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ARTICLE 1
INTRODUCTION

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 the parties to this agreement.

ARTICLE 2
DURATION AND INTEGRITY OF AGREEMENT

DURATION

This agreement shall be for the period from May 1%, 2005 up to and including April 30", 2011.
Thereafter, the agreement shall continue in full force and effect from year to year subject to the
right of either party to serve notice to commence bargaining as provided for in the Labour Relations
Code.

During the period when negotiations are being conducted between the parties for the renewal of
this agreement, the present agreement shall continue in full force and effect until:

() the Union commences a legal strike; or
(i) the Employer commences a legal lockout; or
(iii)  the parties enter into a new or further agreement.

During the continuation period provided in (b) above, neither party shall attempt to take any action
or make any changes in the terms and conditions of employment, which would be inconsistent with
the express terms of this agreement.

Notice to commence collective bargaining must be in written form and must be delivered either by
registered mail, or personally delivered. In the event that such notice is personally delivered a
delivery receipt must be obtained.

LABOUR RELATIONS CODE - SECTION 50 (2) AND (3) EXCLUDED

The operation of Section 50 (2) and (3) of the Labour Relations Code of British Columbia is hereby
excluded.
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2.03 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.

2.04

CONTRACTED SERVICES

The Employer agrees that work currently being performed by members of the Union will continue to be
performed by members of the Union or who shall become members in accordance with the terms and
conditions set out in this agreement except as hereafter provided volunteers may be utilized under the
following conditions:

2.05

(@)

(b)

3.01

(a)

(b)

(a) Emergency situations until a regular employee is available
IMPACT OF LEGISLATION

The parties recognize and agree that they cannot be obligated or bound by any term, condition or
provision, which would be contrary to any existing federal or provincial legislation or regulations
passed pursuant thereto. In the event that any term, condition or provision, or part thereof, which is
incorporated into this agreement, whether by inadvertence, error or misunderstanding, is in fact or
in law contrary to such federal or provincial legislation or regulation, then such term, condition or
provision or part thereof, is void and of no effect.

In the event that existing federal or provincial legislation makes invalid any provision of this
agreement, the remaining provisions shall remain in effect for the term of the agreement. The
Employer and the Union shall confer to settle upon a mutually agreeable provision to be substituted
for the provision(s) so altered or invalidated.

ARTICLE 3
UNION RECOGNITION

RECOGNITION OF 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 laws of the Province of
B.C., subject to the exclusions subsequently ordered by the Labour Relations Code or recognized
by the parties.

For purposes of this agreement, the terms “employee” or “employees” shall be understood to mean
those persons employed by the Employer for whom the Union is the recognized bargaining agent in
(a) above.
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3.05

REFUSAL TO WORK WITH NON-UNION EMPLOYEES

Refusal on the part of Union members to work with non-union employees, pertaining to the
bargaining unit, shall not be deemed to be a breach of this agreement. In the event that any
employee or group of employees intends to exercise this right, the Employer must first be served
with written notice in advance of the exercise of the right. The written notice must be provided by
the Union office.

FAIR LABOUR SERVICES, PRODUCTS AND MATERIALS

The Employer undertakes, wherever possible and practical, to use services, products and other
materials necessary to the proper functioning of the Club, which are manufactured, provided or
produced under fair labour conditions.

No employee shall be required to handle or use any products that are declared unfair as recognized
by the B.C. Federation of Labour or the Canadian Labour Congress. In all such cases, notification
of the products involved will be given to the Employer in writing by the Union.

RECOGNITION OF LEGAL PICKET LINES
No employee shall be required to cross a legal picket line arising from a strike or lockout. For

purposes of this article, a “legal picket line” shall mean only those picket lines expressly permitted
under Section 65 of the Labour Relations Code.

The Union agrees whenever practicable to give the Employer advance notice of the probable
implementation of picket lines which might affect the Employer’s operation.

The Employer has no obligation to reassign the employee to other work, or to continue to pay an
employee’s wages and benefits during the period while the employee is refusing to cross a legal
picket line.

PERFORMANCE OF BARGAINING UNIT WORK

Except as otherwise permitted by the collective agreement, no person whose regular job is not in the
bargaining unit will work on any job for which rates are established by this agreement, except for the
purposes of instruction, experimentation, or management training, in which case trainees shall not displace
or replace any employee in the aforesaid classifications and except in cases where regular employees are
not available at the straight time wage rate set out in this collective agreement.

3.06

UNION BUTTONS

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

3.07

UNION HOUSE OR BAR CARD CONTRACT
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The Employer agrees to sign the Union House or Bar Card contract and upon signing the Employer shall
receive the appropriate card and display same.

4.01

(@)

(b)

(©)

4.02

(@)

(b)

(©)

(d)
(€)

4.03

ARTICLE 4
MANAGEMENT RIGHTS

MANAGEMENT RIGHTS

The entire management of the operation, including discipline of the employees is vested
exclusively in the Employer at their place of business.

In the exercise of management rights, the Employer will not treat any employee in an unfair and
discriminatory manner and will observe the provisions of this agreement at their place of business.

In an emergency, a manager may relieve for rest periods or meal breaks.

WORKING MANAGERS

The practice at each Club as of May 1, 1991 with regard to one Club or Bar Manager working
Mixerologist shifts will be considered the status quo and may be continued during the life of this
collective agreement.

A Manager may work shifts as a Mixerologist in addition to the status quo to a maximum of forty
(40) hours per week provided such additional hours do not prohibit Mixerologists (or Servers who

regularly supplement their floor hours by working as Mixerologists) from maximizing their hours.

Should a Manager terminate his or her relationship at the Club for any reason, then the new
Manager may only initially assume the number of shifts referred to in (a) above as the status quo.

A Manager who works shifts on the bar must be a union member.
Notwithstanding (d) above, a Manager may relieve for rest periods or meal breaks.

VOLUNTARY HELP

It is mutually agreed that no voluntary help shall be permitted for any position normally filled by a Union
member during normal days and hours of operation. Normal days and hours of operation shall be those as
allowed by the Liquor Control and Licensing Branch Regulations and the established policy of the
bargaining unit.

