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PREAMBLE 
 
PURPOSE 
 
The purpose of this agreement is to set forth and establish the terms and conditions of 
employment for those employees who come within the scope of this agreement, so that 
stable and harmonious relationships may be established and maintained between the 
Employer and the Union, to the mutual benefit of parties of this agreement. 
 
ARTICLE 1 – MANAGEMENT RIGHTS 
 
1.01 

The Union acknowledges that the entire management of the operation and the 
direction of the working forces is vested exclusively in the Employer.  The Union 
shall not in any way interfere with these rights.  The Employer in exercising its 
rights will observe the provisions of this Agreement and will treat all employees 
in a nondiscriminatory manner.   

 
ARTICLE 2 – Recognition of Exclusive Bargaining Agent  
 
2.01 Sole & Exclusive Bargaining Agent 
 

The Employer recognizes the Union as the sole and exclusive bargaining 
agent for the employees in the bargaining unit described in the 
certification issued under the Labour Relations Board or recognized by the 
parties and in the case where the operation of the Racetrack relocates, this 
Agreement shall cover all employees as mentioned in the certification 
anywhere in the Province of British Columbia.   
 

2.02 Authorization of Check-Off 
 

All employees, as a condition of employment, shall sign an authorization 
of check-off before commencing work.   
 

2.03 Condition of Employment 
 

As a condition of employment a new employee shall be required to 
become a member of the union within thirty (30) days after the date of 
his/her employment. 
 

2.04 Fees 
 

(a) The Employer agrees to deduct union dues from Employee wages upon 
receipt of an authorization signed by the Employee.  Such authorization is to 
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be signed and completed on commencement of employment.  Authorization 
cards will be supplied by the Union.   

(b) The Employer agrees to deduct from the Employee wages upon receipt of an 
authorization signed by Employee initiation fees, fines, assessments and 
arrears. 

 
2.05 Remittance of Deductions 
 

(a) The Employer agrees to remit all deductions as set out in Article 2.04(a) to 
the Union by the fifteen (15) day of the month following deductions. 

(b) The Employer agrees to remit all deductions as set out in Article 2.04(b) to 
the Union.  The Union will periodically send the Employer a list of all 
deductions to be deducted from Employee wages and paid to the Union.  The 
Employer will remit these deductions to the Union as soon as possible.   

 
2.06 Exemptions 
 

It is agreed and understood that the following job classification employees 
are to be exempt form the bargaining union: Supervisors, people above the 
rank of supervisor, chef, including production, sous and executive chef, 
and office and sales staff.   
 

2.07 Temporary Help 
 

The Union agrees that the Employer may hire and employ help who are 
not members of the Union providing the Union is informed of such an 
employee within a reasonable time by the Employer.  If such an employee 
is retained, he/she shall, as a condition of employment, make application 
for membership to the Local Union and pay initiation fee and dues 
collectable hereunder.   
 

2.08 Clearance Card 
 

It is further agreed by the parties that if additional help is requested by the 
Employer through the Union Office, such employee will give a clearance 
card before starting to work and the Employer agrees to honour such a 
card.  The Union agrees at all times to furnish only the most competent 
help.   
 

2.09  Change in Union Dues 
 

Before the Employer is obliged to deduct any amount pursuant to this 
Article, the Union must advise the Employer in writing of the amount to 
be so deducted.  The amount advised shall continue to be the amount to be 
deducted until changes by official notice in writing from the Union to the 
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Employer.  The Union shall provide the Employer with a minimum of 
thirty (30) calendar days notice in advance on the implementation date of 
any change in deductions pursuant to this Article.   

 
ARTICLE 3 – WORK INTERRUPTION PROHIBITED 
 
 
The Union agrees during the term of this Agreement there will be no slowdown or strike, 
stoppage of work or refusal to work or to continue to work.  The Employer agrees that 
during the term of this Agreement there will be no lockout.   
 
ARTICLE 4 – BUSINESS REPRESENTATIVES, JOB STEWARDS 
AND PERSONNEL FILES 
 
BUSINESS REPRESENTATIVES 
 
4.01 Union Investigation of the Standing of Employees’ Conditions 
 

a) The Employer shall allow the properly authorized representative of 
the Union to investigate the standing of all employees’ conditions, 
to see that this Agreement is being enforced and shall have access 
to the Employer’s premises during normal working hours by 
obtaining the permission of Management.  The Employer is 
entitled to require an individual to substantiate that the person is an 
authorized representative of the Union.   

 
b) The Union representative will notify the Employer in advance 

 
c) Access will not be unreasonably denied by the Employer. 

 
d) The investigation must not result in any disruption with the 

Employer’s operations or affairs, and it must not result in any 
employee or employees neglecting their work duties and 
responsibilities.  

 
e) The Union agrees that employees will not engage in Union 

activities during working hours or hold meetings at any time on the 
premises of the Employer without the permission of the Employer.  
Permission to hold such meetings shall not be unreasonably 
refused.  Discussion during rest periods and/or meal breaks shall 
not constitute a violation of this section.  
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4.02 Use of Services, Products & Other Materials 
 

The Employer undertakes, wherever possible, all things being equal, to 
use services, products and other materials necessary to the proper 
functioning of his/her establishment, manufactured and produced under 
fair labour conditions.   

 
JOB STEWARDS  
 
4.03 
 

(a) The Union shall notify the Company, in writing of the names of the 
employees who will act as Job Stewards.  Each Job Steward shall represent 
Union members by reference to specific work areas and/or locations.  Where 
there is no Job Steward available in a specific work area or location, the 
Employer will choose an employee to act as witness. 

 
(b) The duties of the Job Steward shall be to assist in the reporting and resolution 

of all grievances as well as posting of Union bulletins and/or notices. 
 

(c) The Job Steward, in carrying out his/her duties as defined in (b) above, shall 
do so in a reasonable matter that will not interfere with the operation of the 
business.  Job Stewards can carry out their duties without loss of pay during 
regular work hours and it shall be considered as time worked.  Time spent by 
Job Stewards beyond their regular hours will not be paid for by the Employer.  
Before carrying out such duties, the Job Steward will first obtain permission 
from his/her supervisor.  Such permission shall not be unreasonably withheld.  
Job Stewards shall not be unjustly disciplined for carrying out their duties.   

 
PERSONNEL FILES  
 
4.04 a) Upon written request, the personnel file of each employee covered by this 

collective agreement will be made available, within seven (7) calendar 
days, at a mutually agreed time, for examination by the Employee, and, if 
the Employee desires, his/her Union Representative.   

 
 b) Effective the date of ratification of this agreement any verbal or written  

warning, covering any matter other than sexual or personal harassment, 
theft, breach of trust, or acts of violence, that has been placed on the file of 
an employee, will subsequently be removed from his/her file as soon as 
the employee has been employed for a further continuous period of twelve 
(12) months without incurring an additional discipline penalty of any kind.   
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ARTICLE 5 – WAGE SCALE 
 

5.01 Hourly Rates 
 

The parties mutually agree that the hourly rates shall be set out in 
Appendix “A”, which is hereby made part of this agreement. 

 
5.02 The parties agree that the wage scales shown in Appendix “A” will be the 

minimum and does not prevent the Employer from paying a higher hourly 
rate if the Employer so desires.   

 
5.03 Working in a Different Classification 
 

a) An employee assigned temporarily to replace another employee in 
a different classification from their own, shall be paid at the rate of 
pay for the job the employee is temporarily replacing for the time 
so worked.   

 
b) A “different classification” means one of the classification set out 

in Article 16.03.   
 
