COLLECTIVE AGREEMENT

BETWEEN

TOWN OF KENTVILLE
(hereinafter called the "Employer”)

AND

CANADIAN UNION OF PUBLIC EMPLOYEES, LOCAL 4403
(hereinafter called the “Union")

Expiry March 31, 2027



Table of Contents

ARTICLE 1 - PREAMBLE........cccioioiiininiimiminisiniienis s csisnscasniniscersrses s e s 4
ARTICLE 2 - MANAGEMENT RIGHTS ... 5
ARTICLE 3 - RECOGNITION. ...ooii e sssrss s s s assar s 5
ARTICLE 4 - NO DISCRIMINATION .....covmmmimierniiieiiiiiiriie it isssans s 7
ARTICLE 5 - UNION MEMBERSHIP REQUIREMENT ......ceeveimmmmeimininiiimimnn i, 8
ARTICLE 6 - CHECK-OFF OF UNION DUES........coiviiimmennieimienainninnrnie e ene e 9
ARTICLE 7 - THE EMPLOYER AND THE UNION SHALL ACQUAINT NEW EMPLOYEES .......... 9
ARTICLE 8 - CORRESPONDENCE..........coosiurermmmmmnmnnimsmeninimisesessinesesrsrsnananansn 10
ARTICLE 9 - LABOUR MANAGEMENT COMMITTEE .......covvmuimemmmniiiinirininrerincnenn 10
ARTICLE 10 - LABOUR/MANAGEMENT BARGAINING AND RELATIONS ................... 11
ARTICLE 11 - RESOLUTIONS AND REPORTS OF THE COUNCIL ........coovvmvmenererennen. 12
ARTICLE 12 - GRIEVANCE PROCEDURE ..........ccvtmmmiiiiiiiiiiii i e nenenenananes 12
ARTICLE 13 - ARBITRATION .....cccoiviiiiiinmminnmnsnnn sttt s sessenasenes 15
ARTICLE 14 - DISCHARGE, SUSPENSION AND DISCIPLINE ..........coovommmmeninianninnnen. 16
ARTICLE 15 - SENIORITY ...ciiiiiiinininiiii oo 16
ARTICLE 16 - PROMOTION AND STAFF CHANGES .......ccccociiininnnniniinnnnnen, 18
ARTICLE 17 - LAYOFFS AND RECALLS..........ocoi i i, 20
ARTICLE 18 - HOURS OF WORK .....c.uvviviiiiiiiiiiiinr et i 20
ARTICLE 19 - OVERTIME........coi it ien s ssmvsisiain s 22
ARTICLE 20 - HOLIDAYS ... cotiimiireiiiemiiiii e ereniisiisie s ceve s s e s nsnanns 25
ARTICLE 21 - VACATIONS. ... s e e e 26
ARTICLE 22 - SICK LEAVE PROVISIONS. ..ottt 28
ARTICLE 23 - LEAVE OF ABSENCE ... ..o e 30
ARTICLE 24 - PAYMENT OF WAGES AND ALLOWANCES..........cocoeiiiiiininicininan 32
ARTICLE 25 - JOB CLASSIFICATION AND RECLASSIFICATION.....ccoeoviiiiraiiieienene 33
ARTICLE 26 - EMPLOYEE BENEFITS.......coicieii e, 34
ARTICLE 27 - SAFETY AND HEALTH. ..ot iinsne s 38
ARTICLE 28 - TECHNOLOGICAL AND OTHER CHANGES ...........ccoo oo 39
ARTICLE 29 - JOB SECURITY ...cverviiviiiiiininiirii i s 39
ARTICLE 30 - UNIFORM AND CLOTHING ALLOWANCE...........coovimininiiinnnnnns 39
ARTICLE 31 - GENERAL CONDITIONS.....cocoiiinininiinimnins s 40
ARTICLE 32 - EMPLOYEE & FAMILY ASSISTANCE PROGRAM ......cccoovnvivinnnnnninnnninne 41
ARTICLE 33 - PRESENT CONDITIONS AND BENEFITS......ccouviimiiiicinnninniininens 41
ARTICLE 34 - TERM OF AGREEMENT ..., 43
ARTICLE 35 - SIGNATORIES.........ciivieinieiniieicie e s, 44
SCHEDULE A ettt ee et et 45

CLASSIFICATIONS AND WAGES ......oioiiiiiiiii e, 45

PUBLIC WORKS DEPARTMENT : .....ocoeieiiiiiiiiiie bt s sann s s 45

PARKS & RECREATION DEPARTMENT: .......coooiiiiiiiii e, 46

WATER COMMISSION: ... ier i ar e 47

CUSTODIANS: ..ceettttiirretereriimie it eressser s erereran s s s st aa e 47
MEMORANDUM OF UNDERSTANDING........cccoviviiimiiiicmitiinnisinins issrer e asaane 48
LETTER OF AGREEMENT ..ottt s s s s s sene 51



WASTEWATER COLLECTION CERTIFICATION

LETTER OF AGREEMENT

RICHARD BOYD....

LETTER OF AGREEMENT

PUMPKIN PEOPLE — GERALD LITTLE

.............................................
.....................................................................................
-------------------------------------------------------------------------------------
.....................................................................................

----------------------------------------------------------



This Agreement made this day of , 2023.

BETWEEN:

And

The Town of Kentville,
hereinafter called the “"Employer”,

Party of the First Part:

Canadian Union of Public Employees, Local 4403,
hereinafter called the “Union”,

Party of the Second Part:

ARTICLE 1 - PREAMBLE

1.01

(1)

(2)

(3)

4

1.02

It is the purpose of both parties to this Agreement:

To maintain and improve harmonious relations and settle conditions of
employment between the Employer and the Union.

To recognize the mutual value of joint discussions and negotiations in all
matters pertaining to working conditions, employment, scale of wages
and benefits.

To encourage efficiency and economy in operations and service to
taxpayers.

To promote the morale, well-being and security of all Employees in the
bargaining unit of the Union.

It is now desirable that method of bargaining and, all matters pertaining
to the working conditions of the Employees be drawn up in a collective
agreement. Any changes to this agreement shall be made in
accordance with Article 34.02 herein.



ARTICLE 2 - MANAGEMENT RIGHTS

2.01

2.02

(1)
(2)

3)

The Union recognizes that it is the right of the Employer to manage the
affairs of the operation and to direct the working force, and without
restricting the generality of the foregoing, the Union acknowledges that
it is the function of the Employer to:

Maintain order, discipline and efficiency.

Hire, promote, demote, discipline, suspend, lay-off or discharge any
Employee covered by this Agreement, provided that a claim that an
Employee has been demoted, disciplined, suspended, or discharged
without reasonable cause, may be the subject of a grievance and dealt
with as hereinafter provided.

Determine the nature and kind of services to be provided by the
Employer and the methods, procedures, equipment, materials, and
manpower to be used in providing these services.

The Employer shall not exercise its rights in a manner which is
inconsistent with the provisions of this Agreement, arbitrary, or
discriminatory.

ARTICLE 3 - RECOGNITION

3.01

3.02

The Employer recognizes the Canadian Union of Public Employees and
its Local 4403 as the sole and exclusive collective bargaining agent for
all Employees of the Public Works Department, the Parks and Recreation
Department, the Water Commission, and Custodian, but excluding
Foremen and above that rank, Office Employees and those excluded by
Paragraphs (a) and (b) of Subsection (2) of Section 1 of the Trade
Unjon Act. The Employer agrees to discuss with the Union or any of its
authorized committees any matters affecting their relationship, aiming
towards a peaceful and amicable settlement of any differences that may
arise between them.

Persons whose jobs are not in the bargaining unit shall not work on any
jobs which are included in the bargaining unit except:

(1) in emergencies when regular Employees are not readily available
and/or,

(2)  when the regular hours and number of Employees in the
bargaining unit would not be reduced.



3.03 (1)

3.04

(2)

This Collective Agreement is fully applicable to all full-time, part-time,
seasonal, and temporary Employees unless otherwise specified.

Various types of Employees are defined as follows:

Full Time Employee - is an Employee who has been in the employ of the
Employer in the bargaining unit and who has completed the
probationary period and who is working the regular hours of work
established as per Article 18.

Part-time Employee - is an Employee who works less than the regular
hours of work and who has completed the probationary period.

Temporary Employee - is an Employee whose employment is intended
to be of limited duration but who works the customary number of full
time or part-time hours.

Casual Employee - one who is employed on a non-regular basis and
who is not a member of the bargaining unit.

Seasonal Employee - is a full-time or part-time Employee who works
less than the full year and who is seasonally laid off and recalled.

Temporary and seasonal Employees are eligible for medical insurance,
Town of Kentville and Multi Sector Pension Plans when eligible for the
Town of Kentville Pension, as well as sick leave, holidays and vacations
on a pro-rated basis and in accordance with the conditions of these
various benefit plans.

Bona fide students and Grant workers shall be excluded from the
bargaining unit and shall not be covered by the Collective Agreement.

The Employer shall discuss Grant applications with the Union.
No Employee shall be required or permitted to make a written or verbal

agreement with the Employer or their representatives which may
conflict with the terms of this Collective Agreement.



ARTICLE 4 - NO DISCRIMINATION

4.01

4.02

4.03

4.04

The Employer and the Union agree that there shall be no discrimination,
interference, restriction, or coercion exercised or practiced with respect
to any Employee in the matter of hiring, wage rates, training, up-
grading, promotion, transfer, layoff, recall, discipline, classification,
discharge, or otherwise by reason of race, creed, colour, national origin,
political or religious affiliation, sex, gender identity, gender expression or
marital status, nor by reason of their membership in a labour union.

The Parties agree that the AMova Scotia Human Rights Act will be
recognized in all cases.