In the event that a fund raising event should occur outside of normal days and hours of operation, any
employee asked to work shall have the option of refusing such a shift without prejudice.
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Where an Employer does not have an auditorium or hall and he/she uses their certified bargaining unit area
for such Club functions as is allowable by the Liquor Control and Licensing Branch, they may continue to
do so without prejudice.

5.01

(@)

(b)

(©)

5.02

(a)

(b)

5.03

(@)

(b)

(©)

ARTICLE 5
UNION SECURITY

MEMBERSHIP

All employees who are now members of the Union or who may become members shall remain
members in good standing as a condition of employment.

All new employees shall be required to become members of the Union within thirty (30) days after
the date of initial employment. The Employer agrees that it will advise each newly hired employee
of the Union security and check-off provisions provided in this collective agreement, and refer such
employees to the Union for purposes of obtaining a union card. The Union is entitled to determine
the eligibility of newly hired employees for admission into membership in the Union, according to
the Union’s International Constitution, provided that the eligibility criteria and the manner of their
administration are lawful in this province.

For purposes of this Article, the term “good standing” is defined to refer only and be limited to the
payment of Union membership dues and initiation fees.

CHECK-OFF: ASSIGNMENT OF WAGES

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

The Union agrees to supply the Employer with the completed assignment of wages form. Such
forms must specifically authorize the deduction of initiation fees, union dues, fines, assessments
and arrears, as required by Article 5.03.

CHECK-OFF: PROCESS AND PROCEDURES

The Employer agrees to deduct initiation fees, union dues, fines, assessments and arrears, upon
receipt of the appropriate assignment of wages form, signed by each employee.

All monies deducted from employees’ earnings pursuant to this article are to be forwarded to the
Secretary of the Union, together with a list of employees to whom the monies are to be credited,
and the names, addresses and Social Insurance Numbers of new employees hired, on or before the
15" day of the month in which the monies were deducted.

It is the responsibility of the Union to advise the Employer in writing as to the amount of money to
be deducted for initiation fees, union dues, fines, assessments and arrears, and of any changes in the
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amounts to be deducted. In the event that any amount to be deducted is changed from the amount
specified in the assignment of wages form signed by the employees, the Employer can require the
employees to sign new forms reflecting the new amounts to be deducted, prior to making such
deductions.

The Union recognizes and agrees that the Employer’s obligation to deduct such dues is expressly
restricted to making only such deductions as are permitted by law, and as are authorized by valid
assignment of wages form executed by each employee.

Members of this International Union, but not members of Local 40 prior to being permitted work in
establishments within the scope of this Agreement, shall not be permitted work unless they have
deposited the International Travelling Card at the office of the Local Union unless such approval is
granted by the Local Union.

ARTICLE 6
UNION STEWARDS

UNION STEWARDS

The Employer agrees to recognize a duly appointed or elected Shop Steward provided that the
Union has first advised the Employer in writing of the name of the employee so appointed. The
Union agrees to advise the Employer in writing of any changes made by appointment or election
from time to time.

The Shop Steward’s first obligation is the fulfilment of his/her responsibilities as an employee.
During his working hours, the Shop Steward is not entitled to engage in union activities other than
the necessary involvement in the reporting and resolution of grievances.

The Union Steward must not leave his/her assigned work area on union business, without prior
permission. Such permission will not be unreasonably withheld.

The necessary time which is spent by Stewards during their regular working hours in reporting and
resolving grievances, or in attending meetings specifically provided for herein, shall be considered
to be time worked.

Under no circumstances shall a Steward take any action or issue any instruction which will
interfere with the operation or affairs of the Employer, or with the management of or direction of
the work force.

The Shop Steward shall not be discriminated against or disciplined for the proper performance of
his/her duties on behalf of the Union.

The Employer will provide the Union with a list of persons in management with whom the Union
Stewards should deal in matters arising under this article.
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7.01

ARTICLE 7
PROBATIONARY PERIOD

PROBATIONARY PERIOD

The probation period referred to in this collective agreement shall be completed after thirty (30) shifts of
work performed or ninety (90) calendar days, whichever occurs first.

8.01

(@)

(b)

(©)

8.02

(a)

(b)

(©)

8.03

(@)

ARTICLE 8
SENIORITY

SENIORITY ENTITLEMENT

Departmental Seniority:

For the purposes of this agreement, “departmental seniority” shall be defined as an employee’s total
length of continuous service within their classification in the Employer’s operation.

In the event that an employee is regularly scheduled to work an equal amount of hours in two
different classifications, the employee can select which classification he will accrue seniority in.

Annual vacation entitlement will be determined by the employee’s total years of service in the
establishment and the employee shall be granted holidays according to that established seniority.

ELIGIBILITY FOR SENIORITY ENTITLEMENT

For the purpose of this agreement, “seniority” shall only apply to an employee who has completed
his or her probationary period.

Upon successful completion of the probationary period, an employee will be credited, for the
purposes outlined in (a) above, with the total time worked during the probation period.

When there are two or more employees on probation at the same time, the principles of seniority
will be applied.

ACCRUAL OF SENIORITY

Accrual of Seniority: Seniority shall be accrued on the basis of starting date. When determining
what hours are counted as time worked, the following shall apply:
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(©)

8.04
(@)
(b)

(1) any paid time off shall be counted as time worked;

(i) time off as a result of an injury or illness shall be counted as time worked, provided that a
related claim is accepted by either the Workers’ Compensation Board or the Health and
Welfare Plan provided for in this agreement;

(iii)  uptoone (1) month of consecutive time off for a leave of absence pursuant to Article 10.02
shall be counted as time worked,

(iv)  Other forms of unpaid time off shall not be counted as time worked,;

(v) time spent on an approved educational course or negotiating committee shall be counted as
time worked,;

(vi)  employee is on maternity/parental leave.

An employee will lose all their seniority rights where he/she:
(i) voluntarily terminates their employment;

(i) is discharged for just and reasonable cause;

(iii)  ison layoff more than twelve (12) consecutive months. In the case of construction or major
renovation the period will be extended,

(iv)  does not return to work on the date specified following an approved leave of absence other
than medical;

(v)  the employee received severance pay in accordance with the terms of this agreement,
Article 17.10;

Seniority Retained But Not Accrued: Seniority shall be maintained but not accrued in the
following situation

(i) where an employee has been granted, by the Employer, a leave of absence for up to three
(3) months.

