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ARTICLE 1 
PURPOSE AND SCOPE OF AGREEMENT

ARTICLE 2 
INTERPRETATION AND DEFINITIONS

 “Annual Base Earnings” is the Scheduled hours worked + Scheduled 
overtime multiplied by 1.5x (for those scheduled 48 hours/week) 
calculated at the Hourly Rate (per Appendix B).

 “B-25 Arctic Survival Kit” means consists of 1 pair of each extreme cold 
weather parka and pants, extreme cold weather winter boots, extreme 
cold weather gloves or arctic mitts (shell and inserts), balaclava, (2 pairs 
of) arctic socks, toque, scarf and duffle bag.”



 “Flight Delays” means any day that delays the employee leaving CFS Alert 
and arriving at the Point of Assembly after the scheduled Thursday or 
arriving in CFS Alert a day after the scheduled Wednesday.

Isolation Allowance

“IA” Isolation 
hourly rate for all days while in CFS Alert.

  



through pay continuance, 

“Overtime” – means any authorized hours worked in excess of Scheduled 
Hours (40 or 48 hours per week) OR in excess of eight (8) hours per day 
for the hours worked during the weeks of travel.

 “Personal Protective Equipment” means clothing and equipment that is 
worn or used to provide protection against hazards, environments and/
or injury.

  employee with no defined end date.

 “Personal Protective Equipment” means clothing and equipment that is 
worn or used to provide protection against hazards, environments and/
or injury.

  

he thirty-two (32) hours 

“Special Personal Protective Equipment” means safety footwear, 
prescription eye or ear protection, or any PPE specifically for use by the 
employee (not one time use).
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“Term Employee” means an employee hired as a temporary employee for 
a specific period of time.

  

“Travel Coordinator” means the designated employee who volunteers to 
coordinate travel to the work site. The Travel Coordinator duties include: 
group communications regarding flights; liaison between Nasittuq and 
the military for flight purposes and changes; coordinate and communicate 
with taxi companies; corral and ensure all employees meet the timelines 
required for flights; hand out and collection of debit cards for Thule 
expenses; coordinate B25 bags with Alert CPMAO.

  

ARTICLE 3 
APPLICATION
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ARTICLE 4 
RECOGNITION

The positions 
included in this certification may be amended from time to time by 
mutual agreement between the Company and the Union.

ARTICLE 5 
MANAGERIAL RIGHTS AND RESPONSIBILITIES

Canadian Support Services – Canadian 
Forces Station (CFS) Alert 

and approve overtime;



Canadian Support Services – 
Canadian Forces Station (CFS) Alert 

as related to the Code 
of Service Discipline and the Station Standing Orders

The Company will provide a list of amendments to 
the SSO’s to the Supervisors and the Union Representative and reference 
the location of the updated documents to make employees aware of the 
changes

ARTICLE 6 
REPRESENTATIVES

’ 



their 

they their 

Employer is responsible 

ARTICLE 7 
NO DISCRIMINATION, HARASSMENT OR VIOLENCE

colour, age, marital/family status, 
genetic characteristics 

Definition of Harassment and Violence:

 The Canada Labour Code (the Code) defines harassments and violence 
as subsection 122(1) as “any action, conduct or comment, including 
of a sexual nature, that can reasonably be expected to cause offence, 
humiliation or other physical or psychological injury or illness to an 
employee, including any prescribed action, conduct or comment.”

7.03 Harassment can include but is not limited to the following:



7.04 Violence can include but is not limited to the following:

7.05 or violence 
and violence 

7.06 Complaint Resolution Process



they feel 

occurrence 

Human 
Resources

(c)  You have the right and are encouraged to notify Human Resources if
you are experiencing or have experienced or witnessed harassment
and/or violence in the workplace.

(d)  Human Resources will require the following information:
• the name of the principal party and responding party
• the date of the occurrence
• a detailed description of the occurrence

(e)  As per the Nasittuq Workplace Harassment and Violence Prevention
Policy, next steps include negotiated resolution, conciliation or
investigation.

(f)  At any time during the process, an employee may be accompanied
or represented by a union representative, a friend, a partner, a
colleague or a person of their choosing.