Respectful Workplace

The Employer and the Union jointly agree that every person in the
workplace shall be entitled to a respectful workplace. The environment
must be free of behaviours such as discrimination, bullying, harassment,
violence, disruptive workplace conflict and disrespectful behaviour. The
principle of fair treatment is a fundamental one and both the Employer
and the Union will not condone any improper behavior on the part of
any person, which would jeopardize any other person’s dignity,
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 Nova Scotia Occupational Health and Safety
Act. The Employer shall implement educational opportunities for all
Employees to deal with misconceptions and dispel myths about different
cultural ethnicities. This will include enhanced orientation sessions for
new employees on a go forward basis.

The Parties to the agreement recognize that the Employer objectives
include service to First Nations, Métis and other ethnic communities and
the promotion, preservation, protection and interpretation of their
histories, languages, cultures, and artistic heritages using ways of
knowing and understanding.

With respect to the interpretation of Article 4.01 and certain words used
in the collective Agreement, the Parties agree that "Sex/Gender/Gender
Identity” includes but is not limited to the right to equal treatment
without discrimination, intimidation, interference, restriction or coercion
because an Employee (i) is pregnant or may become pregnant, (ii) is
chestfeeding or (iii) is not cisgender (including but not limited to:
transgender, non-binary, genderqueer, genderfluid, agender, intersex,
Two-Spirit, etc.) where cisgender refers to a person whose assigned sex
at birth matches with their gender identity.
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4.05

Town of Kentville and the Union will make every effort to protect the
privacy and safety of trans workers at all times, and during an
accommodated transition.

Upon request by an employee, the Town of Kentville will update all
employee records and directories to reflect the employee’s name and
gender and ensure that all workplace-related documents are also
amended. This may include name tags, employee IDs, email addresses,
organizational charts, health care coverage, schedules and human
resources documents. No records of the Employee’s previous name, sex,
gender, or transition will be maintained unless required by law.

The Employer will provide safe washroom and change room facilities to
all workers. The Parties recognizes that a worker who identifies as
transgender has the right to use the washroom of their lived gender,
regardless of whether or not they have sought or completed surgeries
or completed legal name or gender changes.

Upon notification by an Employee wishing to transition or in need of a
gender support plan, or at the request of the Union, the Employer will
work with the Union and the Employee to tailor a transition or support
plan to the Employee’s particular needs.

ARTICLE 5 - UNION MEMBERSHIP REQUIREMENT

5.01

As a condition of continued employment with the Employer, all
Employees covered by this Agreement shall become and remain
members in good standing in the Union. All new Employees shall as a
condition of continued employment become members of the Union upon
completion of the ninety (90) working day probationary period. The
ninety days must be worked within a twelve (12) month period.

Should a probationary Employee be terminated prior to completion of
the probationary period and subsequently be rehired, the twelve (12)
month period is understood to commence from the previous hire date.



ARTICLE 6 - CHECK-OFF OF UNION DUES

6.01

6.02

6.03

6.04

6.05

The Employer agrees to deduct from every Employee covered by this
Agreement any initiation fees and dues uniformly payable by all
members, provided that the Employer has been given authorization by
the Union and has been advised of the amount of dues to be deducted.

Deductions shall be made from each pay and shall be forwarded
monthly by the fifteenth day of the following month to the CUPE
National Secretary-Treasurer, 1375 St. Laurent Blvd., Ottawa, Ontario,
K1G 027, accompanied by a list of the Employees and their addresses
from whom such deductions were made.

Unless an Employee directs in writing to the Employer not to provide the
Union with their address, within 90 days of signing this agreement, the
Employer endeavors to provide the Union with the last known address
of each bargaining unit member, within a reasonable amount of time,
following the 90 days after the signing of this agreement. Upon hire and
except where the new Employee directs in writing not to provide their
address the Employer endeavors to provide the Union with the new
Employee’s last known address.

The Employer shail advise a representative of the Union of all
appointments, temporary positions, leave of absences, resignations,
retirements, deaths or other changes of status of its Employees.

T-4 Slip

The Employer will report the yearly amount of union dues paid by each
employee on the employee’s T-4 slip or any other legal reporting
requirement which replaces the requirement to report dues remitted on
a T-4 slip in the future.

ARTICLE 7 - THE EMPLOYER AND THE UNION SHALL ACQUAINT NEW

7.01

7.02

EMPLOYEES

The Employer agrees to acquaint new Employees with the fact that a
Union Agreement is in effect, and with the conditions of employment set
out in the Articles dealing with Union Security and Dues Check-off.

On commencing employment, the Employee’s immediate supervisor
shall introduce the new Employee to the Union Steward or
Representative. The Steward or Representative will provide the
Employee with a copy of the Collective Agreement.

9



ARTICLE 8 - CORRESPONDENCE

8.01

All correspondence between the parties, arising out of this Agreement or
incidental thereto, shall pass to and from the Chief Administrative
Officer or designate and the Secretary of the Union.

ARTICLE 9 - LABOUR MANAGEMENT COMMITTEE

9.01

9.02

9.03

9.04

(1)

(2)
(3)
4

(3)

A Labour Management Committee shall be established consisting of up
to six (6) representatives of the Union and up to six (6) representatives
of the Employer. It is desirable that there be one (1) Union and one (1)
Employer representative from each Department covered by this
Collective Agreement. The Committee shall enjoy the full support of
both parties in the interests of improved service to the public, and job
security for the Employees.

The Committee shall concern itself with the following general matters:

Considering constructive criticisms of all activities so that better relations
shall exist between the Employer and the Employees.

Improving and extending services to the public.
Promoting safety and sanitary practices.

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

Correcting conditions causing grievances and misunderstandings.

The Committee shall meet quarterly. Additional meetings may be called.
Meetings will be scheduled at a mutually agreed time and place. The
parties shall rotate chairing the meeting and setting the agenda to
which either party may include items to be addressed. Employees shall
not suffer any loss of regular earnings for time spent with this
Committee.

Minutes of the meeting shall be prepared by a member of the
Committee. The Co-chairs (Union and Management) of the committee
will rotate chairing the meeting. The minute taker will be chosen from
among the members of the committee on the opposite side. For
example: when the Union is Chair, the Management records. Minutes
will be distributed for approval within two (2) weeks of the meeting.
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9.05

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

ARTICLE 10 — LABOUR/MANAGEMENT BARGAINING AND RELATIONS

10.01

10.02

10.03

10.04

10.05

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

The Union shall have the right at any time to have the assistance of
representatives of the Canadian Union of Public Employees when
dealing or negotiating with the Employer. Such Representative(s) shall
have access to the Employee’s premises, after receiving permission, in
order to investigate and assist in the settlement of a grievance.

A Union Bargaining Committee shall be elected or appointed and consist
of up to five (5) members of the Union. It is desirable that there shall be
one (1) Union representative from each department covered by this
Collective Agreement. The Union will advise the Employer of the Union
nominees to the Committee.

All matters pertaining to rates of pay, hours of work, collective
bargaining, and other working conditions shall be referred by the Union
Bargaining Committee to the Employer for discussion and settlement.

Subject to Article 34, in the event either party wishes to call a
bargaining meeting, the meeting shall be held at a time and place fixed
by mutual agreement. However, such meeting must be held not later
than twenty (20) calendar days after the request has been given, unless
mutually agreed.
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10.06

10.07

10.08

Any representative of the Union on the Bargaining Committee, who is in
the employ of the Employer, shall have the right to attend meetings
held within working hours without loss of remuneration.

The Employer shall make available to the Union, on request; such
information as is required by the Union for collective bargaining
purposes, provided however that such request shall be reasonable.

Members of the bargaining team, up to 5 (five), may have up to one full
day with pay and without loss of benefits to prepare for the upcoming
round of bargaining.

ARTICLE 11- RESOLUTIONS AND REPORTS OF THE COUNCIL

11.01

The Employer agrees that on any changes of policy which would have
the effect of reducing the size of the bargaining unit, that the matter
shall be communicated to the Union in time to afford the Union a
reasonable opportunity to consider, and if deemed necessary, to speak
on the matter.

ARTICLE 12 - GRIEVANCE PROCEDURE

12.01

12.02

12.03

12.04

A grievance procedure is established to provide for the orderly and
speedy procedure for the settling of grievances. It is understood that
upon commencement of the grievance process as stated in Article
12.06, the Employer shall not meet with the grievor to discuss the
grievance, without the presence of a Union Steward, or Union Executive
member of Grievance Committee.

The Employer acknowledges that the Union may appoint one Shop
Steward and a Grievance Committee to assist any Employee who the
Shop Steward represents, in preparing and presenting the grievance in
accordance with the grievance procedure. The Union shall select one
Steward and a Grievance Committee Chairperson. These two shall form
the Grievance Committee along with officers of the Local Union and a
representative of the Canadian Union of Public Employees.

The Union shall notify the Employer in writing of the names of the
members of the Grievance Committee.

The Employer agrees that the Steward shall not be hindered, coerced,
restrained, or interfered with in any way in the performance of their
duties while investigating disputes and presenting adjustments as

12



12.05

12.06

provided in this Article. The Union recognizes that the Steward is
employed full time by the Employer and that the Steward will not leave
work during working hours except to perform duties under this
Agreement. Therefore, the Steward shall not leave work without
obtaining the permission of the supervisor, which permission shall not
be unreasonably withheld.

A grievance shall be defined as any difference arising out of
interpretation, application, administration, or alleged violation of the
Collective Agreement.,

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

Step 1

The aggrieved Employee(s) will submit the grievance to the Shop
Steward and the Grievance Committee. At each step of the grievance
procedure the grievor shall have the right to be present. The
Representative from Canadian Union of Public Employees has the right
to be present at each step of the grievance process and negotiate a
settlement of grievances.

Step 2

If the Steward and the Grievance Committee consider the grievance to
be justified, the grievance will be submitted in writing to the Employee’s
Department Head within seven (7) working days from the date of the
incident giving rise to the grievance. The Department Head shall render
a decision in writing within five (5) working days after the meeting with
the parties regarding the grievance.

Step 3

Failing satisfactory settlement being reached in Step 2, the Grievance
Committee will submit the written grievance, containing particulars of
the grievance and redress sought, to the Chief Administrative Officer
within five (5) working days from the day the Department Head
rendered their decision. The Chief Administrative Officer shall render
their decision within twenty (20) working days after the meeting with
the parties regarding the grievance. The Chief Administrative Officer
shall obtain the input of Council or its designated committee prior to
making the reply.