LAYOFF AND RECALL PROCEDURE

When layoff occurs within a department, the employee with the least seniority within the particular
classification shall be the first laid off.

Employees who restrict their availability for hours of work or work schedules will not be protected
by their seniority for recall.
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In the event of a layoff, the order of layoff within the affected classification and department shall be
as follows:

Casual Employees
Regular Employees

An employee who has been laid off and wishes to be recalled must ensure that the Employer has a
current phone number and address for purposes of recall. Failure on the part of the employee to
provide this information may result in the employee forfeiting their recall rights.

The Employer agrees that recall notification will be by direct contact (including personal contact
and telephone contact) or registered mail. Any employee failing to report for duty within sixty (60)
hours, excluding Saturday and Sunday, from the time of such notification, shall be considered to
have resigned without notice.

TRANSFERS

Transfers offered by the Employer from one classification to another will take place only with the
consent of the employee.

Transfers from one classification to another cannot take place unless there is a vacancy or new
position has been created, and no employee will be laid off because of such transfer.

PROMOTION AND TRANSFER TRIAL PERIOD

Any employee who is granted a transfer by the Employer shall be on a trial period for up to thirty
(30) days for promotions and sixty (60) days for transfers. During this trial period, the employee
must demonstrate that they can satisfy the requirements of the work performance criteria for the
job, to the satisfaction of the Employer.

Should the employee be unable to satisfy the requirements of the work performance criteria in the
trial period, or should they decide during the trial period that they do not want to continue in the
job, then the employee shall be returned to his/her former job. In such cases, the Employer shall
have the right to require all employees who changed job positions in consequence of the promotion
to move back into their job positions and wage rates which they occupied prior to the promotion.

SENIORITY LISTS

The Employer agrees to post departmental seniority lists on or before the 1% day of February in
each year. The seniority lists shall contain the following information:

(i) the employee’s name;
(i) the date from which the employee’s service seniority is calculated,;
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8.09
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8.10

(iii)  the number of hours of seniority accrued; and
(iv)  the employee’s job classification.

The seniority list shall be posted and maintained by the Employer. Any objection to the accuracy
of a posted seniority list must be lodged with the Employer during the thirty (30) days in which the
list is posted. Thereafter, the posted list will be deemed to be valid and correct for all purposes of
this agreement.

At the time of posting, a copy of the seniority lists shall be given to the Shop Steward.
New employees will be added to the department seniority list upon commencement of employment.
DEMOTIONS AND SENIORITY

When layoffs occur within any department, the last employee hired shall be the first employee to be
laid off, based on length of service within the particular classification, it being understood that:

@) employees in a higher classification may be demoted to a lower classification; and

(b) an employee who has been promoted from one classification to another and subsequently
demoted to the lower classification shall within that lower classification have seniority
according to length of service in the department and shall, if a layoff occurs, be laid off
accordingly and shall be recalled in inverse order to that in which he/she was laid off.

PROMOTION

The Employer, when considering applicants for promotion, will apply seniority, provided however
that the employee who claims the right to exercise his/her seniority for the purpose of such
promotion possesses the primary qualifications of character, integrity, attitude, efficiency, and
ability to satisfactorily perform the full measure of the work required;

No employee shall have the right to claim seniority if he or she has been on a leave of absence in
excess of three (3) months, except as provided in Article 10(a).

JOB POSTING

When a vacancy occurs for any present or new classification covered by this Agreement, a notice of
the vacancy shall be posted in all areas for a period of five (5) days. Such notice will include the
stipulated days off. Employees may apply in writing to fill the vacancy and employees selected by
the Employer will be given a trial period to try out for the new vacancy. This provision has priority
over the hiring of new employees.
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ARTICLE 9
HOURS OF WORK

9.01 NORMAL STRAIGHT TIME HOURS OF WORK

@) The normal straight time hours of work assigned by the Employer shall conform with the following
guidelines:

(1) not more than eight (8) hours in any one (1) days;

(i) not more than five (5) working days in any seven (7) day period;

(iii)  not more than forty (40) hours in any five (5) working day period.
9.02 SPLIT SHIFTS

There will be no split shifts allowed except in cases of emergency or where the employee agrees,
then the following rules shall apply:

@) Where split shifts are assigned by the Employer, they must confirm with the following guidelines:
(1) no shift of less than seven (7) hours may be split;
(i) no shift may be split more than once;
(iii)  no part of a split shift shall be less than two (2) hours;
(iv)  all split shifts must be worked within a twelve (12) hour period.

(b) A break of two (2) hours shall constitute a split shift and the Employer is obligated to pay a split s
shift premium where the time between split segments if two (2) hours or more.

(©) The premium shall be as follows:

(i) seven (7) hours worked for eight (8) hours straight time pay;
(i) eight (8) hours worked for nine (9) hours straight time pay.

9.03 SHIFT HOURS

All shifts assigned by the Employer must conform with the following guidelines:
@) Four (4) hour shifts will be the minimum shift permitted in any one (1) day;
(b) Shifts of 6 or 8 hours may be assigned, subject to the provisions of 9.04;

(c) Casual employee may be scheduled for four (4), five (5), six (6), seven (7),or eight (8) hour shifts;
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(d) All hours worked up to and including eight (8) hours in any one (1) day will be paid at the straight
time rate.

9.04 MAXIMIZING THE LENGTH OF SHIFTS

@) While the Employer is entitled to schedule shifts of various lengths as provided for in this
agreement, the Employer is obligated to first build and maintain shifts of 8, 6, or 4 hours as the only
recognized shifts. Wherever possible, all eight (8) hour shifts will be scheduled before six (6) hour
shifts are scheduled, with a similar progression downward to four (4) hour shifts.

(b) The obligation outlined in (a) above shall not be construed as requiring the Employer to create split
shifts or incur any penalty.

9.05 DAY OFF

Employees shall receive two (2) days off in each calendar week. Wherever possible the days off will be
consecutive.

9.06 OVERTIME

Double time will be paid for all hours worked in excess of eight (8) hours in a day or for any work
performed on the sixth (6™) or seventh (7™) day of an employee’s work week.