 
ARTICLE 6 -  DEFINITION OF EMPLOYMENT CATEGORY, 

HOURS OF WORK, OVERTIME, SCHEDULING 
AND REPORTING 
 

DEFINITION OF EMPLOYMENT 
 
6.01 All Employees shall fall within one (1) of the categories listed below: 
 

(a) Regular Employee – shall be defined as an employee who is scheduled to 
work a minimum of four (4) days per week year-round (i.e. fifty-two (52) 
weeks per calendar year) up to forty (40) hours per week, and more than one 
thousand (1000) hours per calendar year.  Employees within this category 
shall not have any restrictions to their availability. If a Part-Time Permanent 
employees changes to the degree that they no longer meet the definition of a 
Regular employee, this employee will have their definition of employment 
category changed to (b) or (c) below within one (1) calendar month. 

 
(b) Part-time Employee – shall be defined as an employee who works less days 

and hours than a Regular Employee and who must be available to work on 
each event when required, unless excused.  Employees within this category 
shall not have any restrictions to their availability.  If a Part-time Employee’s 
work schedule changes to the degree that would allow him/her to meet the 
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definition of a Regular employee as shown in (a) above, their definition of 
employment category shall be changed accordingly.   

 
 
(c) Casual Employee – shall be defined as an employee who does not fall into (a) 

or (b) above and can restrict their availability for work.  An employee falling 
into this category must be available to work a minimum of two (2) shifts per 
live racing calendar week as required by the Employer.   

 
Casual Employees may apply, in writing, once per calendar year to restrict their 
availability.  This written request must be received no later than March 15th of each 
calendar year.  A Casual Employee may remove their restrictions, whole or in part, at any 
time in the calendar year.  If a Casual Employee removes all restrictions, his/her 
definition of employment category will change as per this Article.   
 
 
HOURS OF WORK 
 
6.02 Normal Straight Time Hours of work 
 

The normal straight time hours worked assigned by the Employer shall conform 
with the following guidelines: 
 

i) not more than eight (8) hours in any one (1) day; 
 
ii) not more than five (5) working days in a calendar week; the 

calendar week being defined as from Sunday to Saturday 
 

iii) not more than forty (40) hours in any five (5) working day period.   
 
 
OVERTIME 
 
6.03 Pay For Overtime 
 

Any time worked in excess of eight (8) hours in any one (1) day shall be 
considered overtime and paid at the rate of one and one-half (1 ½) times for the 
first two (2) hour and two (2) times thereafter.   

 
6.04 Fifteen-Minute Increments 
 

All employees who work past an exact hour will be paid in fifteen (15) minute 
increments rounded up. 

 
6.05 Scheduling of Overtime 
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The Employer shall not be required to schedule any overtime where other 
employees in the same classification are available to work.  When scheduled 
overtime is required, it will be scheduled in seniority order within the 
classification unless there is a junior employee already at work and otherwise 
eligible to work the overtime hours as an extension of the employee’s shift.   
 
SCHEDULING 
 

6.06 The Employer will schedule as per the following: 
 

1. Regular Employees 
 

When Regular Employees are required to work a shift, they will be scheduled, 
as needed, in classification seniority order within their required classification.   
 

2. Part-time Employees/Casual Employees 
 

When Part-time and/or Casual Employees are required to work a shift, they 
will be scheduled, as needed, in classification seniority order within their 
required classifications.   

 
The Employer will start with the most senior employee in his/her classification before 
moving down the list until the required available work has been scheduled for Regular 
Employees.  Part-time Employees (not necessarily the first shift of the day) and Casual 
Employees will be scheduled in order of seniority in their respective classification 
thereafter.     
 
Classification Seniority shall be defined as an employees’ total number of shifts worked 
in his/her current classification within a particular department.  
 
The Employer will schedule according to the following procedures: 
 

(a) The Employer will schedule according to classification seniority. 
 
(b) The Employer is entitled to schedule shifts of various lengths except as modified 

by this Agreement. 
 

(c) The employer will schedule the most senior employee for the longest available 
shift. 

 
(d) The Employer will endeavor, where possible, to maximize hours of work should 

there be an unplanned requirement for additional work. 
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(e) The Employer will endeavor, where possible, to maximize hours of work should 
there be a planned requirement for additional work to a maximum of five (5) 
shifts in one (1) calendar week and/or eight (8) hours in one (1) day.   

 
6.07   Work Schedules 
 

There shall be at any given time a two (2) week schedule in a conspicuous place 
specifying the name and classifications of each employee scheduled to work and 
the starting and finishing time of each employee, and the Employer shall keep the 
schedule up to date. 
 
The Employer shall post the two (2) week schedule on a weekly basis.  It is 
recognized that there may be changes made to the existing posted schedule in any 
given week.  It is the employee’s responsibility to check the posted work schedule 
for any changes.   
 
Any changes must be approved by a manager and initialed.  If a change is made 
within forty-eight (48) hours of a scheduled shift an employee affected will be 
notified. 
 
Notification means either in person, calling the employee’s registered phone 
number or notification by email.   
 

6.07 Change of Work Schedule 
 

All employees are entitled to forty-eight (48) hours notice of changes in their 
work schedule.  In case of an emergency and/or circumstances beyond the control 
of the Employer, an employee will be notified as soon as possible of any change 
in his/her work schedule.   

 
6.08 Meal Breaks 
 

Employees working a shift of more than five (5) hours must take a minimum of 
one-half (1/2) hour unpaid meal break and the scheduling and duration of the 
meal break shall be at the Employer’s discretion.  Any employee required to work 
during their meal breaks shall be paid at their regular rate for such time worked.   

 
6.09 Designated Break Areas 
 

Employees may take their meal breaks and rest breaks in one of the designated 
areas.   
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6.10 Rest Periods 
 

Rest periods are part of the employee’s assigned hours of work and the rest 
periods are scheduled at the discretion of the Employer and the time is paid for by 
the Employer.  Rest periods shall not exceed a total of fifteen (15) minutes.  If an 
employee is unable to receive a rest period at the direction of Management, the 
employee will receive pay in lieu.   
 

REPORTING 
 
6.11 Attendance Required 
 

Should there be a requirement for more employees in attendance than are 
available, attendance will be required in reverse seniority order, within the 
classification, except where employees have been granted a leave of absence.   

 
 
 
6.12 Employee Who Fails to report 
 

If any Employee fails to report to work a shift, after they have been scheduled or 
as per Article 6.10 above, he/she will be considered to be absent without leave 
and shall have their seniority rights suspended immediately.  The Employee will 
lose his/her seniority rights six (6) working days thereafter, unless the Employer 
receives written evidence from the Employee that the absence was caused by 
sickness, accident or other approved circumstance in which event the Employee 
shall be granted leave of absence and his/her seniority rights reinstated.   
 

6.13   Notice of Absence 
 

Any employee who is going to be absent from employment due to sickness or 
accident for a period of one (1) shift is expected to notify his/her department head 
as soon as possible but not later than four (4) hours prior to check-in time.   

 
6.13 Employee’s Responsibility: Work Start time 
 

Employees shall be in their respective working locations, ready to commence 
work at their designated starting times and they shall not leave their working 
locations at times or in a manner inconsistent with the terms of this agreement.   