13



12.07

12.08

12.09

(a)

(b)

(@)

(b)

Step 4

Failing satisfactory settlement being reached in Step 3, the Grievance
Committee will submit the written grievance, containing particulars of
the grievance and redress sought, to Town Council, or its designated
Committee within five (5) working days from the day the Chief
Administrative Officer rendered their decision. Town Council or its
designated Committee, after consultation with the Chief Administrative
Officer, shall render its decision within fourteen (14) working days after
and meeting with the parties regarding the grievance. The fourteen
(14) working day period may be extended to the next regularly
scheduled meeting of Council, or its designated Committee.

Step 5

Failing satisfactory settlement being reached in Step 4, the Union may,
within ten (10) working days from the day Town Council or its
designated Committee rendered its decision, give notice in writing to the
Employer of its decision to refer the grievance to arbitration.

The Union and its representatives shall have the right to originate a
grievance on behalf of an Employee or group of Employees and to seek
adjustment with the Employer in the manner provided in the Grievance
Procedure. Such a grievance shall commence at Step 2. The Employer
has the right to originate a grievance and such grievance shall be
submitted to the Union in writing within seven (7) working days from
the date of the incident giving rise to the grievance.

A meeting between the parties shall take place at each step of the
grievance procedure,

The Empioyer shall supply the necessary facilities for the grievance
meetings.

Extension of Time Limits

The time limits set in both the Grievance and Arbitration procedures
may be extended by written consent of both parties, provided neither
side’s position is unduly prejudiced by the delay. The request for the
extension shall be in writing.

Saturdays, Sundays, and Statutory Holidays are not included in the time

limits for Article 12 or 13. Working days for the purposes of Articles 12
and 13 shall be Monday to Friday.

14



ARTICLE 13 - ARBITRATION

13.01

13.02

13.03

13.04

13.05

13.06

13.07

13.08

When either Party requests that a grievance be submitted to arbitration,
the request shall be made by registered mail and email addressed to the
other party of the Agreement, indicating the name of its suggested sole
arbitrator(s). Within five (5) working days thereafter, the other Party
shall answer by registered mail and email indicating the name and
address of the agreed arbitrator.

If the party receiving the notice fails to appoint an arbitrator, or if the
Parties fail to agree upon a sole arbitrator within seven (7) days of
receipt, the appointment shall be made by the Minister of Labour and
Advanced Education upon request of either Party.

The decision of the Arbitrator shall be final and binding upon the Parties
and upon the Employer or Employee affected by it. The Arbitrator shall
not have the power to change this Agreement or to add, subtract, alter,
modify, or amend any of its provisions. However, the Arbitrator shall
have the power to dispose of a grievance by any arrangement which it
deems just and equitable within the provisions of this Agreement.

Should the Parties disagree as to the meaning of the Arbitrator’s
decision, either Party may apply in writing, copied to the other Party, to
the Arbitrator to clarify the decision, which shall be done within five (5)
working days.

The fees and expenses of the Arbitrator shall be borne in equal amount
by the Employer and the Union.

At any stage of the Grievance or Arbitration procedure, the Parties shall
have the assistance of any Employee(s) concerned as witnesses and any
other witnesses. All reasonable arrangements will be made to permit the
conferring Parties or the Arbitrator(s) to have access to the Employer’s
premises to view any working conditions which may be relevant to the
settlement of the grievance.

No grievance shall be defeated or denied by any formal or technical
objection. An arbitrator shall have the power to waive formal
procedural irregularities in the processing of a grievance, in order to
determine the real matter in dispute and to render a decision which the
arbitrator deems just and equitable.

The parties may agree to use the services of a mediator or mediation-
arbitrator instead of arbitration. Any costs associated would be paid as
per 13.05.
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ARTICLE 14 - DISCHARGE, SUSPENSION AND DISCIPLINE

14.01

14.02

14.03

14.04

14.05

Following completion of the probationary period, an Employee may only
be dismissed for just cause. When an Employee is suspended or
discharged, the Employee shall be given the reason in writing by the
Employer.

In cases of discharge and discipline, except in the case of probationary
Employees, the burden of proof of just cause shall rest with the
Employer.

Whenever the Employer or authorized agent deems it necessary to
reprimand an Employee in a manner indicating that suspension or
dismissal may follow any further infraction or may follow if such
Employee fails to bring work up to a required standard by a given date,
the Employer shall provide the Employee and the Union with a written
statement of particulars concerning the reprimand.

Any disciplinary action will become a permanent part of the Employee’s
record for a period of eighteen (18) months worked. At the end of this
period, and if the Employee’s record has been good during the eighteen
(18) month period, the disciplinary action will be removed from the file.

An Employee, upon reasonable notice, may have access to their
personnel file up to twice each year or at any time if there is a grievance
concerning the Employee. The Employee can view their personnel file in
the presence of the Chief Administrative Officer or designate. On
request, the Employer shall provide the Employee with one copy of any
document in their personnel file. An Employee's response, if any, to a
written reprimand shall be placed in the Employee's file.

ARTICLE 15 - SENIORITY

15.01

Seniority is defined as the length of service with the Town of Kentville
and Employees will be credited with all service from the date of hire
with the Town of Kentville. Service will be credited towards pension,
vacation, and any other accrued benefits.

Seniority will, subject to Article 16.03, be a factor for determining
promotions, transfers, layoffs, permanent reduction of the work force
and recall within a Department. A transfer shall be from the bargaining
unit to a position outside the bargaining unit and return, or from one
classification to another.

16



15.02

15.03

15.04

(1)
(2)

(3)

(4)

Seniority will operate on a departmental basis for the purpose of
promotions, transfers, layoffs and permanent reduction of the work
force and recall. Those departments will be recognized as Public Works,
Parks and Recreation, Water Commission, and Custodians.

The Employer shall maintain a seniority list showing the date upon
which each Employee’s service commenced. An up-to-date seniority list
shall be sent to the Union and posted on all bulletin boards in January of
each year.

The list shall be posted for a period of thirty (30) days during which time
any errors or omissions shall be forwarded to the Employer for revision.
The finalized list shall then be posted and shall be deemed as accurate
by the Parties.

A newly hired Employee shall be on probation for a period of ninety (90)
working days from the date of hiring and shall have no seniority rights
during that period. After completion of the probationary period, the
Employee’s seniority shall date back to the day on which employment
began. A probationary Employee may be terminated at any time during
the probationary period without cause subject to the Nova Scotia
Human Rights Act.

An Employee shall not lose seniority rights if the Employee is absent
from work because of sickness, accident, lay-off, or leave of absence
approved by the Employer, except as provided in this Agreement. An
Employee shail only lose seniority in the event:

the Employee is discharged for just cause and is not reinstated;

the Employee resigned verbally or in writing and does not withdraw the
resignation within two (2) working days;

the Employee is absent from work in excess of two (2) consecutive
working days without sufficient cause and without notifying the
Employer unless such notice was not reasonably possible;

the Employee fails to return within seven (7) working days following a
layoff and after being notified by registered mail and email to do so,
unless through sickness or other just cause. It shall be the responsibility
of the Employee to keep the Employer informed of the Employee’s
current address. An Employee recalled for casual work or employment
of short duration at a time when the Employee is employed elsewhere
shall not lose recall rights for refusal to return to work, and
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15.05

the Employee is laid off for a period longer than twelve (12) consecutive
months from the date of layoff.

No Employee shall be transferred to a position outside the bargaining
unit without the Employee’s consent. If an Employee is transferred to a
position outside of the bargaining unit, the Employee shall retain
seniority accumulated up to the date of leaving the unit, but will not
accumulate any further seniority. An Employee shall have the right to
return to a position in the bargaining unit at any time during the trial
period, which shall be a maximum of a six (6) month trial period. If an
Employee returns to the bargaining unit, the Employee shall be placed
in the Employee’s former position. Such return shall not result in the
layoff or bumping of an Employee holding greater seniority.

ARTICLE 16 - PROMOTION AND STAFF CHANGES

16.01

16.02

16.03

(1)
(2)

16.04

When a vacancy occurs or a new position is created, either inside or
outside of the bargaining unit, the Employer shall post notice of the
position on all bulletin boards for a minimum of one week, so that all
Employees will know about the vacancy or new position.

Such notice shall contain the following information: nature of position;
qualifications; required knowledge and education; skills; shift; wage or
salary rate or range. Such qualifications may not be established in an
arbitrary or discriminatory manner.

Both parties recognize:

the principle of promotion within the service of the Employer.
that job opportunity should increase in proportion to length of service.

Therefore, in filling a bargaining unit vacancy in an existing or new
position, preference shall be given to existing Employees providing they
have the required qualifications, with seniority being the deciding factor
when two or more Employees are qualified to fill the position and are
equal in all other respects.

The successful applicant promoted from within the bargaining unit to a
position within the bargaining unit shall be placed in the position on trial
for a period of sixty (60) working days. In the event the successful
applicant proves unsatisfactory in the position during the trial period,
the Employee shall be returned to the former position, wage rate, and
without loss of seniority. Such return shall not result in the layoff or
bumping of an Employee holding greater seniority.
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16.05

16.06

16.07

16.08

16.09

(a)

(b)

Consideration for promotion within the bargaining unit may be given to
the senior applicant who does not possess the required qualifications
but is preparing for qualification prior to filling of vacancy. Such
Employee may be given a trial period to qualify within a reasonable
length of time and to revert to the former position if the required
qualifications are not met within such time.

Within seven (7) working days of the appointment to a vacant position,
the name of the successful applicant shall be sent to each applicant and
a copy posted on all builetin boards. The Union shall be notified of all
appointments, hirings, lay-offs, transfers, recalls, retirements, and
terminations of employment within the bargaining unit.

An Employee covered by this Agreement who has given good and
faithful service to the Employer, and who through advancing years,
injury, iliness, or temporary disablement is unable to perform regular
duties, may be placed in other work which the Employee can do, if such
work is available, except such Employee shall not displace another
Employee who has acquired seniority.