9.07 UNPAID MEAL BREAKS

Employees working a six (6), or eight (8) hour shift shall be granted a luncheon period between the third
and fifth hour of work of not less than one-half (%2) hour, nor more than one (1) hour on the employee’s
own time.

9.08 REST PERIODS

All employees working a six (6), seven (7), or eight (8) hour shift shall be allowed two (2) fifteen (15)
minute rest periods each day aside from meal time. Such minutes shall be taken on the Employer’s time.
A four (4) hour shift, and a five (5) hour shift shall be allowed one (1) fifteen (15) minute rest period.
9.09 PAYMENT FOR TIME IN LIEU OF BREAKS

In addition to being compensated for the time worked in lieu of a break or breaks, the employee shall
receive an additional sum equal to the amount of the lost break or breaks to a maximum of thirty (30)
minutes per shift.

9.10 WORK SCHEDULES

@) A work schedule shall be posted in a conspicuous place for the information of all scheduled
employees. The work schedule shall contain the following information for each scheduled
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(b)

(©)

(d)

9.11

9.12

employee:

- employee’s name

- classification

- days off

- starting and finishing times

It is the Employer’s responsibility to keep the work schedule up to date and to ensure that any
changes are clearly noted and legible. It is the responsibility of every scheduled employee to check
the posted work schedule for changes.

All posted work scheduled pertaining to shifts of employees shall be on proper Provincial
Department of Labour forms of the Province of British Columbia. All employees shall be given
forty-eight (48) hours notice of any change of their respective work schedule except in
circumstances beyond the Employer’s control.

Should the above not be adhered to then the employee shall be paid for the hours as though the shift
had been worked as scheduled.

ASSIGNMENT OF SHIFTS
The employee shall have the right to bid on hours, shifts and days as determined by his seniority
within classification and department. It being clearly understood that management will have the

right to set the shifts, then the employees will bid on these shifts by virtue of their seniority.

TIME BETWEEN SHIFTS

It is mutually agreed that there will be a minimum of twelve (12) hours between the finishing time and start
up time of each regular employee (no back to back shifts) unless the employee so agrees.

ARTICLE 10
LEAVES OF ABSENCE

10.01 LEAVE OF ABSENCE: EMPLOYEE ELECTED TO UNION OFFICE

(a)

(b)

The Employer shall grant an unpaid leave of absence to an employee who is appointed or elected to
a union office for a period of up to and including five (5) years.

A request for such an approved leave must be given to the Employer by the Union, in writing, on
Union letterhead and signed by Officers of the Union.
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An employee who obtains such a leave of absence shall return to their employment within thirty
(30) calendar days after the completion of their employment with the Union.

The Employer is not obligated to grant such leave to more than one (1) employee at a time.
LEAVE OF ABSENCE: UNION CONVENTION AND EDUCATIONAL PROGRAMS

The Employer, upon receipt of written notice from the Union, shall grant leave of absence without
pay to not more than one (1) employee who is elected as a delegate to attend Union conventions or
as a member of a negotiating committee or Executive Board member. Written notice shall be given
at least seven (7) days prior to the commence of such leaves.

The Employer, upon receipt of written notice from the Union, shall grant up to five (5) working
days leave of absence without pay for up to one (1) employee at any one time, to attend bona fide
shop steward education programs. Written notice shall be given at least seven (7) days prior to the
commence of such leaves.

The Employer shall grant further unpaid leaves of absence to employees for the purpose of
attending labour courses of instruction programs within the hospitality industry. Written
applications for such leave must be received at least seven (7) days prior to the commencement of
such leaves.

The Employer is entitled to insist that not more than one employee can be absent on such leaves of
absence from any one establishment.

ARTICLE 11

CONTROL OF ABSENTEEISM

Recognizing that the absenteeism of employees creates staffing and scheduling problems, disruption in the
workplace to the detriment of other employees, and increased cost to the detriment of all parties, the
Employer is entitled to use any or all of the following measures in the control of absenteeism.

(a)

(b)

(©)

The Employer may require an employee to provide a medical certificate as evidence of the
employee’s illness or injury as a cause for the employee’s absence from work.

Every employee who is unable to report for work due to illness or injury shall make every
reasonable effort to notify the Employer, or have someone else notify the Employer on their behalf,
prior to the employee’s normal reporting time, or as soon after that time as is possible in the
circumstances, and in the event that the Employer is not satisfied by objective evidence that there is
proper justification or reason for an employee’s absence such an absence will be just and
reasonable cause for discipline.

Where the Employer is satisfied by the objective evidence that an employee is unable or unwilling
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(d)

11.02

(a)

(b)

(©)

12.01

to maintain a satisfactory attendance record in fulfilment of the employment relationship with the
Employer, the Employer may terminate the services of the employee.

In relations to any provision of this collective agreement where an Employer is entitled to require
medical evidence of an employee’s ability to return to work or to continue to work, the Employer
may require that the employee be examined by and present a medical certificate from a physician
selected by the Trustees of the Health and Welfare Plan. In the event that an Employer requires an
employee to submit to such an examination, any resulting charge by the doctor which is not paid by
the employee’s medical insurance plan will be paid by the Employer.

EMPLOYEES RETURNING TO WORK AFTER ILLNESS OR INJURY

In cases where an employee is returning to work following an absence due to illness or injury,
including absences covered by the Workers” Compensation benefits, the employee is entitled to
reinstatement in his/her former position within twenty-four (24) hours, with all rights and
conditions which they formerly enjoyed, according to the terms of the agreement which is in effect
at the time of their return, subject to the further conditions which follow.

Prior to reinstating the employee, the Employer is entitled to require documentation from a
physician or from the Workers’ Compensation Board, certifying that the employee is physically
able to resume the performance of the duties.

In cases involving prolonged absence where it has been necessary for the Employer to make
adjustments in the work schedules of other employees in order to cover the absence, the Employer
shall have a maximum of seventy-two (72) hours in which to adjust the work schedule to
accommodate the returning employee.

