work or regular pay or the layoff of any
employee.

ARTICLE 27 — DEFINITIONS

27.01

a) Full-Time Employee: An employee who has completed the
probationary period and is appointed to a position within the full-time
complement, working between thirty-two (32) to forty (40) hours per
week.

(b) Part-Time Employee: An employee of the Employer who has
completed the probationary period and who is regularly and
permanently scheduled to work less than thirty-two (32) hours per
week but at least eight (8) hours per pay period.

(c) Seasonal Employee: An employee who has completed the
probationary period and maintains seniority on a seasonal basis who
IS occupying a position not within the full-time or part-time complement
and may be subject to layoff and recall on a seasonal basis in
accordance with the terms outlined in this Collective Agreement.

Note: Rink staff are seasonal staff and only during the winter season
when the rink is in operation.

(d) Summer Student/Summer Youth Employee: A student or person under
the age of 29 years old who is hired and funded through Canada
Summer Jobs and other similar programs for a term position with the
Employer. The terms and conditions of employment for these staff are
set out by the funding agreement with Canada Summer Jobs and
other similar programs. Such persons will not establish seniority for
the length of the term and will follow LOU #1.
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(e) Casual Employee: An employee who is employed to work on an
unscheduled, as and when required, intermittent basis, and/or to
cover short notice absences.

ARTICLE 28 — VOLUNTEERS

28.01 Both the Employer and the Union recognize that volunteers can and
may perform useful functions, outside of the bargaining unit work, in
assisting the Employer to meet its objectives and functions to the
community. Volunteers shall not be used to perform bargaining work.

ARTICLE 29 — PROBATIONARY PERIOD

29.01 All newly hired employees shall service a probationary period during
which their suitability for the position will be assessed by the
Employer.

29.02 The probationary period shall be the later of:

(a) Sixty (60) calendar days, provided the employee works at least
eight (8) hours per week; or

(b) One hundred and twenty (120) actual hours worked.

29.03 With advance written notice to the Union, the probationary period may
be extended by the Employer for an additional forty (40) hours of work.
Employees shall be advised in writing of the terms of the extended
probationary period.

29.04 The Employer may dismiss any probationary employees during the
probationary period without recourse to the grievance and arbitration
provisions as set out in this Collective Agreement, unless the Union
claims the dismissal was done in an arbitrary or discriminatory
manner.

29.05 In the event that an employee is laid off before the completion of the
probationary period, the probationary clock will stop as of the last day of work
and prior to the lay-off and will resume on the first day of work after recall.
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29.06 Employees who are off on any eligible/approved leave of absence will have
their probationary period extended for the time off on such leave.

ARTICLE 30 — GENERAL

30.01 All provisions of this Collective Agreement are subject to the applicable laws
now and/or hereafter in effect. If any law or regulation now existing or
hereafter enacted or proclaimed shall invalidate or disallow any portion of
this Collective Agreement, the entire Collective Agreement shall not be
invalidated and the existing rights, privileges, and other obligations of the
parties shall remain in existence. The parties shall attempt to agree on a
replacement provision. If there is no agreement between the parties on this
issue, the matter shall be resolved by arbitration. In determining wording of
the replacement term, the arbitrator shall ensure that the replacement
provision resembles as closely as possible the provision it is replacing.
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ARTICLE 31 - EFFECTIVE DATE AND DURATION OF AGREEMENT

31.01 This Collective Agreement shall remain in full force and effect from August
15t, 2024, to July 31%t, 2027, unless altered or amended in the meantime by
mutual consent of the parties hereto, and shall be deemed to be renewed
thereafter from year to year unless written notice to negotiate a new
collective agreement is given by either party to the other not less than thirty
(30) days prior to the expiry date of this Collective Agreement or the expiry
date of any extended term thereof, and on receipt of such written notice, both
parties shall make a sincere effort to arrive at an understanding prior to the
anniversary date. During the period of such negotiations, this Collective
Agreement shall remain in full force and effect.

Signedthis 20" day of M?uv(r 2025,

ON BEHALF OF THE EMPLOYER: ON BEHALF OF THE UNION:

President iness Representative

Bargaining Committee Member

oar emoper

Bargaining Committee Member
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LETTER OF UNDERSTANDING #1
Between
SOUTH WINNIPEG COMMUNITY CENTRES
And
THE INTERNATIONAL UNION OF OPERATING ENGINEERS LOCAL 987

RE: SUMMER STUDENT / YOUTH EMPLOYMENT

The Union approves the hiring of Summer Student | Youth Employees through
Canada Summer Jobs and other similar programs, provided that such hirings
shall not permanently replace any bargaining unit positions. Additionally, it is
understood that individuals hired via summer job programs are not to be subject
to the terms of the Collective Agreement.

These staff shall be hired in accordance with the terms of the Employer's funding
agreement with Canada Summer Jobs or other similar programs, including their
rate of pay and hours of work.

Upon the request of the Union, the Employer will provide the following
information:

1. Name and start/end dates of the summer student/youth student employees
and;

2. Department to which the employee is assigned.

The Union will waive the two percent (2%) service fee required for casual
employees (Article 5.06) and further, will not require these employees to become
members of the Union.
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Signed this __odo™ -~ day of Qug uir . 2025.

ON BEHALF OF THE EMPLOYER: ON BEHALF OF THE UNION:

Busi Representative

-

Board Member

Bargaining Committee Member
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