The Employer shall inaugurate and maintain a system of “on-the-job”
training so that Employees covered by the Agreement shall have the
opportunity to receive training and qualify for promotion or transfer to
higher or equal classifications within the bargaining unit. Accordingly,
Employees shall be allowed regular opportunities to learn the work of
such higher or equal positions during the regular working hours by
arranging, through their supervisor, to exchange positions for temporary
periods, without affecting the pay of the Employees concerned. Such
opportunities for training will not be denied as a result of opportunities
being given to Employees outside the bargaining unit.

On the job training is subject to operational requirements of the
Department and must be authorized by the appropriate Department
Head.

The Employer may request from time to time that an Employee assume
the position of Lead Hand, which position shall carry out certain
responsibilities as assigned in addition to the normal work of the
bargaining unit. The Lead Hand shall be paid at the normal wage rate
for the Employee so designated pius ten percent (10%).

A senior lead hand may be appointed by the Employer and shall be paid
the rates set out in Schedule “A”.
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ARTICLE 17 - LAYOFFS AND RECALLS

17.01

17.02

17.03

17.04

17.05

Both parties recognize that job security shall increase in proportion to
length of service. In the event of lay-off, Employees shall be laid off
from their Department in reverse order of their seniority.

Employees shall be recalled to their Department in order of their
senijority provided they are qualified to do the work.

Provided they are qualified to do the work, Employees shall be offered a
recall to their Department before casual, temporary or new Employees
are hired. Notwithstanding this provision, an Employee who is on layoff
shall be offered a recall to a Department other than the Employee’s
regular Department, where in the opinion of the Employer, the
Employee possesses the skill and ability required. Such an Employee
recalled to another Department shall be paid the rate of pay applicable
to that Department and shall be deemed to accumulate seniority in the
Department where the Employee normally works.

Unless legislation is more favourable to the Employees, the Employer
shall notify Employees who are to be laid off ten (10) working days prior
to the effective date of lay-off. If the Employee has not had the
opportunity to work the days as provided in this Article, the Employee
shall be paid for the days for which work was not made available. This
provision does not apply to short term recalls of less than one (1)
month.

Grievances concerning lay-offs and recalls shall be initiated at Step 3 of
the Grievance procedure.

ARTICLE 18 - HOURS OF WORK

Public Works and Water Commission

18.01 (a)

(b)

The Employer agrees that the normal working days shall be five (5)
days from Monday to Friday; and eight (8) hour day from 8:00 a.m. to
5:00 p.m. constituting a forty (40) hour work week.

The Employee doing street cleaning shall work a five (5) day, forty (40)

hour week according to a schedule prepared by the Director of
Engineering and Works or designate.
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18.02

18.03

18.04

18.05

18.06

(c)

The hours of work for the Downtown Maintenance Worker shall remain
forty (40) per week from Monday to Friday. The Employee doing
downtown maintenance will work according to a schedule prepared by
the Director of Engineering & Works or designate.

The Parties agree that during the winter months (from approximately
November 1%t to March 31%%), that a flexible work schedule may be put in
place from Monday to Friday which will provide for one (1) Employee to
commence their normat hours of work up to two (2) hours prior to the
normal start time as referred to in Article 18.01.

It is agreed that the Employee’s compietion time of their shift will be
adjusted according to the commencement.

Parks and Recreation

The Employer agrees that the normal working hours shall be forty (40)
hours per work week. The Employees schedule shall cover a seven (7)
day week (Monday to Sunday) and shall be posted not less than two (2)
weeks in advance of the schedule to be worked. The Employees shall
be scheduled off work for two (2) consecutive days per week. Scheduled
shifts shall not be less than six (6) hours nor more than ten (10) hours
in length.

Custodian

The Employer agrees that the normal working days shall be five (5)
days from Monday to Friday; and eight (8) hours a day from 7:00 a.m.
to 5:00 p.m. with a two-hour unpaid lunch break constituting a forty
(40) hour work week.

All Departments

Employees sent home due to inclement weather will receive a minimum
reporting pay of four (4) hours pay. Employees who don't report for
work on stormy days, other than those sick or injured, will lose the time.
An Employee sent home after working four (4) hours will receive eight
(8) hours pay.

Employees shall be allowed five (5) minutes wash-up time before tunch
period and before quitting time.
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18.07

18.08

An Employee shall be permitted a rest period of fifteen (15) consecutive
minutes at a reasonable time in both the first and the second half of a
shift to be taken in a manner determined by the Department Head or
designate. Meal breaks shall be provided as per past practice as per
each Department.

Arena Employees

Arena Employees shall have a designated staff lunchroom where they
are afforded the opportunity to have their breaks throughout the day.
They will be given fiexibility within their day to receive their breaks at a
time which is convenient and still be available to respond to
emergencies as they may arise.

ARTICLE 19 - OVERTIME

19.01

19.02 (a)

(b)

19.03

In the Public Works Department, Water Commission and Custodian, all
time worked before or after the regular workday and the regular work
week, or on a holiday, shall be considered overtime for full-time
Employees. Part-time Employees in the Public Works Department,
Water Commission and Custodian, shall not be entitled to overtime until
they have worked the equivalent of full-time hours. In Parks and
Recreation, all time worked in excess of forty (40) hours per week shall
be considered overtime.

Public Works Department, Water Commission and Custodian

Overtime work on any given Saturday shall be paid for at the rate of
time and one-half. Overtime work on any Sunday shall be paid for at the
rate of double time.

Parks and Recreation

Overtime work on the first day off shall be paid for at the rate of time and
one-half. Overtime work on the second day off shall be paid for at the
rate of double time.

Any work performed on a holiday, in addition to the regular pay for the
holiday, the Employee shall be paid at the rate of double time for all time
worked.
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19.04

19.05 (a)

19.06

19.07

19.08

19.09

(b)

Overtime worked during the hours between 12:00 midnight and 8:00
a.m. shall be paid for at the rate of double time if the Employee has not
received a rest period during the sixteen hours immediately preceding
the commencement of such overtime work. Rest period shall be defined
as four (4) continuous hours.

The Employer will provide a PO system at local food establishments to
ensure that the Employees are able to receive a meal as per past
practice. There will be an entitlement of the following including taxes
and tip:

$20.00 for a breakfast meai
$21.00 for a lunch meal
$30.00 for a supper meal

Employees will be required to sign for their meal. If the Employee
wants to purchase anything above these amounts the individual
Employee will be responsible for the additional fee by either paying at
the restaurant or it will be deducted from their pay.

The Employees will be reimbursed upon receipt for their meals if they
are unable to eat at the establishments which PO system has been set
up. This may occur in extenuating circumstances only.

Overtime shall not be based on the seniority of Employees but shall be
equitably rotated on the basis of opportunities to work overtime. For
equalization purposes, an Employee who does not work overtime,
regardless of the reason, will be charged with the same number of
hours as was paid to the Employee who did work.

Anything which disrupts the normal routines or conditions of the Town is
an emergency, and Employees are expected to be available for overtime
work.

The first option for overtime will go to regular staff prior to calling back
laid off Employees.

An Employee who is called back to work outside their scheduled hours
shall be paid for a minimum of three (3) hours at the appropriate
overtime rate, except that overtime hours worked immediately before or
immediately following their scheduled work hours shall only be paid at
overtime rates for the actual time worked as overtime. An Employee
who works beyond the three (3) hours minimum shall be paid for all
hours worked in accordance with Articles 19.02 and 19.03. Overtime on
a call out shall commence when the Employee leaves home, with a
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19.10

19.11

(@)

(b)

(©)

(d)

maximum of thirty (30) minutes allowed for travel time. In cases where
an Employee is required to work on a call out after midnight, the
Department Director or a designate, at the Director’s discretion, may
grant a rest break with pay if the Employee has not had sufficient rest
and if operating conditions permit.

Public Works Department

Full week standby will be implemented during the period November 1st
to March 31% according to a schedule prepared by the Director of
Engineering and Works or designate. There shall be two (2) Employees
on standby and the remuneration shall be equal to eight (8) times the
highest wage rate per Schedule "A". Such standby shall be scheduled
for one (1) week periods. In accordance with Article 19.07, Empioyees
are expected to be available for overtime work.

If at any time the Employer is not satisfied with the period of time
required to contact and get workers out for emergency overtime, full
week standby will be reintroduced during the period April 15t to October
31 after reasonable proof has been shown by the Employer that the
system did not work without standby during this period, and following
discussions at the Labour/Management Committee level.

If an Employee on standby wishes to exchange standby with another
Employee for part of the standby shift, such arrangements shall be
negotiated between the Employee and the Supervisor will be notified of
such change.

Each Employee on standby will be given a 4x4 to use 24 hours a day for
the period on standby if the Employee chooses. Employees use of the
4x4 will incur tax implications. Town policy for use of the Town vehicle
will be enforced.

Instead of cash payment for overtime, an Employee may choose to
receive time off, to a maximum of 36 (thirty-six) hours at any one time,
at the current applicable overtime rate at a mutually agreeable time.
Such time off may be carried forward from the current fiscal year into
the next but has to be used by April 30. Employees shall be paid any
increase in wage on their regular pay for the period the overtime is
done unless the time is taken between April 1 and April 30. Employees
shall notify the Employer of their desire to hold any time beyond March
31 by March 20 of each given year. Anytime that is taken between April
1 and April 30 will be paid at the rate from the previous year.
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19.12

Whenever Town Hall is closed due to inclement weather events, the
Employees covered under this Agreement, who are scheduled to be at
work (not on vacation, sick leave, or LOA) will be given the same
number of hours the building is closed in their time in lieu banks or paid
at straight time.

ARTICLE 20 - HOLIDAYS

20.01

20.02

20.03

20.04

The Employer recognizes the following as paid holidays:

New Year's Day Remembrance Day
Good Friday Christmas Day
Victoria Day Boxing Day
Labour Day Canada Day
Easter Monday Thanksgiving Day

First Monday in August ~ Heritage Day
Truth and Reconciliation Day

And any other day proclaimed as a holiday by the
Federal, Provincial or Municipal {Town) Government.