ARTICLE 12
MODE OF DRESS

PROPER DRESS

In consideration of the endeavour to improve the standards of the beverage dispensers’ industry, it is
agreed that a proper uniform mode of dress shall be adopted, i.e. black trousers or skirts, white shirts or
blouses, and uniform tie, other than Club uniform. This dress and the cleaning thereof will be the
responsibility of the employee and shall be effective upon the signing of this contract.

12.02

SPECIAL UNIFORMS

If any special uniform shall be required such as tuxedo, white jacket, etc., it is agreed that the Employer
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shall supply the same and be responsible for the cleaning and maintenance thereof.
12.03 UNCONVENTIONAL MODE OF DRESS

Where an unconventional mode of dress or uniform is required by management, it is agreed the dress or
uniform shall not be such as to cause discomfort, ridicule or embarrassment to the employee.

12.04 CLEANING AND SUPPLY OF UNIFORMS
All uniforms or special articles of wearing apparel worn by the employee while on duty shall be supplied

and laundered by the Employer free of cost to the employee.

ARTICLE 13
ENFORCEMENT OF HOUSE RULES

13.01 COMPENSATION TO EMPLOYEES RE:
ENFORCEMENT OF HOUSE RULES FOR PATRONS

Upon presentation of a written bona fide claim by an employee, the Employer shall compensate the
employee for replacement cost of, or repair of, any wearing apparel, false teeth, eye glasses, contact lenses
or hearing aids, damaged or destroyed, as a consequence of the employee’s participation in the enforcement
of House Rules and/or Liquor Control Board Regulations and/or at the direction of management or a
person appointed by management.

ARTICLE 14
STATUTORY HOLIDAYS

14.01 STATUTORY HOLIDAYS

The following shall be considered paid statutory holidays:

New Year’s Day Labour Day
Victoria Day Thanksgiving Day
Good Friday Remembrance Day
Canada Day Christmas Day
B.C. Day Boxing Day

Page 16



And any other proclaimed by the Federal and/or Provincial Government, compensation at the rate of
double and one-half (2 %) the hourly rate for all hours worked.

In addition to the days herein specified, all employees shall be entitled to and be granted a floating day off
with pay, provided that the employee given the Employer seven (7) days notice of such day that he/she
desires to have off. Only one employee at a time may take such a day off and in the event of two or more
employees desiring the same day off, seniority shall be the governing factor.

14.02 NO DEDUCTION FROM WAGE

On holidays on which an employee is not required to work by law, no deduction shall be made from his or
her regular weekly wage, e.g. Christmas Day, Good Friday.

14.03 STATUTORY HOLIDAY FALLING ON DAY OFF

In the event that an employee’s day off falls on a statutory holiday, the employee shall received their
normal day’s wages as calculated in 14.03 (b).

14.04 NO WORK ON HOLIDAY - REGULAR SCHEDULE

Where an employee is not required to work on a statutory holiday defined in this Agreement shall occur,
employees covered by the Agreement are all entitled to a week’s pay for the performance of four (4) days
of work. Where an employee works more than four (4) days in such a week, they would then, therefore, be
entitled to six (6) days’ pay.

Where a statutory holiday occurs, the normally scheduled work week must prevail.

14.05 CHRISTMAS AND BOXING DAY

Where there are two (2) statutory holidays, e.g. Christmas and Boxing Day, four (4) days work shall entitle
the employee to six (6) days’ pay. Five (5) days work shall entitle the employees to seven (7) days’ pay.

14.06 ELIGIBILITY FOR PAY

Any employee shall forfeit statutory holiday pay by refusing to work on the last scheduled shift prior to the
holiday and the first scheduled shift after the holiday.

14.07 LOSS OF STATUTORY HOLIDAY PAY

Any employee will forfeit statutory holiday pay by refusing to work on a statutory holiday when scheduled
to do so.

14.08 PART TIME EMPLOYEES

Employees who are employed on a regular part-time basis, less than forty (40) hours per week shall
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determine statutory holiday pay by adding the total number of hours worked in the week preceding the
statutory holiday and divide by five (5) to establish the hours pay for such statutory holiday(s).

ARTICLE 15
ANNUAL VACATION

15.01 EMPLOYEES WITH LESS THAN YEARS SERVICE: SEPARATE CHEQUE

Employees with less than three (3) years service will receive holiday pay in accordance with the provisions
of the Employment Standards Act.

All employees shall receive annual vacation pay on a cheque separate from their regular pay cheque.
15.02 CASUAL HELP

All casual help will receive their four (4%) percent holiday pay included with wages at the conclusion of
their shift, together with an itemized statement of earnings and deductions.

15.03 ANNUAL VACATIONS AND PAY ENTITLEMENTS

@) Employees having completed three (3) years or more of service shall receive three (3) weeks
vacation with pay computed on the basis of six (6) percent of his/her gross earnings for the
preceding year.

(b) Employees having seven (7) years or more of service shall receive four (4) weeks vacation with pay
computed on the basis of eight (8) percent of his/her gross earnings for the preceding year.

(c) Employees having fifteen (15) years of more of service shall receive five (5) weeks vacation with
pay computed on the basis of ten (10) percent of his or her gross earnings for the preceding year.

(d) Employees having twenty (20) years or more of service in one establishment shall receive six (6)
weeks vacation with pay computed on the basis of twelve (12) percent of his/her gross earnings for
the preceding year.

15.04 VACATIONS TO BE TAKEN

Vacations shall become due on the anniversary date of the employee’s employment. Vacations do not
necessarily need to be taken at this time, but the date may be mutually agreed upon in writing, between
Employer and employee, provided it falls within eight (8) months of the anniversary date of employment.

15.05 SCHEDULING OF VACATION

Applications for annual vacation filed by March 1% of the year the vacation is to be taken shall be given
preference in order of seniority of the applicants subject to the availability of the time requested.
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Applications received after March 31 will not be given preference.
15.06 HEALTH AND WELFARE WHILE ON VACATION

The employer agrees to pay Health and Welfare and Pension Fund contributions while an employee is on
annual vacation.

Effective June 1%, 1994, the hourly rate is one dollar and seventeen cents ($1.17) per hour based on the
hours the employee worked in the preceding weeks before the annual holiday. Effective June 1%, 1995 the
contribution will increase to one dollar and twenty-one cents ($1.21) per hour.