(g)  Notices of occurrence will be acknowledged within 7 days of
submission to HR. Progress to the process will be timely and effective. 
Any investigations will be initiated within 45 days of submission of
the notice of occurrence.



ARTICLE 8 
USE OF COMPANY FACILITIES

or the Company’s Department of National 
Defence allocated spaces in CFS Alert 

for 
all use of DND property

ARTICLE 9 
CHECK-OFF



their 

ARTICLE 10 
SAFETY AND HEALTH

is supplied in a ‘B25 Kit’ and must be returned in full at the end of each 
rotation, to be stored in the CPMAO.

upon termination of employment 



Gloves

Goggles

Overboots

Coveralls



Uniforms

Safety Vests

Ear Defenders

Miscellaneous

10.06  Employees must wear PPE correctly which includes ensuring proper fitting 
and meeting the PPE requirements Identified to your work function.

ARTICLE 11 
INFORMATION



ARTICLE 12 
LEAVE WITHOUT PAY FOR UNION BUSINESS

Election or Appointment to Full-Time Union Office

whenever possible, 

they are 

their 
they 

were 

Reimbursement by the Union

their 



ARTICLE 13 
MAINTENANCE OF ACTIVITIES

Dispute Resolution

This includes no 
work stoppage, work to rule, slow down, sit down, refusal to handle 
material or picketing which would stop or interfere with operations, 
and that if any such action would be taken, the Union shall instruct its 
members to carry out the provisions of this agreement by returning to 
work and performing their duties.

13.04  The Company agrees, given the above article, that it shall not cause or 
direct any lock out of employees.

13.05



they 

their 

ARTICLE 14 
TRAINING

Determining Requirements



The 
Company will make all reasonable efforts to provide the employee with 
as much advance notice as possible.

required and/or 
volunteer to attend the training than the class size allows, the selection 
of employees will be based on operational requirements, Nunavut land 
claim beneficiary status, 

ARTICLE 15 
JOINT CONSULTATION & JOINT COMMITTEE MEETINGS

Joint Consultation



Joint Committee Meetings

15.11  Minutes from Joint Committee Meetings will be agreed to and signed 
within 30 days of the meeting.

ARTICLE 16 
GRIEVANCE AND ARBITRATION PROCEDURE

Complaint and Grievance

supervisor 



Contract Site 
Manager 

Contract Site 
Manager This timeline may be extended 
upon mutual agreement 

Contract Site Manager 

This timeline may be extended upon mutual 
agreement.

Contract Program 
Manager or Operations Manager Human Resources 
Representative

Contract Program 
Manager or Operations Manager Human Resources 
Representative This timeline may be 
extended upon mutual agreement.



Contract Program Manager, Operations Manager, Manager of 
Human Resources 

This timeline may be 
extended upon mutual agreement.

Arbitration



Expedited Arbitration Process

a. OVERVIEW

 The parties recognize that the constructive resolution of differences
related to the interpretation, application, administration or alleged
contravention of the Collective Agreement is to their advantage
and to the benefit of the bargaining unit. The mediation/arbitration
procedure is intended to afford both parties the opportunity to
represent their interests and obtain prompt and practical results.
Both parties agree that effective dispute resolution has the potential
to not only strengthen the relationship between the Company
and the Union, but also to contribute to employee satisfaction,
productivity and safety in the workplace.

b. MEDIATION – ARBITRATION PROCESS

 Subject to a party’s election under Article 16 grievances not resolved
at Stage 2 of the grievance procedure will be resolved in the following 
Mediation – Arbitration process:

MEDIATION

i)  The mediation process is confidential and without prejudice.
Confidentiality relates to any submissions, offers and settlement 
discussions between the parties and their representatives in the
mediation process. The mediator may not discuss outside the
mediation process any information disclosed in the course of
the mediation.

ii)  The mediation sessions are settlement negotiations and are
inadmissible in any litigation. Neither party will require the
mediator to testify or produce records or notes in any further
proceedings. No transcript will be kept of the mediation.

iii)  Statements made and documents produced in the mediation
session, and not otherwise discoverable, are not subject to
disclosure through discovery or any other process and are not
admissible into evidence for any purpose, including impeaching
credibility.

