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Preamble  
 
It is the intent and purpose of the parties hereto that this 
Agreement will promote, improve, and maintain industrial, 
economic and harmonious relations between the Union, the 
employees and the Employer, and to set forth herein the 
agreement between the parties covering rates of pay, hours of 
work, and conditions of employment, to be observed by the 
Employer, its employees and the Union during the term hereof. 
 
 
Article 1 – Bargaining Agency 
 
1.1 (a) The Employer recognizes the Union as the sole 

collective bargaining agent for all employees in 
the Meat, Fish and Delicatessen Departments in 
the retail stores of the Employer located in the 
area of greater: 

 
  Calgary, Banff, Canmore, Lethbridge, Medicine 

Hat and Brooks 
 

  who are engaged in the receiving, cutting, 
grinding, preparing, processing, sealing, 
wrapping, bagging, pricing, fabricating, cubing, 
tenderizing and serving all meat, fish and poultry 
products whether fresh, frozen, chilled, cooked, 
cured, smoked or packaged. 

 
 (b) Subject to Letter of Understanding #1 

“Severance”, the Employer agrees the following 
work shall be performed by employees of the 
Employer covered by this Collective Agreement, 
the receiving, cutting, grinding, preparing, 
processing, sealing, wrapping, bagging, pricing, 
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fabricating, cubing, tenderizing and serving and 
selling of all meat, fish and poultry products 
whether fresh, frozen, chilled, cooked, cured, 
smoked, or packaged during the term of this 
Collective Agreement.  However, it is also 
understood that the Employer shall not be 
precluded from making such decisions that 
pertain to the reassignment of work now being 
performed by employees covered by this 
Collective Agreement providing such 
reassignments will remain in the jurisdiction of the 
Union and are handled in a manner that is 
mutually acceptable to both parties to this 
Agreement during the term of this Collective 
Agreement. 

 
1.2 (a) If the Employer transfers work set forth in Section 

1.1 to a meat plant operated by the Employer 
within the present area jurisdiction of the Union, 
the Employer will recognize the Union as the 
bargaining agent for all employees, excluding 
office and clerical staff and supervisory personnel, 
employed by the Employer in said meat plant.  In 
the event that a meat plant is certified by, or under 
a Collective Agreement with another trade Union 
at the time it is acquired by the Employer, the 
foregoing shall not apply. 

 
(b) If a full-time employee is terminated because: 
 

(i) The Employer transfers work set forth in 
Section 1.1 to a meat plant operated by the 
Employer, or 
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(ii) The Employer purchases block ready meats, 
employees who have sixty (60) days 
continuous full-time service and up to one (1) 
year of continuous full-time service shall be 
given one (1) week’s notice in writing or pay 
in lieu thereof.  One (1) weeks additional 
notice or pay in lieu thereof will be given to 
employees with more than one (1) years 
continuous full-time service for each 
additional year of continuous full-time service 
up to a maximum of twenty-six (26) weeks. 

 
(iii) The above notice or pay in lieu thereof shall 

not apply if the full-time employee: 
 

(1) is temporarily laid off; 
 
(2) accepts other employment with the 

Employer; 
 
(3) is terminated but is re-employed within 

ten (10) working days to full-time status 
duty; 

 
(4) is offered comparable work in the meat 

plant operated by the Employer. 
  
(iv) Employees who receive notice or pay in lieu 

thereof shall not be entitled to the benefits 
contained in Article 10 of this Agreement.  
Sub-sections (a) and (b) of this clause shall 
not conflict with or supersede the provisions 
of Article 11, Seniority of this Collective 
Agreement. 
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(c) The Employer will give the Union no less than 
three (3) months’ notice prior to the opening of a 
newly built meat plant within the present area 
jurisdiction of the Union.  The Employer or its 
subsidiaries will give preference in hiring prior to 
the opening of the new meat plant and for three 
(3) months after the opening of the new plant to 
qualified full-time employees displaced from the 
Employer’s retail stores. 

 
1.3 There shall be a member of the bargaining unit on duty 

at all times custom meats are for sale in the meat and 
delicatessen departments, except during rest and meal 
periods when staff is not available.  In the event this 
provision is violated then all time during which meats 
are for sale and a member of the bargaining unit is not 
in attendance, will be computed at the journeyman rate 
of pay and distributed equally amongst the members of 
the bargaining unit in the store in which the violation 
occurs.  This penalty will not apply in the event that an 
employee is scheduled to work and fails to report and a 
replacement is not available, or if through illness or 
accident an employee on duty is unable to finish their 
scheduled shift. 

 
1.4 Supervisory personnel shall be limited to instructional 

work only, but shall not perform work that is normally 
done by members of the bargaining unit. 

 
1.5 In the event the Employer, because of health 

regulations brought down by the Federal or Provincial 
Government is required to reassign work normally done 
by a member of this bargaining unit to Lucerne Foods 
Limited, then such member who may be affected will be 
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given the first opportunity to apply for employment at 
the aforementioned meat plant operation. 