ARTICLE 16
ADMINISTRATION

16.01 COMBINED CLASSIFICATIONS

Where an employee occupies a position which combines two (2) or more classifications of work (except
where otherwise provided) he or she shall be paid at the higher rate of the highest classification provided he
or she works in such higher classification for four (4) or more hours during any particular shift. If the
employee works at the higher classification for less then four (4) hours he or she shall then be paid the
higher rates for the actual amount of time accordingly.

16.02 WAGE RATE CONDITIONS

@) The wage rates outlined in the attached appendix are minimum wage rates and they do not prevent
the Employer from paying a higher wage rate.

(b) In cases where the Employer has granted an employee a rate higher than that provided in the
agreement, the premium cannot be withdrawn unless it was granted on a conditional basis and the

condition has been exhausted or withdrawn. Otherwise, such a premium can only be withdrawn at
the time when the wage rates are being negotiated.

(©) All wage increases shall apply to all employees unless otherwise specified in this agreement.
16.03 NEW CLASSIFICATIONS AND WAGE RATES

It is agreed that job classifications and wage rates not specifically set out in this agreement shall be
included in the schedule by mutual consent of both parties to the agreement. If unable to agree, either party
may invoke the grievance procedure as defined in this agreement.

16.04 PAYMENT OF WAGES UPON TERMINATION, LAYOFF OR RESIGNATION

@) When an employee resigns, the Employer will pay all wages owing to the employee within six (6)
calendar days of the date of their resignation.
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(b)

(©)

16.05

(a)

(b)

17.01

(@)

(b)

17.02

(@)

(b)

17.03

When an employee is laid off or his/her services are terminated, the Employer shall pay all wages
owing to him/her within forty-eight (48) hours, exclusive of Saturdays, Sundays or holidays.

When an employee is laid off or his/her services are terminated, upon receipt of a written request
from the employee, the Employer will provide reasons for the layoff or termination.

SERVER TRAY SIZE & GLASS LIMIT

It is mutually agreed that no server shall be required to carry a load exceeding twelve (12) glasses
or the equivalent;

A standard size tray supplied by the Employer only shall be used, not to excess thirteen (13) inches

in base diameter. No employee shall be permitted to supply or carry his or her own tray.

ARTICLE 17
MISCELLANEOUS EMPLOYEE ENTITLEMENTS

CASH HANDLING - CHEQUE CASHING

When an employee is authorized by management to cash cheques he or she will not be held
responsible for any losses provided they have followed management’s written instructions, but
where an employee assumes the responsibility of cashing cheques without such authorization from
management he/she will be held responsible.

Provided a secure system is in place, all employees will be responsible for correctly accounting for
and reconciling their cash.

NO INDIVIDUAL AGREEMENTS
No employee shall be compelled to or allowed to enter into any individual contract or agreement
with their Employer concerning the conditions of employment varying the conditions contained

herein.

No employee shall be asked to make a written or verbal agreement with the Employer covering
hours of work, wages or conditions during the term of this agreement.

HOUSE RULES GOVERNING CONDUCT OF EMPLOYEES

It is mutually agreed that the Employer will post house rules for the conduct of employees and file a copy
of those house rules with the Union before enforcing same. Filing with the Union office is accomplished
by delivery of a copy of the house rules through registered mail.

17.04

PROTECTED WORKING CONDITIONS
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(@)

(b)

(©)

17.05

(a)

(b)

17.06

All working conditions at present in force which are not specifically mentioned in this agreement
and which are not contrary to its general purpose and intent shall continue in full force and effect
unless cancelled or terminated in accordance with the terms of this article.

Any working condition which was implemented by the Employer on a conditional basis can be
terminated when the terms of the condition have been exhausted or fulfilled, or the condition has
been withdrawn.

Any other working condition which was granted by the Employer but which is not specifically
provided for in this agreement may be cancelled by the Employer by:

(1) serving the Union with written notice within thirty (30) days of the ratification of this
agreement; or

(i) serving the Union with written notice of cancellation effective on the last day of each year
of this collective agreement.

BEREAVEMENT LEAVE

The Employer agrees that all regular employees shall be entitled to three (3) day off without loss of
pay for compassionate leave. Death in the family is to be defined as: mother, father, son, daughter,
sister, brother, spouse, father-in-law, mother-in-law, common-law-mother-in-law, common-law-
father-in-law, children of common-law spouse, common-law spouse.

Common-law is defined as a member and the common-law spouse who have resided together for at
least twelve (12) months.

GENDER DIFFERENCES

All articles and clauses referred to in this Agreement apply equally to both male and female employees.

17.07

ELECTION DAYS

No wages shall be deducted for time lost on election days and the regular work schedule will prevail.

17.08

(@)

(b)

SICK LEAVE

It is mutually agreed that all employees covered by this agreement shall accumulate one-half (*2)
day per month worked sick leave. To qualify for this benefit, an employee must work an average of
two (2) shifts or more per week during the month on which the calculation is based.

It is mutually agreed and understood that sick leave shall be used for sickness only and not as a
cash bonus, extension to annual vacation, floating day off.
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(©)

(d)

17.09

(a)

(b)

(©)

17.10

(a)

(b)

(©)

(d)

17.11

A medical report may be requested by the Employer at the time of sickness, such cost to be borne
by the Employer.

Where abuse of this provision is suspected, the Employer may draw such abuse to the Union’s
attention with the understanding that the Union shall report back to management the reason for such
illness.

LEAVE TO APPEAR AS WITNESS

Subject to the provisions of paragraph (b), any employee covered by this agreement who is required
to attend any commission, court, or hearing, to give evidence in any civil or criminal case
respecting the Club in which they are employed, shall be compensated at the same hourly rate as
called for in this agreement, with a minimum of four (4) hours pay and a maximum of eight (8)
hours pay.

For the purposes of this Article 17.09, a commission, court, or hearing does not include a grievance
arbitration hearing, an industrial inquiry commission, the Labour Relations Board or any other
tribunal or hearing which is concerned with the labour-management relationship between the
Employer and the Union.