iv)  The mediator may determine the process to be followed. The
mediator may meet with the parties individually or collectively.
They may ask for additional information or documents. They
may disclose any information provided by either party to the
other party unless specifically requested not to do so by the
party making the disclosure.



v)  Neither party will introduce as evidence in subsequent
proceedings any views expressed or suggestions made by the
other party with respect to any settlement, nor any submissions
or admissions made by the other party in the course of the
mediation or the fact that a party had indicated a willingness to
accept a proposal or recommendation for settlement made by
the mediator.

vi)  The mediation process is a voluntary process. It continues to
be voluntary throughout. It may be terminated at any time by
either party.

vii)  The mediator shall prepare, or facilitate the preparation of, a
written memorandum outlining any settlement reached by
the parties and the memorandum will be signed by the parties
(unless it is agreed that the terms of settlement may be recorded 
in a letter from the mediator and confirmed by the parties). Any
Settlements or Minutes of Settlement shall be with prejudice
unless specifically agree by the parties to be without prejudice.

viii)  The mediator is an independent, impartial professional, and
is not an agent or employee or either party. The mediator has
no investment in any particular result of the mediation and is
not paid based on any mediated settlement. The fees of the
mediator will be shared equally by the parties, unless otherwise
agreed.

c. ARBITRATION

i)  In the event that the mediation is not successful, the parties,
by mutual agreement, may proceed immediately in accordance
with the following process. The Mediator in section “iv” above
will be the Arbitrator. The parties and the Arbitrator shall agree
upon the extent to which the evidence put forward during the
mediation process should be considered evidence for purposes
of the arbitration and such additional evidence (if any) is to be
presented for purposes of the arbitration.

ii)  The Arbitrator shall apply the principles of natural justice and
shall not be bound by the strict rules of evidence but may
receive any evidence submitted to them by the parties that the
Arbitrator believes to be relevant to the matters in controversy
or that will enable the Arbitrator to arrive at fair and proper
decision. The Arbitrator shall have full power and authority
to rule on any questions of law applying to the admission of
evidence or determination of the issues. The Arbitrator shall
have all the powers and authority as an arbitrator provided



under the Canada Labour Code and the current collective 
agreement between the parties.

iii)  All presentations are to be short and concise. They will include
a comprehensive opening statement.

iv)  The Arbitrator shall within ten (10) days a after the close of
the hearing deliver their decision, subject to any reasonable
delay due to unforeseen circumstances. The decision shall be in
writing and shall set forth the facts as found by the Arbitrator,
apply the law and state the determination of the issues in
dispute.

v)  The decision shall be final and binding on the parties. The
decision shall be enforceable in any court of competent
jurisdiction and in the same manner as any other judgment of
the said court.

vi)  The fees and expenses of the Arbitrator shall be borne equally
by the parties unless otherwise agreed.

d. LIST OF ARBITRATORS

 The parties will agree to a list of arbitrators found at Appendix “E” to
whom grievances may be referred for the arbitration or mediation/
arbitration process. This list shall be reviewed annually and may
be amended by mutual agreement. Each party will alternate in
selecting an arbitrator to sit as a sole arbitrator or as a chair of the
arbitration board from the appropriate list. In the event that the
arbitrator selected by a party is unable to hear the grievance within
ninety (90) days of the referral to arbitration, the party having made
the selection may choose another arbitrator from the list. The initial
list of arbitrators, as agreed to by the parties.

ARTICLE 17 
DISCIPLINE

 Discipline and Discharge

Letters of expectation will be removed from file after 6 months of no 
further discipline.



 Notification of Disciplinary Action

 Copy of Disciplinary Notice

email to personal email 
address of the employee and/or 

 Interview and Representation

have a Union representative 
in the Union representative 

b)  In cases of termination, employees will be provided a Union Steward
and notification, where possible, will be prior to leaving CFS Alert.
For safety and security reasons, terminations may occur after an
employee has left site. The union may join via phone or video. The
process will commence as soon as possible after leaving site.

c)  If the member declines Union representation, the Company will
ensure that the member signs a document indicating that they were
aware of their right to representation and that they declined the
representation. This document will be forwarded to the Union.

d)  

them 
they their 



Conflict of Interest

 Employees must abide by the Company Conflict of Interest policy. 

employees their 

ARTICLE 18 
EMPLOYEE FILES

 Access to Employee Files

All employee 
files are in digital format. Copies of files will be photocopied and mailed 
or emailed upon request.