 
6.14 Minimum Paid Hours of Work 
 

Where for any reason an employee has been scheduled to work and has not been 
advised otherwise and that employee arrives at check-in point at work and the 
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scheduled work for that day has been cancelled for whatever reason, each 
employee affected shall be paid for two (2) hours at their regular rate of pay.   If 
the employee has commenced their shift when the cancellation occurs each 
affected employee shall be paid for four (4) hours at their regular rate of pay.  It is 
further agreed that employees who are employed for four (4) hours or less shall 
receive pay for not less than four (4) hours.   
 
When an employee is required to attend meetings or training sessions on days 
when they are not scheduled to work a regular shift, it is understood that the 
Employer will pay him or her a minimum of two (2) hours.   
 

ARTICLE 7 – LIQUOR VIOLATIONS 
 
7.01 
 

No employee covered under the terms of this Agreement shall perform 
work or report for work under the influence of intoxicating liquors or other 
controlled substances.  No employee shall have narcotics or any 
intoxicating liquors in his/her possession.  Violation of this article and/or 
the policy of the Employer may result in disciplinary action up to 
termination.   
 

ARTICLE 8 – VACATION PAY ENTITLEMENT  
 
8.01 Vacation Pay for Part-time & Casual Employees 
 

Vacation pay will be paid to Part-time and Casual Employees as a percentage of 
earnings on each paycheque in accordance with Article 8.02 (a) of this agreement.   

 
8.02 Annual Vacations for Regular Employees 
 

Regular Employees shall receive annual vacations with pay based on years of 
continuous service with the Employer.  For the purpose of calculating vacation 
entitlement, the vacation year is defined as from January 01 to December 31 in 
the following year.  Vacation pay for Regular Employees shall be based on the 
previous year’s gross earnings and shall be accrued in accordance with the 
following schedule: 
 
a) Years of Continuous Service  Annual Vacation Pay 

 
  1st year, (or part year) but  
  Less than 5 years    10 working days – 4% 
 
  5 years but less than 12 years   15 working days – 6% 
 



   

 14

  12 years but less than 15 years  20 working days – 8% 
 
  15 years but less than 25 years  25 working days – 10% 
 
  25 years or more    30 working days – 12% 
 

b) “Years of continuous service”, as used herein shall be understood to 
mean completed years of continuous service with the same Employer 
as calculated as per Article 16.02.  

 
c) “Gross earnings”, as used herein, shall be understood to mean total 

earnings realized by an employee form the payment of wage rates for 
straight time, overtime, vacation pay and statutory holiday pay.   

 
8.03 Credit for Calculating Vacation Pay 
 

Credit for vacation purposes used in this Article shall be calculated as per Article 
16.02. 

8.04 Vacation Scheduling  
 

a)   All vacations shall be taken at a time to be mutually agreed upon by the  
 Employee and the Employer. 
 
b) Employees shall have preference according to seniority with respect to the 

scheduling of annual vacations within their department and classifications.  
The Employer will process vacation requests as they are received.   

 
c) The Employer will provide each Regular Employee with a Vacation 

Request form which must be returned to the Employer by June 01 of each 
calendar year and the Employer will undertake to respond to thee request 
forms no later than July 01 of each calendar year.   

 
ARTICLE 9 – STATUTORY HOLIDAYS 
 
9.01 The Employer agrees to observe the following holidays which shall be considered 
to be Statutory Holidays:  
 
 New Years Day  Good Friday   Victoria Day 
 
 Canada Day   B.C. Day   Labour Day 
 
 Thanksgiving Day  Remembrance Day  Christmas Day 
 
 Boxing Day   Easter Monday 
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9.02 Other General Holidays Proclaimed 
 

Any holiday proclaimed by the Federal Government or the Provincial 
Government of British Columbia shall be granted to Employees with the same 
conditions as a Statutory Holiday.   
 

9.03  Pay for Statutory Holiday 
 

a) Subject to restrictions set out in this Article, each Employee shall have a 
holiday on a day that is a Statutory Holiday and shall be paid his/her 
regular wage rate for such a holiday.  In addition, seniority will accrue in 
the current classification. 

 
b) A statutory holiday shall qualify as a shift worked for the purposes of 

section 16.02.   
 

 
 
9.04 Formula for Statutory Holiday Pay 
 
1. An employee who has completed thirty (30) calendar days of employment prior to 

the Statutory Holiday and has worked or earned wages for at least fifteen (15) of 
the last thirty (30) days before the Statutory Holiday shall received: 

 
a) If an Employee is not required to work on the Statutory Holiday, he/she 

shall receive the same amount as if the Employee had worked regular 
hours on the day off.  

 
b) In an Employee is required to work on the Statutory Holiday, he/she shall 

receive on and one-half (1 ½ ) times the Employee’s regular wage for the 
time worked in addition, one (1) regular day’s pay.   

 
2. An Employee who has completed thirty (30) calendar days of employment prior 

to the Statutory Holiday but has not worked or earned wages for at least fifteen 
(15) of the last thirty (30) days before the Statutory Holiday shall receive: 

 
a) If an Employee is not required to work on the Statutory Holiday, he/she 

shall receive an amount equal to the previous thirty (30) calendar days’ 
total wages, excluding overtime, divided by fifteen (15). 

 
b) If an Employee is required to work on the Statutory Holiday, he/she shall 

receive on and one-half (1 ½ ) times the Employee’s regular wage for the 
time worked and in, addition, an amount equal to the previous thirty (30) 
calendar days’ total wages, excluding overtime, divided by fifteen (15) 
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3. An Employee who has not completed thirty (30) calendar days of employment 
prior to the Statutory Holiday shall not be entitled to the Statutory Holiday pay as 
per this article, but shall be paid their regular wage for time worked.   

 
9.05 Statutory Holidays Falling on Non-Working Days 
 
 When a Regular Employee qualified for a Statutory Holiday as outlined in this 

Article, and such holiday falls on a non-working day for the Employee, or during 
his/her annual vacation, the Employee shall with the agreement of the Employer, 
designate a working day that is not later than the next annual vacation of the 
Employee, and the day so designated shall be deemed to be the public holiday.   
 

ARTICLE 10 – GRIEVANCE PROCEDURE 
 
10.01 The parties to this Agreement agree that it is of the utmost importance to 

resolve grievances as quickly as possible.   
 
10.02 Where a difference arises between an employee and the employer or 

between the Employer and Union, relating to the dismissal or discipline of 
an employee or to the interpretation, application, operation or alleged 
violation of this agreement, including any question as to whether a matter 
is arbitrable, it shall be finally and conclusively settled, without stoppage 
of work, according to the grievance and arbitration procedure which 
follows.   

 
10.03 Grievances submitted by the Employer or by the Union shall be in writing 

and shall be submitted at Step 3 within fourteen (14) working days of the 
event giving rise to the grievance.   

 
10.04 Except for Employer and Union grievances, all grievances shall be 

resolved as follows: 
 

Step 1: As an informal step, the employee is encouraged to make 
an earnest effort to resolve the grievance directly with the 
management person to whom the employee reports.  At 
either the employee’s or the Manager’s option, a job 
steward will accompany the employee.  Where there is no 
Job Steward available, the Employer will choose an 
employee to act as a witness.   

 
Step 2: If the grievance is not satisfactorily settled at Step 1, it shall 

be reduced to writing, indicating the nature of the grievance 
and the Article(s) and Section(s) of the collective 
agreement presumed to have been violated.  It shall be 
submitted to the F&B Manager no later tan the tenth (10th) 
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working day following the circumstances giving arise to the 
grievance.  The Union Representative shall meet with the 
Manager no later than five (5) days from the date the 
grievance was received in writing.  The Employer shall 
reply in writing, within the next seven (7) working days.   