Notwithstanding paragraph (b), an employee who is called by the Employer to give evidence at a
grievance arbitration hearing, an industrial inquiry commission, the Industrial Relations Council, or
any other tribunal or hearing which is concerned with the labour-management relationship between
the Employer and the Union, shall be compensated in accordance with the provisions of paragraph

(@)
SEVERANCE ALLOWANCE

All employees, upon termination, shall receive twelve (12) hours pay for each year of continuous
service in the establishment from January 1, 1972.

Employees who qualify under this clause must be employed for not less than one year and must
work a minimum of one thousand, eight hundred and twenty (1,820) hours per year to qualify for
twelve (12) hours pay.

Employees working less hours will receive pro rata severance pay for the year based on the actual
hours worked as a percentage of one thousand, eight hundred and twenty (1,820) hours, e.g. a
person working nine hundred and ten (910) hours will receive six (6) hours pay.

Regular hours not worked as a result of a bona fide sickness or accident will be credited to the
hours worked.

Termination as referred to in this article shall not include termination for proven dishonest.

JURY AND WITNESS DUTY
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Employees who serve on a jury or as a witness for the Crown shall be granted leave of absence for this
purpose and provided that the employee concerned deposits with the Employer any pay received, an
employee shall continue to receive their full wages for such period of time. This clause shall not be
applicable to casual employees.

17.12 MILITARY SERVICE

Members of the Union called up for the Military, Air Force, or Naval Services, Red Cross, or other combat
relief service of Canada during the life of this agreement will be considered on leave of absence and be
returned to their former position upon honourable discharge from the service, provided they are physically
and mentally capable and make application within two (2) months.

17.13 PERSONAL EFFECTS

The Employer agrees to provide adequate lock-up facilities for employee’s personal effects.

17.14 MATERNITY AND PARENTAL LEAVE

All employees will be afforded all benefits of Maternity and Parental Leave in accordance with
Employment Standards legislation in effect May 1, 1991 or any amendment hereto.

17.15 ENFORCEMENT OF REGULATIONS

The Employer shall pay all legal costs arising out of any charges laid by reason of an employee enforcing
Liquor Control and Licensing Branch Regulations as defined within the Act. The employee when
enforcing these rules and regulations will do so in a reasonable manner.

17.16 SELF-SERVICE

Self-service will be in strict accordance with the Liquor Regulations of British Columbia.

ARTICLE 18
GRIEVANCE PROCEDURE

18.01 DEFINITION AND RECOGNITION OF A GRIEVANCE

Any complaint, disagreement or difference of opinion between the parties respecting the interpretation,
application, operation or alleged violation of this Collective Agreement, including any dispute with regard
to discipline or discharge, shall be considered to be a grievance.
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18.02

(a)

(b)

(©)

18.03

18.04

18.05

GRIEVANCE PROCEDURE

Informal Step:

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 the employee's option, the
employee may be accompanied by the Shop Steward for the department in which the employee
works.

Step One:

At this step, notice in writing of the grievance must be filed with a person designated by the
Employer within ten (10) working days after the occurrence of the alleged grievance or of the date
on which the employee first has knowledge of it.

The notice in writing shall briefly but clearly describe the nature of the incident or occurrence
which gave rise to the grievance, and it shall clearly state the provision of the agreement which has
been violated.

Any meeting between the parties at this step must involve the employee, his/her shop steward and
person from management other than the employer’s immediate supervisor.

The Employer's representative must answer the grievance in writing within ten (10) days.

Step Two:

In the event that a resolution of the grievance, satisfactory to the Union and the Employer, does not
result at Step One, an attempt to resolve the grievance shall be made between the employee, the
shop chairperson and/or a Union representative and a person or persons designated by the
Employer.

This step must be taken by notice in writing within five (5) days of the date on which the written
answer was delivered in Step One.

SINGLE ARBITRATOR

The parties shall have five (5) working days to agree on a single arbitrator. Failing such agreement,
either party may request the Minister of Labour to appoint such arbitrator.

POLICY GRIEVANCE

The union of the employer may file policy or general grievance. Such grievances shall be filed at
Step Two of the grievance procedure.

ARBITRATION HEARING AND AWARD

Page 24



(@)

(b)

(©)

(d)

18.06

18.07

As soon as the Chairperson or Arbitrator has been appointed, the Arbitrator will be encouraged to
commence the hearing within five (5) days and further encouraged to render a decision within
fourteen (14) days.

In order to expedite the arbitration process, the parties agree that they will meet to identify the issue
or issues and to prepare in written form a statement of facts which are not in dispute. The
identification of the issue or issues and the statement of agreed facts will be placed before the
single Arbitrator.

Each party to the investigation will bear one-half (1/2) of the expense associated with the
appointment of an Arbitrator.

The parties recognize that they are bound by a decision of the Arbitrator.
AUTHORITY OF THE ARBITRATOR

The parties to the arbitration recognize that the authority of the Arbitration Board is set out in
Section 89 of the Labour Relations Code of British Columbia.

TIME LIMITS

A grievance or dispute shall commence within the time limit provided, otherwise it shall be deemed to be
abandoned. The time limits may be extended by mutual consent of the parties.

18.08

(@)

(b)

19.01

PERSONS AUTHORIZED TO DEAL WITH GRIEVANCES

The Union agrees to provide the Employer with a written list of the names of any persons other
than Shop Stewards, who are authorized to deal with the adjustment or resolution of grievances on
behalf of the Union, and to provide further written advice of changes made in the list from time to
time.

The Employer agrees to provide the Union with a written list of the names of any persons who are
authorized to deal with the adjustment or resolution of grievances on behalf of the Employer, and to
provide further written advice of changes made in the list from time to time.

ARTICLE 19
HEALTH AND WELFARE/PENSION/ASSESSMENT ACCOUNT

HEALTH AND WELFARE
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The Employer agrees that all employees covered by this agreement and who qualify for benefits under the
provisions of a Health Care Plan provided for in a certain Trust Deed between the Union and the non-
aligned participating employers as Trustees of the Plan.

19.02 CONTRIBUTION TO HEALTH AND WELFARE

Effective May 1, 2001, the total cost of coverage in Article 19, clause 19.01 of this Agreement shall be
ninety-eight cents ($0.98) per hour for each hour of employment, to be paid by the Employer. Effective
May 1%, 2001, the total cost of coverage will be ninety-eight ($0.98), to be paid by the Employer.