ARTICLE 19 
HOURS OF WORK AND OVERTIME

Hours of Work



Overtime

  “Overtime” means any authorized hours worked in excess of Scheduled 
Hours (40 or 48 per week); or in excess of eight (8) hours per day for the 
hours worked during the weeks of travel.

or 
in excess of 8 hours per day per week for the hours worked during the 
weeks of trave

for Permanent Employees

 Formula Example: 8x8 – 48 hr/wk

= Annual Hours Paid 1352

Scheduled

Standard Rotation Regular Hours Overtime Hours Annual Hours Paid

8x8 – 40 hr/wk 1040 1040

8x8 – 48 hr/wk 1040 208x1.5 = 312 1352

8x4 – 40 hr/wk 1387 1387

8x4 – 48 hr/wk 1387 277x1.5 = 415.5 1802.5

6x6 – 40 hr/wk 1040 1040

6x6 – 48 hr/wk 1040 208x1.5 = 312 1352

Assignment of Overtime Work

The Company will maintain 



an overtime list highlighting total overtime hours worked. Assignment of 
overtime will be based on the required position with the least amount 
of overtime hours worked. Should no one from within the position be 
available or willing to work the overtime, it can then be offered outside 
of the position if they possess the required qualification. In the event of 
a tie in the least amount of overtime hours worked, based on the list, 
seniority shall prevail.

Rest Periods

Rotations

is:

 Other rotations that may be offered when possible and based on 
operational requirements are:

 6 x 6 – where 6 weeks is spent on site and 6 weeks is off site; travel occurs 
during the period off site

the Union.

ARTICLE 20 
GENERAL HOLIDAYS



ARTICLE 21 
VACATION PAY

 Permanent employees will receive vacation pay in lieu of time off of 
6% of gross earnings on each pay. Vacation pay in lieu of time off will 
increase to 8% upon the start of an employee’s 5th year of employment.

 Term employees will receive vacation pay in lieu of time-off of 6% of 
gross earnings on each pay.



ARTICLE 22 
SICK AND PERSONAL LEAVE

22.01  Medical Leave With Pay

 Employees with at least 30 consecutive days of continuous employment 
are eligible for up to 10 days of paid medical leave per calendar year for:
• Illness or injury
• Organ or tissue donation
• Attending medical appointments, or
• Quarantine
a)  Employees are entitled to take medical leave with pay for days

you are scheduled to work or expect you to be available for work.
Employees cannot take medical leave with pay on a day you are not
scheduled or expect to be available for work.

b)  Employees may take medical leave with pay in 1 or more periods but
must be in increments of a ½ day or more in duration.

c)  Employees will earn 3 days of medical leave with pay after working 1
month (30 days) of continuous employment. After receiving the first
3 paid leave days, employees will earn 1 further day at the start of
each month after completing 1 month is continuous service, up to a
maximum of 10 paid days per year.

d)  Any days of medical leave with pay that employees do not take in a
year will be credited to them at the beginning of the new year, up
to a maximum of 10 days. For example, if an eligible employee had
7 days of unused leave as at December 31, 2023, the 7 days will be
credited to January 2024. Each consecutive month will be credited
another day in their sick leave bank until the 10 days maximum is
reached.

e)  If a medical leave of absence (paid or unpaid) is 5 days or longer,
employees must provide a certificate from a health care practitioner
within 15 days of returning to work. The certificate must certify that
you were unable to work for the time you were absent from work
and confirm the start date and length of the leave.