In order to qualify for pay, an Employee must work the working day
immediately preceding and the working day immediately following the
holiday except if the Employee has permission from the Employer or can
produce evidence that absence was due to illness or unavoidable
circumstances.

Part-time Employees shall receive holiday pay on a pro-rata basis, based
upon the previous thirty (30) calendar days.

When any of the above noted holidays falls on a Saturday and is not
proclaimed as being observed on some other day, the following Monday
shall be deemed to be the holiday for the purpose of this Agreement.

When any of the above noted holidays falls on a Sunday and is not
proclaimed as being observed on some other day, the following Monday
shail be deemed to be the holiday for the purpose of this Agreement.

If any of the above-mentioned holidays should fall on an Employee’s
regular day off, the Employee shall receive holiday pay equal to one
day’s pay, or shall receive another day off with pay, at a time mutually
agreed upon between the Employee and the Employer.
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20.05

(a)

(b)

(c)

(d)

Cultural Holidays

In recognition of the Town’s commitment to multiculturalism, and
recognizing the cultural diversity amongst the staff, the Employer agrees
that:

Staff who want to celebrate different cultural holidays than already
outlined in this agreement, can request to work all or part of the period
of other holidays as per 20.01 in exchange for their cultural holiday.

In recognition of the Employer’s commitment to its Statement of
Reconciliation and in recognition of the traditional land of Indigenous
peoples on which the Employer conducts its operations, this clause will
also apply to any Indigenous staff who want to celebrate National
Indigenous Peoples Day.

Requests to work a different holiday schedule must be made in
writing to their Director stating how many days will be worked and
which cultural days will be taken off in lieu no later than March 31st
of each year or within 90 days of hire, if after March 31.

Requests shall not be unreasonably denied.

ARTICLE 21 - VACATIONS

21.01

An Employee shall receive annual vacation with pay on a calendar year
basis in accordance with the employee’s years of employment, as
follows:

- first two years - two weeks (10 working days)
- after two years - three weeks (15 working days)
- after ten years - four weeks (20 working days)
- after fifteen years - four and one-half weeks (22 and one-
half working days)
- after twenty years - five weeks (25 working days)
- after twenty-five years - five weeks plus one day
(26 working days)
- after twenty-six years - five weeks plus two days
(27 working days)
- after twenty-seven years - five weeks plus three days
(28 working days)
- after twenty-eight years - five weeks plus four days
(29 working days)

- after twenty-nine years - six weeks (30 working days)
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21,02

21.03

21.04

21.05

Vacations are to be taken on a calendar year basis. In the first year or
part thereof to December 31% a pro-rated portion of two (2) weeks (10
working days) will be taken. In the third, eleventh, fifteenth, twenty-
first and twenty fifth and beyond calendar years, the vacation will be
prorated in accordance with the anniversary date. Vacations must be
taken in the year in which they become due. Carryover of vacation may
be granted on an individual basis. Where granted, arrangements will be
mutually agreed between Employee and Employer.

Vacation will not accumulate during an unpaid leave of absence, during
lay-off, or while on Workers’ Compensation for more than twelve (12)
consecutive months.

If a paid holiday falls or is observed during an Employee’s vacation
period, the Employee shall be allowed an additional vacation day with
pay at a time mutually agreed upon by the Employee and the Employer.
If agreement on the time off cannot be reached within 60 days, the
Employee shall be paid for the holiday at the regular rate of pay.

Vacation pay for each week of vacation shali be at the Employee’s
weekly rate.

An Employee terminating employment at any time in the Employee’s
vacation year, before the Employee has had vacation, shall be entitled
to a proportionate payment of salary or wages in lieu of such vacation.
An Employee terminating employment at any time in the Employee’s
vacation year after taking vacation shall have the period of notice
and/or final termination pay adjusted accordingly to reflect that
proportion of the vacation unearned.

Vacation schedules shall be posted by April 1 of each year with
vacations being on a seniority basis and shall not be changed unless
mutually agreed upon by the Employee and the Employer. Vacations
shall commence immediately following the Employee’s regularly
scheduled days off, unless mutually agreeable. After April 1%t, vacations
shall be awarded on a first come first serve basis if the list has not been
completed.

Seasonal Employees shall receive their vacation pay with each pay. It
shall be calculated on the basis of two percent (2%) of their earnings
for each week of entitlement set out in Article 21.01 herein. Such
Employees shall not be granted paid time off for vacations.
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21.06

21.07

An Employee shall be entitled to receive vacation in an unbroken period
except when an Employee has more than four (4) weeks’ vacation, in
which case it may be required that the vacation days in excess of four
(4) weeks be taken at another time in the year. Vacations shall be
granted on the basis of seniority. The Employer shall have the right to
determine the number of Employees in each department who can be on
vacation at one time, but not less than two. In the case of the
Custodians, the Water Commission, and the Arena Attendants during
the Arena winter operation, only one from each of these groups would
be allowed on vacation at one time.

No Employee shall be required to work during their scheduled vacation
period. However, should an Employee agree to work when requested
during the scheduled vacation, the Employee shall be paid at double
their regular rate of pay in addition to the vacation pay for the day.

ARTICLE 22 - SICK LEAVE PROVISIONS

22.01

22.02

22.03

22.04

22.05

Sick leave means the period of time an Employee is absent from work
with full pay by virtue of being sick or disabled, exposed to a contagious
disease, under examination or treatment of a physician, chiropractor, or
dentist because of an accident for which compensation is not payable
under the Workers’ Compensation Act.

Eighteen (18) days sick leave per year shall be earned by an Employee
at the rate of one and one-half (1 ¥z) days for every calendar month or
part thereof, while in receipt of wages from the Employer.

The unused portion of an Employee’s sick leave shall accumulate to a
maximum of one hundred and eighty (180) working days, for their
future benefit.

A deduction shall be made from accumulated sick leave for all normal
working hours absent for sick leave. Time will be deducted in fifteen
(15) minute increments for time away from work as per Article 22.01.

An Employee may be required to produce a certificate from a medical
practitioner for any illness in excess of two (2) working days, certifying
that the Employee was unable to carry out duties due to illness.

Where the Employer observes that an Employee's sick leave
absenteeism is excessive (that is consistently above the bargaining unit
average and all attempts to reduce usage fail) and/or possibly being
used in questionable circumstances, the Employer shall meet with the
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22.06

22.07

22.08

22.09

22.10

22.11

Union to explain its position. If not resolved, then they may require a
medical prognosis from an independent medical practitioner. When an
Employee is directed to such independent medical practitioner, all
expenses incurred in attending such appointment, shall be paid by the
Employer.

In the case of an absence of an Employee due to sickness, the
Employee’s supervisor must be notified by the time the Employee would
normally have commenced work. In the case of an Employee leaving
the job because of sickness, the Employee’s supervisor must be notified
immediately. In the event a failure to so notify is not legitimate, the
Employee shall not be entitled to sick pay for that day. The Employer
reserves the right to investigate any reported illness of an Employee.

When an Employee is given leave of absence for any reason (except
Article 23.02) without pay, they shall not receive sick leave credit for the
period of such absence. When an Employee is laid off, they shall not
receive sick leave credits for the period of the layoff. In both cases, the
Employee shall retain the cumulative credit, if any, existing at the time
such absence or lay-off commenced.

Immediately after the close of each calendar year, the Employer shall
advise each Employee in writing of the amount of sick leave accrued to
the Employee’s credit.

An Employee covered by this Agreement who has completed a minimum
of five (5) years’ service with the Employer and leaves employment,
regardless of the reason, shall receive payment for twenty-five percent
(25%) of the Employee’s accumulated sick leave (maximum 150 days).
After completion of ten (10) years’ service, an Employee shall receive
payment for 50% of their accumulated sick leave (maximum 150 days).

Leave for Family Iliness

In case of illness of a member of any Employee's immediate family as
defined in Article 23.03 (a), an Employee may be granted up to forty
(40) hours sick leave annually. Leave shall be deducted from the
Employee’s sick leave credits.

The Parties agree that if an Employer requires a certificate from a
medical practitioner and the medical practitioner requires a fee for a
written confirmation that the Employee was unable to carry out their
duties due to illness, the Employer will pay any cost associated for the
confirmation.
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22.12

When an accommodation is requested/required, the parties agree to
work together to find a subtle accommodation for the Employee up to
undue hardship.

ARTICLE 23 - LEAVE OF ABSENCE

23.01

23.02

23.03

(@)

(b)

(©)

(d)

The Employer agrees that where permission has been granted to a
representative of the Union to leave employment temporarily in order to
carry out negotiations with the Employer or with respect to a grievance,
the Employee shall suffer no loss of regular earnings for the time so
spent.

Upon request, the Employer agrees to grant a leave of absence to a
maximum of ten (10) working days per year without pay, but without
loss of benefits and seniority, to one Employee elected or appointed to
represent the Union at conventions or to one Employee in order that the
Employee may attend Executive and Committee meetings of CUPE, and
its affiliated or chartered bodies.

Employees covered by this Agreement shall be entitled to the following
Bereavement Leave:

When a death occurs in an Employee’s immediate family, they shall be
granted five (5) working days with no loss of regular earnings following
the date of death. Immediate family includes father, mother, spouse,
same sex partner, common law spouse, brother, sister, son, daughter
(including loss of pregnancy), father-in-law, mother-in-law, Indigenous
elder, step-parents, step-children, and foster children.

For the death of an Employee’s father-in-law, mother-in-law, son-in-law,
daughter-in-law, grandmother, grandfather, grandson, granddaughter
the Employee shall be granted time off to attend the funeral five (5)
consecutive working days leave with pay.

Employees shall be granted one (1) day off with pay when there is a
death of a relative who is not a member of their immediate family. This
includes brother-in-law, sister-in-law, aunt, and uncle provided such day
is @ normal working day.