19.03 FAILURE TO REMIT PENSION CONTRIBUTIONS

In the event the Employer fails to remit contributions to this plan in conformity with this clause of the
agreement, the Employer shall, if in default more than ten (10) days after notification by the Union, pay the
amount of monies due thereunder and in addition thereto pay the plan a penalty in the amount of fifty
dollars ($50.00). The Employer shall be responsible for loss of benefits to any employee because of the
Employer’s default action.

19.04 PENSION FUND

The Employer agrees that all employees covered by this agreement and who qualify for benefits under the
trust agreement known as UNITE HERE, Local 40 Pension Plan, shall be covered by the pension fund as
set out in the said trust agreement.

19.05 CONTRIBUTION TO PENSION

The total cost of coverage in this Agreement shall be forty-eight ($0.48) cents for each hour of
employment performed by an employee covered by this Agreement, to be paid by the Employer.

19.06 PAYMNET OF CONTRIBUTIONS
The Employer agrees to forward all monies payable by him in respect of pension benefits on or before the

10" day of the month following the actual performance of work and shall forward said contributions of the
office of the Administrator of the Pension Plan between the 1% and 10" day of each month.

19.07 EMPLOYER STATEMENT

The employer also agrees to remit the contributions together with a monthly statement setting out the
names of the employees in respect of which said payments are made together with the hours of work credits
or amounts paid in respect of employees.

19.08 FAILURE TO REMIT PENSION CONTRIBUTIONS

In the event the Employer fails to remit contributions to this plan in conformity with this clause of the
agreement, the Employer shall, if in default more than ten (10) days after notification by the Union, pay the
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amount of monies due thereunder and in addition thereto pay the plan a penalty in the amount of fifty
dollars ($50.00).

19.09 ASSESSEMENT ACCOUNT
The Employer agrees to remit to the Secretary of UNITE HERE, Local 40 an amount equal to five cents
($0.05) for each hour worked by each employee covered by this Agreement to the assessment account of

each such employee as part of his or her compensation.

The union shall provide each Employer with a suitable form on which to identify contributions being made
under the requirements of this Article.

19.10 INVESTIGATION OF TIME BOOK

The Employer shall allow the properly authorized representative of the Union to investigate their time book
to see that proper contributions to the Health and Welfare and Pension Plans are being remitted.

ARTICLE 20
DISCIPLINE AND DISCHARGE

20.01 DISCIPLINE AND DISCHARGE

@) Pursuant to Section 84(1) of the Labour Relations Code of British Columbia, the following
standards shall be applied:

(1) Employees who have successfully completed their probation period can only be discipline
or discharged for just and reasonable cause.

(i) During the probation period specified in this agreement, an employee may be discharged if
they are unsuitable for status as a regular employee.

(b) In the event that an employee other than probationary is discharged for just and reasonable cause,

the Shop Steward will be notified and provided with the reasons for the discharge.

ARTICLE 21
DEFINITIONS

21.01 DEPARTMENT

Defined as:  Canteen

Page 27



21.02

Cocktail Lounge
Banquets

CASUAL EMPLYOEE

An employee who works from time to time but not on regular scheduled shifts.

A causal employee shall be one who is temporarily hired to perform work in addition to the steady shifts
already established by the Employer.

A casual employee shall not accrue seniority as long as he/she remains a casual employee.

Casual employees who do not perform work on a statutory holiday will not be eligible for pay for such
holiday.

21.03

STEADY OR PERMANENT EMPLOYEE

An employee who works on a schedule of hours as indicated by the Employer.

21.04

TIME SPAN REFERENCES

References to days, weeks, months or years shall be understood to mean calendar days, weeks, months or
years, unless otherwise expressly provided in this Agreement.

21.05

BANK ROLLING

Is defined as accumulating penalty time beyond the pay period immediately following the period in which
the violation occurred.

21.06

(a)

(b)

21.07

(@)

MIXEROLOGIST

The job duties of the Mixerologist include the mixing and serving of beverages and any other duties
consistent with bartending. He/she may be required to take stock and direct the working force
within the confines of the cocktail area. He/she is responsible for the general cleanliness of the bar
and utensils, and general tidiness of all stations while working without a server. General
cleanliness includes cleaning out the refrigerator, cleaning the bar and bar fixtures, sinks, taps, all
working surfaces, bottles and containers.

He/she is not obligated to perform any janitorial duties other than the general cleanliness of the bar
and utensils and general tidiness of all stations while working without a server.

BAR PORTER

The duties of the bar porter shall include the preparing of all necessary fruit and juices, keeping the
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fridge stocked, and washing glasses. He/she is also responsible for the general cleanliness of the bar and
utensils, under the direction of the mixerologists. He/she may not perform duties normally performed by
the mixerologist or a server, and his/her duties are confined to licensed areas only.

IN WITNESS WHEREOF the parties hereto have hereunder caused their seals to be affixed under the
hands of the proper Officers.

Dated this day of , 2008.

SIGNED ON BEHALF OF:

ROYAL CANADIAN LEGION UNITE HERE, LOCAL 40
BRANCH NO. 164

Page 29



LETTER OF UNDERSTANDING #1

Between:
ROYAL CANADIAN LEGION
BRANCH NO. 164
POWELL RIVER, B.C.
And:

UNITE HERE, LOCAL 40

Notwithstanding the collective agreement in place from May 1%, 2008 to and including April 30", 2011,
and Avrticle 4.,03 (voluntary help), the employer will be allowed to use volunteers as long as the current
bartender gets the hours of work as established by past practice.

Dated this day of , 2008.

SIGNED ON BEHALF OF:

ROYAL CANADIAN LEGION UNITE HERE, LOCAL 40
BRANCH NO. 164
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WAGE RATES

ROYAL CANADIAN LEGION, BRANCH NO. 164
POWELL RIVER

CLASSIFICATION EFFECTIVE EFFECTIVE EFFECTIVE
MAY 1, 2008 MAY 1, 2009 MAY 1, 2010
Bartender $14.19 $14.44 $14.69
Server $13.00 $13.25 $13.50
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