 
Step 3: If a satisfactory settlement is not reached at Step 2, the 

grievance may be referred to Step 3 within four (4) working 
days of the Employer’s reply at Step 2.  The Union 
Representative, a Representative from the Human 
Resources Department and the manager will meet to 
discuss the grievance.  If the matter is not resolved at Step 
3, either party may give written notice to proceed to 
arbitration within ten (10) working days from the date of 
the Step 3 meeting. 

 
The time limits as prescribed above may be modified by mutual agreement  
of the parties 
 
The parties may, by mutual agreement, skip Step 1 and/or Step 2 of the  
grievance procedure.   

 
10.05 The parties may by mutual agreement implement Section 87 of the Labour 

Relations Code of British Columbia in connection with a particular 
grievance.   

 
ARTICLE 11 – ARBITRATION 
 
11.01   Single Arbitrator  
 
 If a grievance is not settled pursuant to Article 10, it may be referred to a 

Single Arbitrator in accordance to the following procedures: 
 
(a) The party desiring Arbitration under this Article, will notify the other 

party in writing, in accordance with Article 10. 
 
(b) The parties to the dispute will thereupon agree on the appointment of the 

Single Arbitrator.  If the parties fail to agree upon a person to hear the 
Arbitration, within one (1) calendar month the parties will each submit a 
list of three (3) potential Arbitrators and the first (1st ) match on each list 
shall be the Arbitrator chosen to Arbitrated the grievance.  If there is no 
match on the lists submitted by the parties, the Minster of Labour will be 
request to appoint a neutral Arbitrator.   

 
(c) The Arbitrator shall hear the Parties, settle the terms of the question to be 

Arbitrated, and make its award within Sixty (60) days of the appointment, 
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unless the time is extended by agreement of the Parties.  The Arbitrator 
shall deliver the decision, in writing, to each of the Parties.  It shall be 
final and binding on the Parties and shall be carried out forthwith.  

  
(d) Each party shall pay their own costs and expenses of the Arbitration and 

one-half (1/2) of the remuneration and/or expenses of the Arbitrator.   
 
ARTICLE 12 – GENERAL 
 
12.01 No Individual Agreement 
 
 The Employer shall not enter into any individual agreement with any of 

the employees employed in the jurisdiction set out in this Agreement 
which will in any way conflict with the terms and conditions of this 
Agreement.   

 
12.02  Gender Neutral 
 

It is agreed that all articles and clauses referred to in this collective 
agreement shall apply equally to both male and female employees.   
 

12.03  Cafeteria Discount 
 

All Employees are entitled to twenty-five percent (25%) off the cafeteria 
menu price.  
 

12.04  Returning from W.C.B. Claim 
 

In the case of an employee being off for sickness or accident that is 
covered by the Workers’ Compensation Board, when the said employee is 
declared physically able to resume his/her usual occupation by the 
Workers’ Compensation Board, the said employee shall be reinstated to 
his/her former position, if it is still in existence, with all rights and 
conditions which he/she formerly enjoyed. Should another position be 
available which the said employee has the skills and ability to perform, the 
Employer shall offer that position to the said employee. 
 

12.05  Working House Rules 
 

It is mutually agreed that the Employer may post working house rules and 
file a copy of it with the Union office before enforcing same.   
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12.06  Monthly Assessment Fund 
 

It is agreed that five (5) cents per hour will be paid to the Monthly 
Assessment Fund commencing the date of signing.   
 

12.07  Management Performing Work 
 

Management may perform work ordinarily done by employees in the 
bargaining unit provided, however, that the performance of this work is 
not of such an extent as to bring the person doing it within the bargaining 
unit. 
 

12.08  Union Button 
 

The parties hereto agree that all Union employees are entitled to wear the 
Union button while on duty, but the manner in which such buttons are 
worn shall not detract from the style of the uniform or costume normally 
worn by the employee.   

 
 
ARTICLE 13 – NOTICE OF TERMINATION 
 
13.01   Resignation 
 

All Employees shall give the Employer reasonable notice of his/her 
resignation from employment.   
 

13.02  Employee Notice or Severance Pay 
 

The Employer shall give Regular Employee notice or severance pay in 
lieu of notice of termination of employment.  Notice or severance pay in 
lieu of notice shall be in accordance with the following formula: 

 
One (1) week notice or severance pay for every one (1) completed year of 
service to a maximum of eight (8) weeks notice or severance pay in lieu of 
notice.   
 

13.03  Discipline or Discharge for Just Cause 
 

The Employer can discipline or discharge an employee with no notice and 
no severance pay for just cause.   
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ARTICLE 14 – PROBATIONARY EMPLOYEES  
 
14.01  Period of Probation  

 
 Every new employee shall be on probation until the completion of thirty-

six (36) days actually worked by him or her for the Employer.   
 

14.02  Dismissal 
 

Probationary Employees shall be on trial to determine their suitability for 
employment.  The Employer may dismiss a Probationary Employee if it 
does not find him/her suitable for employment.  This is a lesser standard as 
provided for in Section 84 of the Labour Relations Code of British 
Columbia.   

 
14.03  Employment Status 
 

Employment status (as per article 6.01) commences only after the 
Employee has successfully completed his/her probationary period and 
his/her seniority dates from the commencement of his/her probationary 
period.   

 
14.04  Rehire 
 

Employees who are rehired by the Employer shall not be required to serve 
an additional probationary period provided they have not been absent for 
more than one (1) year.   

 
14.05  Rate of Pay 
 

Probationary employees hired will receive twenty-five percent (25%) less 
than the qualified rate for the first thirty-six (36) days worked and twelve 
and one-half percent (12.5%) for the next eighteen (18) days worked, after 
which the full rate will apply.  Employees who present journeymen 
qualifications and who are hired into such positions may be paid twenty-
five percent (25%) less than the qualified rate for eighteen (18) days 
worked.  During the probationary period an employee who demonstrates a 
competence to assume the regular duties of the position for which he/she 
is qualifying, can be advanced through this period on assessment by the 
Department Head.   
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ARTICLE 15 – JOB POSTINGS 
 
 
15.01  Posting Period 
 

Where the Employer decides to fill a job vacancy, or to create a new job, it 
will give present employees in every department every reasonable 
opportunity to apply.  All new job postings (listing job title and wage 
rate), except those that are temporary, are to be posted outside the Food & 
Beverage office for a period not less than seven (7) working days.  The 
Employer is not required to consider applicants submitted after the posting 
period has expired.  A copy of all postings will be given to the Shop 
Chairperson.   
 

15.02  Qualifications 
 
  Positions will be filled on the basis of the following factors: 

 
Skill, experience, reliability, attitude, and ability to satisfactorily perform 
the full measure of the work required.   

 
15.03  Trial Period 
 

Any employee selected to fill a vacancy or a new job shall be on a trial 
period for the first thirty (30) days actually worked by the employee.  
During this trial period, the employee must demonstrate that he/she can 
satisfy the requirements of the job to the satisfaction of the Employer.   