22.02 Personal Leave with Pay

a)  Employees with at least 3 consecutive months of continuous
employment are eligible for 3 paid personal leave days and 2 unpaid
personal leave days per calendar year to:
•  take care of health obligations for any member of your family or

care for them
•  take care of obligations related to the education of any family

member under age 18



•  manage any urgent situation that concerns you or a family
member

•  attend your citizenship ceremony under the Citizenship Act, or
•  manage any other situation prescribed by regulation

b)  If the salary varies from one day to another, or you receive pay on a
basis other than an hourly rate, you must receive the average of your
daily earnings, exclusive of overtime hours, for the 20 days you have
worked immediately before the first day of leave.

c)  Personal Leave does not carry over to the next year.
d)  Ongoing employees will see a bank of 3 days of paid personal leave

replenished in their banks every January.
e)  This leave is to be used for missing work due to power failures and

other matters occurring in the employee’s home.

 Other leaves with and without pay are as per the Company Policy and 
as mandated by legislation such as Compassionate Care Leave; Leave 
Related to Critical Illness; Leave Related to Death or Disappearance of 
a Child; Leave for Victims of Family Violence And Leave for Traditional 
Aboriginal Practices.

ARTICLE 23 
OTHER LEAVE WITH OR WITHOUT PAY

Bereavement Leave

spouse 



or common-law partner of the father or mother
children of the employee’s spouse or common-law partner; 

the employee’s grandchildren; 

the spouse 
or common-law partner of the father or mother; 

Jury and Court Duty

Maternity Leave

Parental Leave

Other leaves as mandated by legislation such as Compassionate Care 
Leave; Leave Related to Critical Illness; Leave Related to the Death or 
Disappearance Of A Child; Leave For Victims of Family Violence and 
Leave for Traditional Aboriginal Practices – As per current Nasittuq Policy, 
as amended from time to time.

Paid Education Leave

$2,000 



ARTICLE 24 
SENIORITY

Seniority

their 

Seniority Lists

they are 

Accumulation of Seniority

Temporary assignments to the NWS.



(e f), 

Loss of Seniority

ARTICLE 25 
PROBATION PERIOD

  The first 90 working days of active employment shall be the probationary 
period. Active employment shall include work, work-related travel and 
training ut shall exclude all types of leave, time lost due to illness or 
disciplinary action. A working day is any day an employee is paid for 
work. The employer based on circumstance has the discretion to apply 
probation period through the first 90 days of permanent employment. 
The Company shall notify the Union in advance of their intention to 
utilize their discretion.



ARTICLE 26 
APPRENTICESHIP & DEVELOPMENT POSITIONS

obtain Journeyperson 
certification. Apprentices who obtain Journeyperson certification will be 
brought into the position at 100% of the Journeyperson rate.



Non-Apprenticeship Development Program



or job 
description.

General Trades Intern

ARTICLE 27 
PAY ADMINISTRATION



ARTICLE 28 
PREMIUMS AND ALLOWANCES

Training

 When an employee attends training during off site, the employee will 
receive eight (8) hours per day paid at the Hourly Rate for each day of 
training up to 40 hours per week. Any hours attending training in excess 
of forty (40) hours per week will be paid at one and one half (1.5) times 
the Hourly Rate. In the situation where the scheduled Out Rotation is not 
maintained the employee’s offsite pay will continue through the Training 
period.

 Isolation Allowance
a)  A taxable Isolation Allowance (IA) of twenty-seven dollars ($27.00)

per day, seven (7) days per week, will be paid in addition to an
employee’s hourly rate.

b)  Isolation Allowance (IA) can only be paid when an employee is on-
site at Alert.

 Lump Sum Notice of Resignation Payment

permanent 



working 

 Lead Hand Premium

 Voluntary Additional Duties Premium

he following for all hours worked as at 
June 1, 2024:

De-Icing Bucket:  $2.00 per hour
De-Icing Truck: $2.00 per hour
Fire Brigade:  $2.00 per hour
Combo Bucket/Truck or Fire Brigade: $3.00 per hour

Employees no 
longer participating in these activities and/or lose their qualifications will 
have the premium removed.

 If employees do not volunteer, the employer will select trained or suitable 
individuals, in reverse order of seniority to participate in these duties.

28.06 Voluntary Travel Coordinator

 Employees who volunteer and are selected, in seniority order, to 
coordinate the travel to/from Alert site will receive $50.00 lump sum 
per direction. Employer maintains discretion to choose employees in 
seniority order and based on suitability.