On the death of any other relative, former and fellow Employees, and

close friends, Employees may be granted one (1) working day off with
pay to attend the funeral.
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23.04

23.05

23.06

23.07

(&)

)

(9)

(h)

An Employee shall be granted two (2) additional days bereavement
leave with no loss of regular earnings, provided they are regular working
days, on the death of a member of the immediate family outside the
Province and the Employee attends the funeral, where such additional
leave is required for reasonable travel to and from the funeral.

The Employer may grant additional bereavement leave with or without
pay depending upon the circumstances.

Employees may request to have one (1) or more days of bereavement
leave in 23.03 (a) (b) (c), held for the burial or celebration of life at a
later date.

Due to circumstances in the modern-day family, the Employer may allow
for bereavement leave to be given to those persons who may not fit the
legal definition of those stated in 23.03 but who fill that role within the
Employees family.

The Employer shall grant leave of absence without loss of seniority
benefits to an Employee who serves as a juror or witness in any court.
The Employer shall pay such an Employee the difference between the
Employee’s normal earnings and the payment the Employee receives for
jury service or court witness, excluding payment for traveling, meals, or
other expenses. The Employee will present proof of service and the
amount of pay received. Time spent by an Employee required to serve
as a court witness in any matter arising out of the Employee’s
employment shall be considered as time worked at the appropriate rate
of pay.

An Employee shall be allowed the necessary time off with pay to process
their personal Canadian citizenship application.

An Employee shall be entitled to leave of absence with pay and without
loss of seniority and benefits to write examinations to upgrade
employment qualification if they are relevant to the Employee’s
employment and as a result permission is given.

An Employee shall be permitted a leave of absence without pay and
benefits and without loss of seniority when the Employee requests such
leave for good and sufficient cause. Such request shall be in writing and
valid if approved by the Employer.
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23.08

23.09

23.10

Other Leaves

All Employees shall be entitled to all leaves as per Labour Standards
Code as amended including but not limited to Maternity, Adoption,
Parental, Compassionate Care, Loss of Pregnancy, and Domestic Abuse
leave with or without pay depending on the code’s discretion, but with
no loss of seniority or benefits unless the Human Resources Manual or
Town Policy provides for a greater benefit than provided in the code.

The Employer agrees that any staff members who are volunteer fire
fighters with the Kentville Fire Department may respond to emergency
call as per normal response protocol during work hours with no loss of
pay of benefits after prior consultation with their Department Head or
designate.

Accommodation of Spiritual or Cultural Observances

The Parties agree to make every reasonable effort to accommodate to
the point of undue hardship an Employee in order for them to attend or
participate in spiritual or cultural observances required by faith or
culture,

ARTICLE 24 - PAYMENT OF WAGES AND ALLOWANCES

24.01 (a)

(b)

(c)

(d)

Employees shall receive payment by direct deposit for wages earned by
Employees on Friday of every week in accordance with Schedule "A”
attached hereto and forming part of this Agreement. Employees shall
receive information detailing their earnings and deductions no later than
the day the deposit is made to their bank account.

The work week for pay purposes shall be 12:01 on Monday to
11:59 pm on Sunday.

The Employees shall be given prior written notification if for any reason
any of their pay (regular/OT) will not be paid weekly.

Once each month, the Employer shall advise each Employee of the up-

to-date amount of sick leave accrued and used, as well as vacation time
accrued and used.
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24.02

24.03

24.04

24,05

24.06

Any Employee covered by this Agreement who is temporarily assigned
to another position, except the Mechanic/Operator position, for which
the rate of pay is higher than the rate of pay for such Employee’s
regular position, shall receive the higher rate of pay for the day.

Any Employee covered by this Agreement who is temporarily assigned
to another position for which the rate of pay is lower than the rate for
such Employee’s regular position, shall receive the regular rate of pay
while so employed and not the rate of pay for the temporary
assignment.

A mechanic required by the Employer to use personal tools in the course
of the Employer’s business shall receive an allowance of six hundred
doliars ($600.00) per year for the purpose of maintaining and upgrading
such personal tools.

At the request of the Employee, the Employer agrees to deposit a set
amount into a second Employee bank account once the proper
paperwork is completed.

The Parties agree that the Employees who are eligible shall be paid the
Standby Foreman rate or the Standby rate of (April 2023) $277.80 with
increases to be given each April 1 according to the yearly increases as
reflected in Schedule A.

ARTICLE 25 - JOB CLASSIFICATION AND RECLASSIFICATION

25.01

25.02

Existing classifications shall not be eliminated by the Employer without
prior agreement with the Union. The Union shall be given the
opportunity to offer input and comments on any changes to job
descriptions and requirements where such changes would materially
alter the present descriptions and requirements.

For any position not covered by Schedule “A”, which may be established
during the life of this Agreement, or if existing job duties are
substantially changed, the rate of pay shall be subject to negotiation
between the Employer and the Union. If the parties are unable to agree
on the rate of pay for the position/classification, the matter may be
referred to grievance. The rate shall become retroactive to the day the
position was first filled by an Employee.
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ARTICLE 26 - EMPLOYEE BENEFITS

26.01

26.02

26.03

(@)

(b)

(c)

(d)

The Employer agrees (subject to the provisions of the Plans) that it will
continue to pay its share of Pension and Medical premiums, provided
the Employee continues to pay their share of premiums, for a maximum
period of one (1) year for Employees who are on an authorized leave of
absence or are in receipt of Workers’ Compensation.

Employees who are on an authorized leave of absence, unpaid sick
leave, LTD, or Worker’s Compensation in excess of one (1) year or are
not receiving a cheque from the Employer are responsible for 100% of
the premiums of their medical and pension contributions if they elect to
continue to receive the benefits.

An Employee shall be entitled to be paid out of accumulated sick leave
while waiting for receipt of Workers’ Compensation benefits.

Such payment shall be made subject to Workers’ Compensation Board
Reguiations and provided that there is no additional cost or penalty to
the Employer.

In addition to Canada Pension Plan, every Employee shall participate in
the Pension Plan of the Employer, in accordance with the Town of
Kentville Pension By-law and subject to the provisions of the Plan.

The Parties shall meet during the term of the Agreement to discuss the
Pension Plan, including contributions, options and alternatives for
improvement of the benefits. Employees shall receive the same Pension
increase provided to other Town Employees.

For the purpose of meeting the contribution requirements set out in the
Article above the following shall be included: gross salary, monetary
benefits including overtime, call out pay, minimum reporting pay, stand-
by pay, statutory holidays, approved leave of absence with pay, and
acting pay when assuming the position of a higher rated job.

Subject to provisions of the Plans, the Employer shall provide a Group
Insurance Plan, including Life Insurance, Long Term Disability, Dental
and Health, for the benefit of Employees. Employees are required to join
the Plan subject to the terms and conditions of the Plan. Employees
shall pay 100% of the premium for the Long-Term Disability and Life
Insurance, and a portion of the cost of the balance of the Group
Insurance Plan which results in the Employee paying one half the cost of
the complete Plan.
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26.04

26.05

(a)
(b)

Each eligible Employee shall continue to contribute to the existing
retirement arrangement, as stated in the chart below. The Employee’s
shall contribute 5% to the MSPP. The Employee’s contribution shall be
automatically deducted from each pay by the Employer. The Employer
shall contribute 5.5% to the MSPP, and the remainder to the existing
retirement plan.

The Parties agree that the total contributions for retirement savings
through the MSPP and the existing retirement arrangement shall be 9%
of gross annual earnings by the Employer and 9% of gross annual
earnings for each eligible Employee. Effective the signing of this
Collective Agreement. A maximum of 10.5% which will go to the MSPP
and the remaining percentage up to 7.5% will go to the Town of
Kentville Pension Plan.

Prior to Signing of
Collective the
Agreement | Collective
Signing | Agreement |
Employee !
Contributions | 7.4% | 9%
Employer
| Contributions | 747 9%
Total
Contributions !
to the Town 41% | 7.5%
of Kentville
Pension !
Total
Contributions 10.5% 10.5%
| to the MSPP |

“Plan” means the Multi-Sector Pension Plan

“Applicable Wages” means the basic straight time wages for all

hours worked and in addition:

i) the straight time component of hours worked on a holiday;
and

i) holiday pay, for the hours not worked; and

i)  vacation pay; and

iv)  sick pay paid directly by the Employer (but not short-term
indemnity payments paid by an insurer) which results in the
Employee receiving full payment for the hours missed due to
illness. Applicable wages include any sick pay which an Employee
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is permitted to receive in cash despite not having been absent
from the workplace; and
V) overtime.

All other payments, premiums, allowances, and similar payments are
excluded.

(¢) “Eligible Employee” means all employees in the bargaining unit who
have met the eligibility requirements under the Town of Kentville
Pension Plan (i.e., 1 year for full time Employees).

2. Each Eligible Employee shall contribute for each pay period an amount
equal to 5 % of Applicable Wages to the Plan. The Employer shall
contribute on behalf of each Eligible Employee for each pay period, an
amount equal to 5.5% of Applicable Wages to the Plan.

3. The Employee and Employer contributions shall be remitted to the Plan
by the Employer within thirty (30) days after the end of the calendar
month in which the pay period ends for which the contributions are
attributable. The Employer shall remit all contributions in the manner
directed by the Administrator of the Plan.

4, The Employer agrees to provide to the Administrator of the Plan, on a
timely basis, all information required pursuant to the Pension Benefits
Act, R.S.0. 1990, Ch. P-8, as amended, and Income Tax Act (Canada)
which the Administrator may reasonably require in order to properly
record and process pension contributions and pension benefits. If
maintained by the Employer in electronically readable form, the
information shall be provided in such form to the Plan if the
Administrator so requests.

For further specificity, the items required for each Eligible Employee by Article 26.05.4
of the agreement include:

(a) To be Provided at Plan Commencement
date of hire;
date of birth;
Social Insurance Number;
date of first contribution;
seniority list to include hours from date of hire to Employer’s fund entry date
gender,
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(b)

(©)

26.06

26.07

26.08

26.09

To be Provided with each Remittance

name;

Social Insurance Number;

monthly remittance;

pensionable earnings;

year to date contributions;

employer portion of arrears owing due to error, or late enrolment by the
Employer.