 
15.04  Return to Former Job 
 

Should the employee be unable to satisfy the requirements of the job, or 
should he/she decide that he/she does not want to continue in the job, 
during the trial period as per Article 15.03, then the employee shall be 
returned to his/her former job at the wage rate he/she previously earned in 
the former job, plus, any increments to which he/she would have 
otherwise been entitled had he/she not been promoted.  The Employer 
shall have the right to require all employees who change job positions to 
move back into the job positions and wage rates (plus any applicable 
increments) which they occupied previously.   
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15.05  Restriction 
 

A successful applicant for a job posting may not apply for another posting 
involving a lateral or downward move until he/she has spent at least fifty 
(50) working days in the new job.   

 
15.06  Temporary Vacancies 
 

The Employer may fill temporary job vacancies by reassigning employees, 
recalling employees from layoff or by obtaining temporary help as needs 
and circumstances dictate, and without regard for the job posting 
provisions of this Agreement.   
 

15.07  New Classification 
 

If a new classification is created in the Bargaining Unit during the term of 
this collective agreement that is not specifically set out in the attached 
applicable Appendix of this Agreement, the Employer will advise the 
Union of such and the new classification shall be included in the schedule 
by mutual consent of both parties to this Agreement.  The Employer will 
notify the Union as to the wage rate established by the Employer for the 
new classification and if the Union does not agree with the rate of pay the 
Union may invoke the grievance procedure as set out in this Agreement.   

 
ARTICLE 16 -  SENIORITY, SENIORITY LISTS AND LOSS OF 

SENIORITY 
 

SENIORITY 
 
16.01  Definition of Seniority 
 

Seniority shall be defined as the length of continuous service with the 
Employer in years and/or part years based on all shifts worked.   
 

16.02  Calculation of Seniority Credits 
 

Employees shall receive seniority credit on the basis of total shifts worked 
pursuant to the following schedule: 

 
  a) 1 to 60 shifts worked each calendar year = 1/3 year 
 
  b) 61 to 105 shifts worked each calendar year = 2/3 year 
 
  c) over 105 shifts worked each calendar year = 1 year  
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16.03  Definition of Classification & Departmental Seniority 
 

a) For the purpose of this agreement, “Classification Seniority” shall 
be defined as an employee’s total number of shifts worked in 
his/her current classification within a particular department.  
Department shall be understood to mean those departments 
identified within this agreement.   

 
b) Where an employee is regularly scheduled in different 

classifications and/or departments, the employee’s seniority will 
accrue in the department and classification where most shifts are 
worked.   

 
c) In the event that an employee is regularly scheduled to work an 

equal amount of hours in two different classifications, the 
employee can elect which classification he/she will accrue 
seniority.  Once that choice is made it cannot be altered.   

 
d) For the purpose of this agreement, “departmental seniority” shall 

be defined as an employee’s total length of continuous service 
within a particular department in the Employer’s operation.   

 
16.04  Service Credit 
 

Any employee who transfers (i.e. job posting etc.) from one classification 
within a department to another classification and/or department pursuant 
to Article 15, shall retain accrued service credit (i.e. years of service) 
accumulated in the new classification and/or department for the purposes 
of calculating entitlements under the collective agreement except 
scheduling, job postings and layoffs, for which only the employee’s 
present classification seniority shall be used.  For employees hired in April 
1994 who had worked to the end of the 1993 season with the prior 
Employer, Concessionaires Company, their prior seniority with 
Concessionaires will be recognized for the purposes of vacation 
entitlement, layoffs, recall and job posting procedures only.   
 
 

SENIORITY LISTS 
 
 
16.05 a)  The Employer agrees to post the seniority list on or before the first 

day of January, April and October in each year.  The seniority list 
shall contain the following information: 
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   i) the employee’s name; 
 
   ii) the employee’s original date of hire 
 
   iii) the employee’s job classification; 
 

iv) the date from which his/her classification seniority is 
calculated; 

 
   v) total number of shifts worked in current classification 
 
   vi) years of accrued service credit; 
 

b) New employees will be added to the seniority list upon 
commencement of employment.   

 
LOSS OF SENIORITY 
 
16.06  Seniority and employment shall terminate when an employee: 
 
  a) Quits for any reason; 
 

b) Is discharged and is not reinstated through the grievance procedure 
or arbitration; 

 
c) Fails to report for work upon being given seven (7) calendar days 

notice of recall in accordance with the provisions of this clause.  
An employee who has been laid off and whishes to be recalled 
must ensure that the Employer has a current phone number and 
address for purpose of recall.  Failure on the part of the employee 
to provide this information may result in the employee forfeiting 
his/her recall rights.  The Employer agrees that recall notification 
will be by direct contact (including personal contact and telephone 
contact), registered mail or telegraph; 

 
  d)  Has been absent from work without just cause; 
 
  e) Has been absent due to layoff for more that (12) calendar months; 
 

f) Does not return to work on the date specified following an 
approved leave of absence.  An employee must notify the 
Employer and receive an approved medical leave of absence to 
avoid loss of seniority as per this Article.   

 
g) Has been absent due to sick leave for a time longer than twelve 

(12) calendar months; 
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h) Reaches the age of 70 and retires.   
 
If the Employer relocates their operation, (e) and (g) above shall be 
considered to read twenty-four (24) months. 

 
16.07  Termination Due to Non-Availability 
 

At the start of each calendar year, if an attempt has been made to contact a 
Part-time and/or Casual employee on at least three (3) occasions and either 
there was no response or the employee advised that he/she was 
unavailable to appear, then a registered or couriered letter shall be sent to 
the employee advising that one (1) final contact shall be attempted.  If 
again the employee is unavailable or no contact is made, then he/she shall 
be considered terminated.   

 
16.08  Termination Due to Refusal 
 

If any Employee is asked to work three (3) times in a thirty (30) calendar 
day period and refuse, may be terminated unless absence is due to a bona 
fide sickness or accident.  A doctor’s certificate may be required.   

 
ARTICLE 17 – TECHNOLOGICAL CHANGE 
 
17.01 It is the purpose of this Article is to provide for technological change in 

accordance with Section 54 of the Labour Relations Code of British 
Columbia. 

 
17.02  Definition 
 
  “Technological Change” shall be as defined in the Labour Relations Code.  
 
17.03 Termination of Five or More Regular Employees 
 
 If the Employer introduces a technological change that will directly result 

in the termination of employment of five (5) or more Regular employees: 
 

a) The Employer will provide thirty (30) calendar days’ notice to the 
Union; 

 
b) The Employer will, upon request of the Union, meet to discuss the 

change; 
 
 c) The provisions of Article 17.04 and 17.05 shall apply. 
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17.04 Retraining and Bumping 
 
 Wherever practical, employees whose jobs are eliminated by technological 

change shall be eligible: 
 

a) For retraining to equip them to operate new equipment or apply 
new methods.  Such retraining will be provided by the Employer 
without cost to employees but must become capable of doing the 
new job within twenty (20) working days (or such longer periods 
as may be agreed to by the Employer and the Union), failing which 
they may be terminated pursuant to severance pay provision in the 
Article 17.06; or 

 
b) To bump the most junior remaining employee in the same or a 

lower classification, providing they presently have the necessary 
skill, experience, reliability, attitude and ability to do the full 
measure of work required.   

 
17.05  Alternatives 
 

In cases where retraining is not practical or where bumping rights cannot 
be exercised employee(s) shall elect: 

 
  a) Severance pay in accordance with Article 17.06; or 
  
  b) To be placed on the recall list. 
 