ARTICLE 29 
EARLY RETURN OR SCHEDULE EXTENSION PAY

permanent with off-site pay continuance 
early return 

delay 

 Each regular scheduled workday will be paid at 8 hours a day at 
the Hourly Rate for all regular hours up to 40 hours per week. Any 
approved hours worked in excess of the employees Scheduled Hours 
will be paid at one and one half (1.5) times the Hourly Rate. 

early return/extension

Employee works one day of early return/extension and 2 
hours of overtime, the employee would be paid 8 hours 
at the Hourly Rate, plus another 2 hours Overtime paid at 
1.5x the Hourly Rate.

Employee works one week of early return/extension and 
maintains their schedule (i.e. shortens their out rotation 
by 1 week) then the Out Rotation pay would start as 
scheduled and the early return/extension pay would be in 
addition to the paid leave pay for that week.

Term or Permanent non-offsite pay continuance 

29.03  For the purposes of early return/schedule extension, these hours are not 
paid as part of off-site pay continuance.



ARTICLE 30 
TRAVEL

30.01 Travel To/From Designated Point of Assembly

 Permanent employees with off-site pay continuance 

 Term or permanent employees who do not have off-
site pay continuance 

Travel To/From Point of Assembly and Alert Site

Employees up to two (2) days 

For Travel Time that exceeds the hours in a) will be treated and 
compensated as a travel delay for normally scheduled work-days at 
the regular hourly rate.

i)  Employees will be paid at an overtime rate of 1.5 times the
Hourly Rate after they have attained 40 hours of work during
the week.

Travel To/From Training

permanent travelling to attend 
In Rotation

Out Rotation



the employees who receive off-site pay continuance.

ARTICLE 31 
SEVERANCE PAY

ARTICLE 32 
STATEMENT OF DUTIES/NEW POSITIONS

with their 
offer of employment, and upon request.

New Positions

i)  Prior to establishing a new role, the company will meet with the
union to c complete the job description.

ii)  The rates of pay and working conditions of any new roles created
during the term of this agreement shall be discussed and mutually
agreed to with the union.

ARTICLE 33 
BENEFITS AND PENSION



ARTICLE 34 
OFFICIAL TEXTS AND PRINTING

ARTICLE 35 
TECHNOLOGICAL CHANGE

ARTICLE 36 
AGREEMENT DURATION AND REOPENER CLAUSE

May 31, 2027.

36.03 DATED THIS 26th DAY OF April 2024



ARTICLE 37 
TERM EMPLOYEES

37.01 a)  A term position is a temporary employee hired for a specific period 
of time. A term position is not to exceed 12 months. If the term 
position is anticipated to exceed 12 months (ie maternity/parental 
leave backfill), the company will consult with the union.

b)  Term employees are employed to do specific tasks for a specific
period of time to backfill vacancies, leaves of absences, augment a
temporary increase in workload or projects (i.e. surge) or to augment
our Inuit workforce. The intention is to backfill all permanent
vacancies with permanent staff, but flexibility may be required to
temporarily fill the vacancy with term staff while we recruit for
permanent staff.

c)  The rate of pay assigned to a term employee will be the step 1 hourly
rate of the work function the individual is performing. Assignment
of a higher level of pay is subject to mutual agreement at the local
level.

d)  Term employees will pay union dues.
e)  All articles of the CBA apply to a term employee with the exception

of the following articles:
Article 28.03 – Lump Sum Notice of Resignation Payment
Article 31.01- Severance Pay
Article 33 – Benefits and Pension

f)  A term employee who is hired on as a permanent employee without
a break in service will have their service/seniority date credited to
the term hire date. The employer, based on circumstance has the
discretion to apply probation period through the first 90 days of
permanent employment.

ARTICLE 38 
SUB-CONTRACTING:

38.01  The Company may be required to hire subcontractors to perform the 
work in Article 4 to meet the operational requirements of the program 
providing that no bargaining unit employee is laid off as a result of such 
subcontracting. The union will be notified prior when engaging with any 
subcontractor.