To be Provided Initially and as Status Changes
full address;

termination date where applicable (MM/DD/YY)
marital status, and any change to marital status;
date of death (if applicable);

Any improvements that are made for any other group of Town of
Kentville Employees regarding benefits will be extended to the
Employees covered under this Agreement.

Employees who leave the employ of the Town of Kentville will be given
information regarding transferring to an individual benefit plan.

Employees who are retiring shall be offered services of a Retirement
Advisor through Manulife to help them prepare for retirement. Services
shall include such things as ensuring maximum pension benefits,
medical plan option advice, government, and other services available to
retirees, and any other reasonable assistance to assist Employee in
achieving a comfortable retirement.

The Employees shall receive a Health and Wellness credit of $150.00
per fiscal year or as Town Policy if greater.
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ARTICLE 27 - SAFETY AND HEALTH

27.01

27.02

27.03

27.04

27.05

27.06

27.07

27.08

The Union and the Employer shall cooperate in improving rules and
practices which will provide adequate protection to Employees engaged
in hazardous work.

The Town and the Union agree that the Employees covered by this
Agreement shall be covered by the Nova Scotia Occupational Health and
Safety Act.

Employees working in any unsanitary or dangerous jobs shall be
supplied with the tools, safety equipment, and protective clothing
deemed necessary by the Employer.

No Employee shall be disciplined for refusal to work on a job which in
the opinion of the Occupational Health and Safety Committee or the
Department of Labour and Advanced Education is unsafe.

The Employer and the Union shall be notified of each accident or injury,
which shall be investigated as soon as possible as to the nature and
cause of the accident or injury. The Union JOHS committee member
shall be part of any investigation conducted. A copy of results of the
investigation shall be given to the Union.

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 the 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. An Employee who
has received payment under this Section shail receive pay for time
necessarily spent for further medical treatment of the injury during
regularly scheduled working hours, subsequent to the day of the
accident.

A First Aid Kit shall be supplied by the Employer to each mobile unit of
Employees and in other appropriate locations of the Employer.

The Employer recognizes that workplace violence is an occupational
health and safety issue, and that the Employer will take appropriate
actions to prevent violence wherever possible and reduce the harm
caused by violence that is not able to be prevented. The Joint
Occupational Health and Safety shall perform risk assessments for every
worksite and develop a prevention plan. Violence between Employees
shall not be tolerated. There shall be no fear of reprisal for an
Employee who experiences violence in the workplace.
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ARTICLE 28 - TECHNOLOGICAL AND OTHER CHANGES

28.01

The Employer agrees to notify the Union three (3) months before the
introduction of any technological or other change which would have a
significant impact on the work and/or working conditions of the
Employees covered by this Agreement.

ARTICLE 29 - JOB SECURITY

29.01

In order to provide job security for the members of the bargaining unit,
the Employer agrees that work or services normally performed by the
Employees shall not be sub-contracted, transferred, leased, assigned, or
conveyed, in whole or in part to any other plant, person, company, or
non-unit Employee which will reduce the present staff or reduce the
hours of work for Employees in the bargaining unit.

ARTICLE 30 - UNIFORM AND CLOTHING ALLOWANCE

30.01

30.02

30.03

30.04

(@)

(b)

(c)

(@)

(b)

The Employer agrees to provide to all Employees gloves, rain gear and a
maximum of two (2) pairs of coveralls or overalls or two (2) sets of work
shirts and pants per year at no cost to the Employees.

In lieu of one (1) of the above "pairs" or "sets", Employees may
choose one (1) set of winter coveralls or one winter parka.

An Employee may request an additional “set” or “pair” from
their department head.

The Employer agrees to provide each Employee with safety boots to a
maximum of two (2) pair per Employee per year. The first pair will be
provided at no cost to the Employee, but the Employee will pay one-half
(1/2) the cost of the second pair.

An Employee may request an additional pair of boots from their
department head.

Safety rubber boots shall be supplied by the Employer at no cost.

The Employee shall be responsible for the care of all equipment issued
to them and shall return such equipment to the Employer on request, or
when replacement is required.
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30.05

All damage to clothing supplied by the Employer is to be reported
immediately to the Employer. Any clothing/boots supplied by the Town
that is damaged beyond the normal wear and tear shall be replaced as
per Article 30.04.

ARTICLE 31 - GENERAL CONDITIONS

31.01

31.02

31.03

31.04

31.05

31.06

31.07

Proper accommodation shall be provided for Employees to have their
meals and store and change their clothes.

The Employer shall provide bulletin boards which shall be placed so that
all Employees will have access to them and upon which the Union shall
have the right to post notices of meetings and such other notices as
may be of interest to the Employees.

The Employer shall supply all tools and equipment required by
Employees in the performance of their duties, as deemed necessary by
the Department head. Replacement will be made by producing the
worn or broken tool.

The time limits in this Agreement may be extended on mutual written
agreement of both parties. The request for such extension shall be in
writing.

For Employees working on shifts other than eight (8) hours a day
vacation/sick leave is calculated based on the Employees scheduled shift
length. For clarity, this means, for example, that an Employee working
a ten-hour shift uses ten (10) hours of vacation/sick leave for each day
of vacation/sick leave taken.

Union Bulletin Boards

The Employer will provide a Union bulletin board in each worksite.

Each Director or Designate shall have a toolbox meeting at least once a
month with their work group to talk about issues that are pertinent to
their workgroup such as but not limited to Safety issues, concerns from
the work group, Capital Projects, ongoing projects or monthly work plan
for the Department.



ARTICLE 32 - EMPLOYEE & FAMILY ASSISTANCE PROGRAM

32.01

The Parties agree that without detracting from the rights and obligations
of this Agreement to cooperate in assisting and encouraging Employees
to seek assistance through the Employee Family Assistance Program.

ARTICLE 33 - PRESENT CONDITIONS AND BENEFITS

33.01

33.02

33.03

(1)

(2)

(3)

(4)

(3)

All rights, benefits, privileges and working conditions which Employees
nNoOw enjoy, receive, or possess shall continue to be enjoyed and
possessed insofar as they are consistent with this agreement but may
be modified by mutual agreement between the Employer and the Union.

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

In the event the Employer merges or amalgamates with any other body,
the Employer undertakes to recommend that:

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

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

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

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

An Employee shall be given six (6) months’ notice or six (6) months’
pay, at the option of the Employer, and if the Employee finds
employment during the six (6) months, the Employee may terminate
without notice if the Employer:
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33.04

33.05 (a)

(b)

(1) ceases wholly or partly the operations,
(2) merges with another Employer,
(3) changes operating methods

And the Employer is unable to provide work for displaced
Employees at the same regular rate of pay in a comparable class of
work.,

The Employer shall pay the fees for all certifications and Class 3 drivers’
licenses, including the cost of any related physical examination required
by the Employer and/or the Department of Labour and Advanced
Education for each Employee who is required to renew such
certifications and licenses as a requirement of their classification.

The Employer shall make available to the Employee and pay for the
continuing Education Units required for Employees to obtain and
maintain their water, wastewater and refrigeration certification.

Employees may submit a request for a particular educational

opportunity to their Department Head. The Department Head will
respond to the request within ten (10) working days.
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ARTICLE 34 - TERM OF AGREEMENT

34.01

34.02

34.03

34.04

This Agreement shall be binding and remain in effect from the date of
signing to March 31, 2023, and shall continue from year to year
thereafter unless either Party give the other Party notice to bargain in
writing between the period of thirty (30) and ninety (90) days prior to
the expiry date of the Agreement. The Parties shall enter into
negotiations for a new Agreement within twenty (20) working days of
receipt of such notice, unless mutually agreed otherwise. Wage
increases only shall be retroactive to April 1, 2023.

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

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

Retroactive Pay

Employees who work any hours between the termination date of this
Agreement and the effective date of the new agreement shall receive the
full retroactivity of any increase in wages for all the time they worked with
the exception of Employees who quit or are terminated by the Employer
before the new agreement is signed.

43



ARTICLE 35 — SIGNATORIES

DATED at Kentville, Nova Scotia this /27 day of/'w it , 2023,

TOWN OF KENTVILLE, N.S. CANADIAN UNION OF PUBLIC
EMPLOYEES, LOCAL 4403

Witness Withess

oades LM z/"“/"l —
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PUBLIC WORKS DEPARTMENT:

SCHEDULE A

CLASSIFICATIONS AND WAGES

| April 1, | April 1, ] April1, | April 1,

| CLASSIFICATION | Current 5’023 2024 | 5’025 D026
200 | 375%o0r ' 3.75%or | 3.75% or

__ COLA* ' COLA* | COLA*

| Senior LeadHand | 33.39 | 3473 | 36.03 37.38 | 38.78

_Mechanic/Operator - 2986 | 31.05 | 3221 | 33.42 34.67

Operator/Labourer _ 28.14 29.27 | 30.37 31.51 32.69

| Skilled Labourer . 25.09 | 26.09 | 27.07 28.09 | 29.14

Truck Driver 1 2355 | 2449 25.41 26.36 27.35
Labourer | 23.09 24.01 24.91 25.84 26.81 |

* Whichever is greater but in no circumstances will COLA exceed 4%

Wastewater Collections Certificate OIT - $520.00 non-renewable
Class I - $1560.00 payable annually
Class II - $2080.00 payable annually

The CPI factor used for this calculation shall be the average CPI for Nova Scotia (all
jobs) as reported by Statistics Canada for the 12-month period beginning February of
the prior year to February of the current year, CPI will be capped at 4%.

Temporary and Casual Employees shall be paid between the Minimum Wage
and the Labourer Rate of pay.

Probationary Employees will be paid $0.25 less per hour than the rate for the
classification for which the Empioyee is engaged.

Acting Lead Hand will be paid ten (10%) percent more than the rate for the
Employee’s classification in accordance with Article 16.09.