17.06  Calculation of Severance Pay 
 

In the event of any technological change causing a Regular employee to 
lose his/her employment, the Employer agrees to pay such employee 
severance pay at his/her regular pay according to the following scheduled: 

 
One (1) week of severance pay for every one (year of completed service 
up to a maximum of (8) weeks severance pay.   
 

17.07  Non-Eligibility 
 

It is understood that employees laid off due to loss of markets, economic 
conditions, or depressed business conditions are not eligible for benefits 
under this article.  
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ARTICLE 18 – LEAVE OF ABSENCE AND LAY-OFF & RECALL 
 
LEAVE OF ABSENCE 
 
18.01  Request & Reply 
 

Any Employee covered by this collective agreement may request a leave 
of absence, with or without pay, for legitimate reasons.  Requests for any 
leave of absence shall be made in writing on a form provided by the 
Employer and submitted to his/her Department Manager.  The Employer’s 
reply to the request for leave of absence will be given in writing within 
two (2) weeks of the request.    
 
All general Leave of Absence requests must be submitted fourteen (14) 
calendar days prior to the first date the employee wishes to be absent.   

 
 
18.02  Non-Accumulation of Seniority 
 

A Regular employee shall retain but shall not accumulate seniority while 
on any leave of absence except as modified by this agreement unless that 
leave of absence is for union business as per this Article.  A Part-
time/Casual employee shall not accumulate seniority while on any leave of 
absence unless that leave of absence is for union business as per this 
Article.   

 
18.03  Loss of Right to Claim Seniority 
 

No employee shall have the right to claim seniority if he/she has been on a 
leave of absence in excess of three (3) months, except for union business.   

 
18.04   Injury 
 

Time off as the result of an injury which is proven to be work related shall 
be counted as time worked, provided a related claim is accepted by the 
Workers’ Compensation Board.   

 
18.05    Requirement for Medical Certification 
 

Prior to reinstating the employee from an extended leave of absence, the 
Employer is entitled to require documentation from a physician certifying 
that the employee is physically able to resume the performance of duties.   
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18.06  Union Leave 
 

a) An unpaid leave of absence shall be granted to any employee who 
is appointed or elected to a Union office for a period up to and 
including five (5) years.  An employee who obtains such a leave 
shall return to his/her employment within thirty (30) calendar days 
after completion of his/her employment with the Union subject to 
Article 18.02 (a) of this agreement; 

 
b) The Employer upon written notice from the Union shall grant up to 

five (5) working days leave of absence without pay, for one (1) 
employee form each department at any one time, to attend bona 
fide shop steward educational programs.  Written notice shall be 
given at least fourteen (14) days prior to commencement of such 
leaves.  Such leave of absences will not be granted on Live Race 
days.  In instances where specialized shop steward training occurs 
on a Live Race day, permission shall not be unreasonably 
withheld.   

 
18.07  Maternity/Parental Leave 
 

Maternity/Parental Leave in accordance with current Employment 
Standards legislation or any amendments thereto, shall be counted as time 
worked.   

 
18.08  Bereavement Leave 
 

A Regular Employee, who has been scheduled to work, shall be entitled to 
Bereavement Leave in the case of death in the immediate family.  The 
Employer will grant up to three (3) days of absence with pay.  “Immediate 
family” shall mean spouse, common-law spouse, children, parents, 
brothers, sisters, parents of the spouse, and grandparents.   

 
a) Common-law spouse shall be defined to mean a person who has 

lived with an employee as husband or wife for a period of at least 
two (2) years and is living with the employee at the time of death; 

 
b) For the purpose of this clause, persons of the same sex who are 

cohabitants shall, at their option, be deemed to be spouses.   
 
LAY-OFF AND RECALL 
 
18.09 Lay-offs which are anticipated to exceed three (3) working days and 

recalls after such lay-offs shall be based on the following factors: 
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 a) Seniority; 
 
 b)  Skill, ability, experience, attitude and reliability. 
 
 It is understood that where the qualifications referred to in the factor (b) 

above are relatively equal, factor (a) will govern.  In the evaluation of 
factor (b), the Employer shall be the judge; provided, however, that if an 
employee believes that the Employer considered his/her skill, ability, 
experience, attitude and reliability in an arbitrary or discriminatory 
manner, he/she may file a grievance.   

 
18.10 Determination of Order of Lay-Off 
 
 Classification seniority shall be used to determine the order of lay-off and 

recall within classification within a particular department.   
 
ARTICLE 19 – LABOUR/MANAGEMENT COMMITTEE 
 
19.01 Purpose  
 
 A Labour/Management Committee shall be established consisting of a 

maximum of three (3) Representatives of the Union and a maximum of 
three (3) Representatives of the Employer.  The Labour/Management 
Committee shall concern itself with matters of the following general 
nature: 

 
i) Considering of mutual problems with a view to providing a sound 

and harmonious relationship between the Employer and the Union; 
 

ii) Increasing operational efficiency by promoting cooperation 
between the Employer and its employees; 

 
 iii) Improving service to the public 
 

iv) Promoting education and training of the employees employed 
within the Bargaining Unit wishing to prepare themselves for 
transfer or promotion.    

 
19.02 Time, Place & Agenda 
 
 The Labour/Management Committee shall meet at the request of either 

party at a time and place mutually satisfactory to both parties.   It is 
assumed that both parties will develop regularly scheduled times for such 
meetings.  Either party may, one (1) week in advance of the meeting, 
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deliver to the other party those matters in writing to be discussed at the 
meeting.   

 
19.03 Nature of Discussions 
 
 It is further mutually agreed and understood that the Labour/Management 

Committee does not form part of the grievance or arbitration procedures 
set forth in this Agreement, and no matter which is the subject of a 
grievance or arbitration shall in any event be the subject of discussion of 
this Committee. 

 
19.04 Attending During Work Period 
 
 It is agreed that the Union Representatives of the Labour/Management 

Committee when required to attend during their work period will be 
granted a leave of absence with pay to so attend.  Paid leave of absences to 
attend Labour Management meetings shall not exceed two (2) hours per 
meeting.   

 
  
ARTICLE 20 – SEXUAL AND PERSONAL HARASSMENT 
 
20.01 Prohibition Against Sexual and Personal Harassment 
 

a) The Employer recognizes the right of all Employees to work in an 
environment which is free of sexual and/or personal harassment.  
Accordingly the sexual and/or personal harassment of any 
employee is prohibited.   

 
Definition of Sexual Harassment 

 
b) Sexual harassment includes, but is not limited to, comment or 

conduct of a sexual nature, including sexual advances, requests for 
sexual favours, suggestive comments or gestures, repeated or 
persistent leering at a person’s body, or physical contact, including 
assault when any one or more of the following conditions are 
present: 

 
i) the conduct engaged in or the comment made by a person 

who knows or ought reasonably to know that the conduct or 
comment is unwanted or unwelcome.   

 
ii) the comment or conduct is accompanied by a reward or the 

express or implied promise of  a reward for compliance; 
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iii) the conduct or comment is accompanied by reprisal, or an 
express or implied threat of reprisal for refusal to comply; 

 
iv) the conduct or comment is accompanied by the actual 

denial of opportunity or the express or implied threat of the 
denial of opportunity for failure to comply; or 

 
v)  the conduct or comment is intended to or has the effect of 

creating an intimidating, coercive, abusive, restrictive, 
offensive, embarrassing or humiliating work environment.   

 
This definition of sexual harassment is not meant to inhibit interactions or relationships 
based on mutual consent or normal social contact between employees.   