38.02  The Company agrees that there will be no subcontracting which results in 
layoffs of employees or failure to recall employees.
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APPENDIX A: 
COMPENSATION ADMINISTRATION

For the purposes of off-site pay continuance, the following shall apply

will be paid at time of occurrence 
will be paid as off-site pay

of Hours Worked 
and Scheduled Overtime will be paid at time of occurrence and 
the remaining 33% 

 The Annual Base Earning is the Scheduled hours worked + Scheduled overtime 
multiplied by 1.5x (for those scheduled 48 hours/week) calculated at the 
Hourly Rate (per Appendix B).

7.  Compensation for term employees will be in accordance with Article 37.
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APPENDIX B: 
RATES OF PAY

ALERT UNIONIZED RATES OF PAY 
June 1, 2024 to May 31, 2025

1 June 2024 – 31 May 2025 Sched 
Hrs/wk

HOURLY RATE

Step 1 Step 2 Step 3



ALERT UNIONIZED RATES OF PAY 
June 1, 2025 – May 31, 2026

June 1 2025 – 31 May 2026 Sched 
Hrs/wk

HOURLY RATE

Step 1 Step 2 Step 3



ALERT UNIONIZED RATES OF PAY 
June 1, 2026 – May 31, 2027

June 1 2026 – 31 May 2027 Sched 
Hrs/wk

HOURLY RATE

Step 1 Step 2 Step 3



APPENDIX C 
BENEFITS PLAN CHANGES

$2,000.00 annual maximum

$200.00 annual maximum

$300.00 annual maximum

enrolment into benefits shall start on the 91st 
day of employment 



APPENDIX D 
WOMEN’S ADVOCATE AND RACIAL JUSTICE ADVOCATE

1. WOMEN’S ADVOCATE

a.  The Union recognizes that female employees may sometimes need to
discuss with another woman, matters such as violence or abuse at home
or events in the workplace. For this reason, the union appoints the role of
a female member to be the Women’s Advocate.

b.  The Women’s Advocate will be appointed by the Unifor Local 2002
President. The Women’s Advocate will meet with female members as
required, discuss problems with them and refer them to the appropriate
resources when necessary.

c.  When a female member requests a meeting in person with the Women’s
Advocate at a Company location, the Company will make its best effort to
provide access to a private office so that confidentiality can be maintained.

d.  It is understood that these meetings will occur outside of business
hours unless it is an urgent or immediate matter. In the latter case, the
employees will ensure to advise their supervisor accordingly.

2. RACIAL JUSTICE ADVOCATE

a.  A Racial Justice Advocate is an individual who identifies as a member of
the Black, Indigenous or racialized community.

b.  The Unifor Local Union President is responsible for the selection of the
facility Racial Justice Advocate with input of identifying Black, Indigenous
and racialized union members.

c.  A Racial Justice Advocate is a union representative who will assist and
provide support for unionized Black, Indigenous and racialized workers
whose role in the workplace will include:

i. Listening;

ii.  Providing support to Black, Indigenous and Racialized members
including concerns related to racial discrimination and racial violence;

iii.  Assisting with union racial justice initiatives;

iv.  Promoting access to community culturally appropriate services

v.  Networking with allied organizations and community partners



d.  Meetings will occur after normal working hours. Any incidents of
discrimination, harassment or violence are to be reported to management
and HR and follow the processes as outlined in the policies and processes
established.

e.  Should the Racial Justice Advocate require time off the job in order to
fulfill their duties, the union will review the request and, if in agreement,
will submit a leave of absence request prior to the requested leave for
approval. Such approval shall not be unreasonably withheld, provided
that Company paid time off will not exceed eight (8) hours in any month.

3.  Recognition of March 21 – the International Day for the Elimination of Racial
Discrimination

a.  The Parties agree to recognize March 21 as the International Day for the
Elimination of Racial Discrimination.

b.  On each occasion, the Parties agree that at 4:00 p.m. each facility covered
by the agreement will observe one minute of reflection in recognition to
re-affirm the joint commitment to end racism.



APPENDIX E 
AGREED LIST OF MEDIATORS/ARBITRATORS



NOTES



2002