Water meter reading will be paid the Skilled Labourer rate while so employed.
Acetylene and electric welding and cutting, and other duties that would not be
covered as general maintenance i.e., Lubrications, changing shear pins, etc.
will be paid at $1.50 more per hour than the Operator/Labourer rate for the
time the Employee is actually performing these duties (minimum of one hour).
These duties will be done on seniority basis, in accordance with qualifications
and availability, except when training is being carried out or when welding is
being done in relation to the Mechanic’s work and approved by the Department
Head/Senior Lead Hand or Designate.

The Downtown Maintenance position shall be paid at the Labourer rate.
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PARKS & RECREATION DEPARTMENT:

Current | April 1, April 1, April 1, April 1,
CLASSIFICATION 2023 | 2024 | 2025 | 2026
4% 3.75% or | 3.75% or | 3.75% or
o | COLA* COLA* COLA*
Arena Chief
Attendant 27.60 28.70 29.78 30.90 32.06
Arena Attendant1 | 25.09 26.09 27.07 28.09 29.14
Arena Attendant
2/Small Equipment ©  23.09 24.01 24.91 25.84 26.81
Operator '
Maintenance 25.09 26.09 27.07 28.09 29.14
Landscaper 22.50 23.40 24.28 25.19 26.13

* Whichever is greater but in no circumstances will COLA exceed 4%

The CPI factor used for this calculation shall be the average CPI for Nova Scotia (all
jobs) as reported by Statistics Canada for the 12-month period beginning February of
the prior year to February of the current year.

o Temporary and Casual Employees shall be paid between the Minimum Wage
and the Park Attendant Rate of pay.

« Probationary Employees will be paid $0.25 less per hour than the rate for the
classification for which the Employee is engaged.

¢ Acting Facility Manager will be paid ten percent (10%) more than the rate for
the Employee’s classification in accordance with Article 16.09.

Arena Chief Attendant =The Arena Chief Attendant will be paid for all hours worked
for a minimum of six (6) months each year to mirror the plant schedule. The other
months the wage will revert back according to their qualifications. During the off-
season, any work related to the Arena Chief Attendant position shall be paid at the
higher rate as pre-approved by the Department head or designate.
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WATER COMMISSION:

April1, | April 1, Aprill, | April 1,
2023 2024 2025 2026

3.75% or | 3.75% or | 3.75% or

CLASSIFICATION | Current

4% * * *
o coLa* | COLA COLA
Water Operator, 30.45 31.67 32.86 34,09 35.37
Level 2 it
Water Operator, 28.23 26.36 30.46 31.60 32.78
Level 1

* Whichever is greater but in no circumstances will COLA exceed 4%

The CPI factor used for this caiculation shall be the average CPI for Nova Scotia (all
jobs) as reported by Statistics Canada for the 12-month period beginning February of
the prior year to February of the current year. CPI will be capped at 4%

o Temporary and Casual Employees shalt be paid between the Minimum Wage
and the Labourer Rate of pay.

¢ Probationary Employees will be paid $0.25 less per hour than the rate for the
classification for which the Employee is engaged.

CUSTODIANS:

April1, | Aprill, April 1, April 1,
2023 2024 2025 2026

4% 3.75%or | 3.75% or | 3.75% or
| | ° | COLA* COLA* COLA*
Custodian 22,95 23.87 24,76 25.69 26.65

CLASSIFICATION | Current

* Whichever is greater but in no circumstances will COLA exceed 4%

The CPI factor used for this calculation shall be the average CPI for Nova Scotia (all
jobs) as reported by Statistics Canada for the 12-month period beginning February of
the prior year to February of the current year.

o Temporary and Casual Employees shall be paid between the Minimum Wage
and the Custodian Rate of pay.

o Probationary Employees will be paid $0.25 less per hour than the rate for the
classification for which the Employee is engaged.
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MEMORANDUM OF UNDERSTANDING
Re: Proposed language

WHEREAS the Parties have recognized the need to include language which is inclusive
and adds to the safety and security of Employees and potential Employees, AND
WHEREAS the Parties want to have input into to the language and subsequent
processes from members from diverse cultures, AND

WHEREAS the Parties are willing to work together to verify that the language
proposed will be supported from those from these cultures.

THEREFORE, the Parties agree to the following:

1. Within (six) 6 months of signing of this Collective Agreement, there will be a
committee established with members from 4403 including their CUPE
Representative, and Management to review the language below.

2. The Committee will consider the Town’s engagement policy in its discussions
and implementation of engagement with outside representation.

3. The Committee will invite community members from the diverse
communities to come give presentation and input into the language and see
if there are any recommended modifications to the language for it to be
supported by all Parties.

4, Once the recommendations are made, they will be reviewed, and any final
changes made to the language will be made for inclusion into the Collective
Agreement.

The following clauses will be included in the review:

1.03 For greater certainty, nothing in this Agreement shall be construed so as to
abrogate or derogate from the protection provided for the existing Aboriginal
or treaty rights of the Aboriginal peoples of Canada by the recognition and
affirmation of those rights in section 35 of the Constitution Act, 1982.

12.14 On a purely voluntary basis, individual Grievors, who self- identify as having
Indigenous descent, may choose to pursue grievances, following the Step 2
phase specified in Article 12.06, by utilizing the Traditional Dispute Resolution
model attached as Schedule “B” to the Agreement. It is understood that if the
grievance is not resolved through the Traditional Dispute Resolution process, it
may be carried through the remainder of the normal Grievance Procedure and
the time limits contained therein shall only apply upon the completion of the
Traditional Dispute Resolution process/meeting. It is further understood that all
grievance settlements achieved through the Traditional Dispute Resolution
process will be without prejudice or precedent and shall not be relied upon in
any proceeding as evidence of the proper interpretation of the Collective
Agreement. A request to utilize the Traditional Dispute Model must be
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submitted to the CAO (or designate) within ten (10} business days of the filing
of the grievance. The Traditional Dispute Resolution process is available to all
members of Local 4403 who self-identify as having Indigenous descent.

14.06 Elders
At the request of an employee, an Elder will be present along with the Union
representatives when dealing with issues affecting Indigenous Employees.

23.03 (f) An employee who self identifies as having indigenous descent may request
and shall be granted additional bereavement leave without pay for any
additional period that they wish to be absent from work to take part in
cultural practices. This may include established cultural practices such as
headstone moving, tribal feast, special family bereavement and Clan or
Tribal requests related to bereavement.

Indigenous Elder*

*Note: An Indigenous Elder is designated as such by their Indigenous
community.
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SCHEDULE “8"

Traditional Aboriginal Dispute Resolution

UNION (2) EMPLOYER (2)
~
N
(1) (1)
Elder/Respected Elder/Respected
Community Member Community Member

Mutually Agreed Elder/Respected Community Individual

.
L

Traditional “talking” circle where Elder/

Individual calls upon sacred objects to
assist in the resolving of issues.
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LETTER OF AGREEMENT

WASTEWATER COLLECTION CERTIFICATION

Pursuant to the provisions of the Water and Wastewater Facilities and Public Drinking
Water Supplies Regulations made under sections 66 and 110 of the Environment Act,
S.N.S. 1994-95, ¢. 1, an operator of a wastewater collection facility must be duly
certified.

The Town of Kentville (hereinafter referred to as the “Employer”) intends to have
members of the public works department certified as wastewater collection operators
and the Employer has put in place a Transition Plan to facilitate the certification
process.

The Employer and the Union have agreed that the following amounts of remuneration
(in addition to regular salary and benefits) shall be payable to those members of the
public works department that achieve the following levels of certification in
wastewater collection:

Operator-in-Training Certificate: $520.00 non-renewable
Class I $1,560.00 payable annually
Class II: $2,080.00 payable annually

The Employer and the Union agree that an Employee who achieves the operator
certification certificate of Operator-in-Training shall receive a one-time payment of
$520.00 payable either as a lump sum or in equal weekly instaliments over the period
of one (1) year.

The Employer and the Union agree that an Employee who achieves the operator
certification certificate of Class I Wastewater Collection Operator shall receive a total
annual payment of $1560.00 payable either as a lump sum or in equal weekly
instaliments over the period of one (1) year and, provided that the Employee
maintains the status of Class I Wastewater Collection Operator, the Employee shall
receive the same payment in each successive year.

The Employer and the Union agree that an Employee who achieves the operator
certification certificate of Class II Wastewater Collection Operator shall receive a total
annual payment of $2,080.00 payable either as a lump sum or in equal weekly
installments over the period of one (1) year and, provided that the Employee
maintains the status of Class IT Wastewater Collection Operator, the Employee shall
receive the same payment in each successive year.
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The Employer and the Union agree that the above-mentioned payments are
considered separate and apart from the regular salary, wages and benefits payable to
the Employees and that, as such, these payments do not affect the calculations of
overtime wages, standby-rates, pension contributions and other similar benefits.

This Letter of Agreement is hereby agreed and signed by the parties in Kentville,
Nova Scotia this_ /{74 day of M, 2023 and is part of the Collective
Agreement. ’

For the Employer:

12452 =
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LETTER OF AGREEMENT
RICHARD BOYD

The Parties agree that should the Senior Lead Hand, Richard Boyd, leave that
position, the position will be phased out.

Should a new Foreman position be created in the Public Works Department, then
the position of Senior Lead Hand will be eliminated and incumbent, Richard Boyd,
shall be offered the Foreman position. Should he decline, he shall be paid at the
Operator/Labourer rate of pay.

This Letter of Agreement is hereby agreed to by the f arties and signed by the

parties at Kentville, Nova Scotia, this_/¢/ day of /Zv¢ ¢/ / 2023 and is part of
the Collective Agreement.

For the Employer':Z For the Union: ~,
B&A Lot Lk
OF e :
26957 = —
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LETTER OF AGREEMENT
PUMPKIN PEOPLE — GERALD LITTLE
The Parties agree that during the months of September and October the Town of
Kentville will pay a premium of $2.00 per hour for all hours worked.

This Letter of Agreement is hereby agregd to by the parties and signed by the
parties at Kentville, Nova Scotia, this _day of zf L/ €52023 and is part of
the Collective Agreement.

For the Employer'z

dacfcoped9l
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