 
 
 
Definition of Personal Harassment 

 
c) Personal harassment means verbal or physical behavior that is 

discriminatory in nature, based upon another person’s race, colour, 
ancestry, place of origin, political beliefs, religion, marital status, 
physical or mental disability, sex, age or sexual orientation.  It is 
discriminatory behaviour, directed at an individual, which causes 
substantial distress in that person and serves no legitimate work-
related purpose.  Such behaviour could include, but is not limited 
to: 

  
 i) physical threats or intimidation  
 

ii) words, gestures, actions or practical jokes, the natural 
consequences of which is to humiliate, alarm or abuse 
another person; 

 
 iii) distribution or display of offensive pictures or materials.   
 
To constitute harassment, behavior may be repeated or persistent or may 
be a single serious incident.   
 

  Resolution of Complaints of Sexual or Personal Harassment  
 

d) In respect to complaints of sexual or personal harassment, the 
procedure outlined below shall be utilized to resolve complaints.  
The grievance procedure in Article 10 shall only be utilized where 
specified.   
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i) An Employee who wishes to pursue a concern arising from 
alleged harassment may submit a complaint in writing to 
either the Union, to any Manager or the Director of Human 
Resources within twenty-eight (28) calendar days of the 
most recent occurrence.  Complaints of this nature shall be 
held in strict confidence by both the Union and the 
Employer.  When a complaint has been received by either 
party, it will be forwarded to the other as soon as possible, 
but in no case later than three (3) working days.   

 
ii)  An alleged offender shall be given notice of such complaint 

under this clause and shall be given notice of, and be 
entitled to attend, participate in, and be represented at any 
hearing under this Article.   

 
iii) Where either the complainant or the alleged offender is a 

member of the Bargaining Unit, the Employer and the 
Union will each appoint a representative to investigate the 
complaint.  The two (2) investigators may, if appropriate, 
assist the complainant and the alleged offender to reach 
agreement on an appropriate resolution.  Where such 
resolution is agreed upon by the complainant, the alleged 
offender, and both the Union and Employer investigators, it 
will be submitted in writing to the General Manager.  In the 
absence of such a resolve, the investigators shall proceed 
with their inquiries and shall submit either a joint or 
separate report(s) to the General Manager within thirty (30) 
calendar days of the complaint being filed.   

 
iv) The General Manager shall, within fifteen (15) calendar 

days of receipt of the report(s), render a decision on the 
appropriate action to resolve the issue.  Such action may 
include but need not be limited to discipline, separation of 
the complainant and harasser, introduction of a program to 
raise awareness, etc.  Where one of the Employees is to be 
transferred, it shall be the harasser who is transferred, 
unless the harassed Employee consents to be transferred.  
Where the allegation of harassment is found to be frivolous, 
vexatious or vindictive in nature, the General Manager may 
also undertake discipline or other action in respect to the 
complainant.  Such action shall be for just cause and may 
be grieved pursuant to Article 10.   

 
v) Where either the complainant or the alleged harasser is not 

satisfied with the General Manager’s decision, the 
complaint will, within thirty (30) days, be put before a 
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panel consisting of a Union representative, an Employer 
representative and a mutually agreed upon chairperson; and 
the majority decision will be final and binding.   This panel 
shall have the right to: 

 
 1) dismiss the complainant; 
 

2) determine the appropriate level of discipline to be 
applied to the offender, and/or; 

 
3) make a further order as is necessary to proved a 

final and conclusive settlement of the complaint.   
 

vi) In any case where the General Manager is directly involved 
in the allegation, or in any similar potential conflict of 
interest, the Chairperson of the Board shall assume the 
responsibilities of the General Manager identified in this 
procedure.   

 
ARTICLE 21 – DURATION OF AGREEMENT 
 
21.01 This agreement will be in force from April 01, 2005, to March 31, 2008, 

and thereafter from year to year unless written notice of intent to 
renegotiate the Agreement is given by either party to the other any time 
prior to the expiration of this Agreement or at the expiration of any yearly 
period thereafter. 

 
21.02 If notice to renegotiate the Agreement is given and collective bargaining 

has commenced in accordance with this Article, this Agreement shall 
continue in full force and effect until: 

 
a) The Union commences a legal strike; 
 
b) The Employer commences a legal lock-out; 
 
c) The parties enter into a new or amended Agreement 

  
 
21.03 The operation of Section 50 (2) and (3) of the Labour Relations Code of 

British Columbia is hereby excluded. 
 
 
21.04 Except where otherwise expressly provided, the terms and conditions of 

this Agreement shall become effective from the date of signing by both 
parties. 
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DATED THIS __________ DAY OF _________________________, 200_______. 
 
SIGNED ON BEHALF OF: 
 
FOR THE UNION      FOR THE COMPANY 
 
___________________________   ___________________________ 
 
___________________________   ___________________________ 
 
___________________________   ___________________________ 
 
___________________________   ___________________________ 
 
___________________________   ___________________________ 
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APPENDIX “A” 
 

Pay Rates April 1, 2005 to March 31, 2006 
 

DEPARTMENTS AND CLASSIFICATIONS 
 BARS/JEROMES      
                                                

TERRACE 

Bartender                         $ 13.01 Restaurant Server                       $ 10.24 
Bar Server                        $ 10.24 Bus Person                                 $   9.65 
  
CONCESSIONS 
 

KITCHENS 

Lead Hand                        $ 11.40 First Cook                                  $ 13.41 
Carver/Worker                 $ 10.76 Second Cook                              $ 13.21 
Grill/Worker                    $ 10.76 Grill Cook                                  $ 12.12 
Worker                             $  9.20 Dishwasher                                $ 11.19 
Runner                              $  9.75 Kitchen Preparation                   $ 11.87 
Barrista                             $  9.77  
Cafeteria Cashier              $ 11.71  
TRACKERS 
 

CATERING 

First Cook/Server             $ 13.41 Banquet Server                           $10.24 
Second Cook/Server         $ 13.21  
Server                                $  9.20  
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APPENDIX “A” 
 

Pay Rates April 1, 2006 to March 31, 2007 
 

DEPARTMENTS AND CLASSIFICATIONS 
 BARS/JEROMES      
                                                

TERRACE 

Bartender                         $ 13.40 Restaurant Server                       $ 10.55 
Bar Server                        $ 10.55 Bus Person                                 $   9.94 
  
CONCESSIONS 
 

KITCHENS 

Lead Hand                        $ 11.74 First Cook                                  $ 13.81 
Carver/Worker                 $ 11.08 Second Cook                              $ 13.61   
Grill/Worker                    $ 11.08 Grill Cook                                  $ 12.48 
Worker                             $  9.48 Dishwasher                                $ 11.53 
Runner                              $ 10.04 Kitchen Preparation                   $ 12.23 
Barrista                             $ 10.06  
Cafeteria Cashier              $ 12.06  
TRACKERS 
 

CATERING 

First Cook/Server             $ 13.81 Banquet Server                           $10.55 
Second Cook/Server         $ 13.61  
Server                                $  9.48  
  
  
 
 
 



   

 37

APPENDIX “A” 
 

Pay Rates April 1, 2007 to March 31, 2008 
 

DEPARTMENTS AND CLASSIFICATIONS 
 BARS/JEROMES      
                                                

TERRACE 

Bartender                         $ 13.80 Restaurant Server                       $ 10.86 
Bar Server                        $ 10.86 Bus Person                                 $  10.24 
  
CONCESSIONS 
 

KITCHENS 

Lead Hand                        $ 12.09 First Cook                                  $ 14.22 
Carver/Worker                 $ 11.41 Second Cook                              $ 14.02 
Grill/Worker                    $ 11.41 Grill Cook                                  $ 12.85 
Worker                             $  9.76 Dishwasher                                $ 11.88 
Runner                              $ 10.34 Kitchen Preparation                   $ 12.60 
Barrista                             $ 10.36  
Cafeteria Cashier              $ 12.42  
TRACKERS 
 

CATERING 

First Cook/Server             $ 14.22 Banquet Server                           $10.86 
Second Cook/Server         $ 14.02  
Server                                $  9.76  
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LETTER OF AGREEMENT 
 

Between 
 

HASTINGS ENTERTAINMENT INC. 
at 

Hastings Park Racecourse 
Vancouver, B.C. 

 
and 

UNITE HERE, LOCAL 40 
 
 
The parties agree that the Company may employ a new position of Hawkers.  These 
employees will be in the Union. 
 
These employees will receive the greater of nine (9%) commission or four (4) hours pay 
at minimum wage. 
 
The Company will employ up to five (5) Hawkers.  Prior to increasing this, the Company 
must discuss same with the Union. 
 
Should beer be sold through the Hawkers, the Company will re-open bidding on the 
positions. 
 
For the Collective Agreement effective Racing Season 1995 the parties will meet and 
determine if the Hawker position should be included in the Appendix “A” of the 
Collective Agreement. 
 
Agreed to at Vancouver, B.C. this _______day of ____________________, 2006 
 
FOR THE UNION   FOR THE COMPANY 
 
_____________________________   ______________________________ 
 
_____________________________   ______________________________ 
 
_____________________________   ______________________________ 
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LETTER OF UNDERSTANDING 
 

between 
 

HASTINGS ENTERTAINMENT INC. 
 

and 
 

UNITE HERE, Local 40 
 

at 
 

Hastings Park Racecourse 
 
 
The parties agree to utilize the Training Program Agreement (see attached), in the event 
that the Employer is requested to provide work experience by a recognized training 
institution. 
 
 
 
DATED THIS _____________ DAY OF _______________________,2006______. 
 
ON BEHALF OF   ON BEHALF OF 
HASTINGS ENTERTAINMENT INC.  UNITE HERE, Local 40. 
 
_____________________________   ______________________________ 
 
_____________________________   ______________________________ 
 
_____________________________   ______________________________ 
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TRAINING PROGRAM AGREEMENT 
 

BETWEEN 
 

UNITE HERE, LOCAL 40 
 

(hereinafter referred to as Local 40) 
 

AND 
 

___________________________________________________ 
(TRAINING INSTITUTION) 

AND 
 
 

____________________________________________________ 
 
This agreement is intended to cover the training of all individuals placed and subsidized 
as part of the above program and who are not directly employed by the Employer. 
 
It is understood and agreed that: 
 
1. a) The Project Coordinator of _________________________________ shall 

provide, in writing to Local 40, the name, job classification, start and 
finish date of training for all trainees.  Information to be sent to Local 40’s 
Headquarters in Burnaby, B.C. 

 
 b) Information referred to in (a) must be received by Local 40 at least ten 

days prior to the placement of the trainee(s). 
  
2. The Employer agrees that any financial remuneration received by the trainee from 

the training establishment shall be in accordance with the Program Contract. 
 
3. a) The Employer and the training establishment agree that there will be no 

Local 40 member displacement or replacement as a result of the training 
program; 

 
 b) nor shall there be a reduction in hours to Local 40 members as a result of 

such training; 
 
 c) or any interference with the re-hiring of laid-off Local 40 members or the 

hiring of new employees. 
4. a) It is agreed that when a trainee is working in a bargaining unit area he/she 

must work under the guidance and direction of a bargaining unit 
employee; 
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 b) It is also understood and agreed between parties that no bargaining unit 
personnel shall be required to train any of the placement students; 

 
 c) It is further understood that if a willing bargaining unit employee cannot 

be found to assist in the training, management personnel will be utilized 
for this purpose provided management performs no bargaining unit work. 

 
5. The practicum aspect of training will cease in the event of either a strike or lock-

out. 
 
6. This agreement shall be executed between the Employer and Local 40 and will 

include each property affected by the program.  The agreement shall be in full 
force and effect for a period of six months from the date of signing. 

 
7. The signing authority on the document of agreement for Local 40 shall be Marie 

Decaire, Secretary-Treasurer.  Wherever practical, the Local 40 Business 
Representative for the individual establishment, shall be directly involved in any 
discussion concerning the implementation of this agreement. 

 
8. Local 40 shall be given an opportunity to meet with the trainees at a mutually 

agreeable time very early in the training program. 
 
9. It is the intent of the parties covered by this agreement not to place students in an 

establishment where there may be overlapping of training from other courses or 
learning institutions.  Placement (one or two maximum) may be permitted in these 
circumstances after discussing the impact of the property and if agreed to by 
Local 40 and ________________________________, Project Coordinator. 

 
It is understood that any breach of the above conditions shall be considered a violation of 
this agreement and as such the endorsement of such training will be cancelled and the 
trainees will no longer be able to train on the property. 
 
The above points are subject to change only by authorization of Local 40. 
 
Dated this __________ day of _____________________, 2006 
 
UNITE HERE, Local 40            __________________________________ 
 
Training Institution             __________________________________ 
 
Hastings Entertainment Inc                           __________________________________ 
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LETTER OF UNDERSTANDING 
 

between 
 

HASTINGS ENTERTAINMENT INC. 
 

and 
 

UNITE HERE Local 40 
 

at 
 

Hastings Park Racecourse 
 
 
 
 

BENEFIT PLANS 
 
The Company agrees to provide Part-Time Permanent employees with M.S.P., Dental, 
Extended Health and R.S.P. provided they continue to meet the definition of Part-Time 
Permanent employee as per Article 6.01 (a). When a Part-Time Permanent employee no 
longer meets the definition of a Part-Time Permanent employee, they shall be removed 
from all the benefit plans shown in this letter within one (1) calendar month. 

 
 
 
DATED THIS _____________ DAY OF _______________________, 2006______. 
 
ON BEHALF OF   ON BEHALF OF 
HASTINGS ENTERTAINMENT INC.  UNITE HERE, Local 40 
 
_____________________________   ______________________________ 
 
_____________________________   ______________________________ 
 
_____________________________   ______________________________ 
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LETTER OF UNDERSTANDING 
 

between 
 

HASTINGS ENTERAINMENT INC. 
 

and 
 

UNITE HERE, Local 40 
 

at 
 

Hastings Park Racecourse 
 
 
 
 

FOOD SAFE CERTIFICATION 
 

During the term of this Agreement the parties agree that if the federal or provincial 
government and/or the Employer implements mandatory Food Safe Certification, the 
Employer shall pay for the cost of the course. 
 
 
Employer agrees that it will pay for the cost of a Serving it Right certificate for any 
existing employees where necessitated.   
 
 
DATED THIS        DAY OF       , 2006 
 
ON BEHALF OF   ON BEHALF OF 
HASTINGS ENTERTAINMENT INC.  UNITE HERE, LOCAL 40 
 
_____________________________   ______________________________ 
 
_____________________________   ______________________________ 
 
_____________________________   ______________________________ 
 
 
 
 
 
 