 
There is no guarantee of employment of any affected 
employee in retail stores but full consideration of 
employment at the meat plant(s) will be given provided 
vacancies exist.  If more than one vacancy exists, retail 
seniority will prevail. 
 
 

Article 2 – Union Establishment 
 
2.1 The Employer agrees to retain in his employ within the 

bargaining units, as outlined in Article 1 of this 
Agreement, only members of the Union in good 
standing.  Such employees will be required as a 
condition of employment, to have the equivalent of 
regular Union dues deducted from their earnings each 
pay period.  Such deductions will be forwarded to the 
Union by the Employer along with the Union dues 
deductions of the other employees in the bargaining 
unit. 

 
 The Employer shall be free to hire new employees who 
are not members of the Union, provided said non-
members, whether part-time or full-time employees, 
shall be eligible for membership in the Union, and shall 
make application on the first day of employment, and 
become members within thirty (30) days. 

 
2.2 The Employer agrees to provide each new employee at 

the time of employment with a form letter outlining to 
the employee, their responsibility in regard to Union 
membership, and to provide the Union in writing with 
the name and address of each employee to whom they 
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have presented the form letter, along with the 
employee’s date of hire. 

 
 The Union shall bear the expense of printing the letter, 

the contents of the letter to be such that it is acceptable 
to the Employer.  The Employer further agrees to 
provide the Union, once a month with a list containing 
names of all employees who have terminated their 
employment during the previous month. 
 
 

Article 3 – Deduction of Union Dues  
 
3.1 The Employer agrees to deduct from the wages of each 

employee, upon proper authorization from the employee 
affected such initiation fees, assessments and Union 
dues as are authorized by the Union.  The Union agrees 
that should they propose a dues structure that cannot be 
administered by the Employer, the parties will meet to 
discuss a resolve.  The Employer further agrees, 
automatically, to deduct Union dues and initiation fees 
from the wages of all new employees.  Monies deducted 
during any month shall be forwarded by the Employer to 
the President of the Union not later than the fifteenth 
(15th) day of the following month, and accompanied by a 
written statement of the names of the employees for 
whom the deductions were made and the amount of 
each deduction.  Dues check-offs are to be submitted on 
a four (4) or five (5) week accounting period. 

 
 The above dues and initiation fees shall be submitted 

electronically in a manner acceptable to both parties.  
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3.2 The Employer agrees to have the membership 
application forms, dues and initiation fee deduction 
forms signed by the employees at the time of hiring. 

 
3.3 The Employer agrees to list Union dues deductions of 

the employees on the T-4 Income Tax form for all 
employees in the bargaining unit. 

 
3.4 The Union will give the Employer four (4) weeks notice 

prior to changing the amount of dues to be deducted. 
 

 
Article 4 – Basic Work Week and Overtime  
 
The Employer reserves the right to schedule hours of store 
operation, employee hours of work, rest periods, lunch periods, 
and overtime work, subject to the following provisions: 
 
4.1  (a) The basic work week for employees working full-

time shall consist of forty (40) hours, to be worked 
in five (5), eight (8) hour days, as scheduled by the 
Employer. 

 
(b) There shall be a daily starting time for each 

employee.  Daily hours of work for employees 
shall be consecutive with the exception of rest 
periods and meal periods.  No split shifts shall be 
worked. 

 
(c) Daily Guarantee 
 
  The minimum shift will be four (4) hours.  Any 

employee who reports to work as scheduled, 
without previous notice not to report, shall receive 
pay for their scheduled hours of work on that day.  
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Any employee shall receive pay for the scheduled 
hours of work on the day if sent home prior to 
completion of scheduled hours, unless terminated 
as provided in Article 15 of this Agreement.  In the 
event an employee reports for work but has not 
been advised of a change of their starting time as 
per this clause, they shall be allowed to 
commence work immediately or the Employer 
shall pay the employee from the time they 
reported for work, the foregoing will not apply if the 
said employee reports early on their own accord. 

 
4.2 Overtime Pay 
 

(a) All time worked in excess of the daily hours, or the 
basic work week, as defined in Article 4.1 shall be 
paid at the rate of time and one half (1 1/2 X) the 
regular rate, all overtime hours worked in excess 
of two (2) hours in addition to an employee’s 
regular eight (8) hour shift shall be paid for at 
double (2X) the employee’s regular hourly rate of 
pay.  Compensating time off shall not be given in 
lieu of overtime pay. 

 
(b) Part-time employees shall be paid time and one 

half (1 1/2 X) for all time worked in excess of eight 
(8) hours in any one (1) day, forty (40) hours 
during any one (1) week and for all work 
performed on the sixth (6th) and seventh (7th) day 
of the employee’s scheduled work week. 

 
(c) Overtime shall be by mutual consent and, where 

practical, shall be offered to the most senior 
employees on the shift, provided the employee 
has the ability and qualifications to perform the 
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required overtime work.  If the senior employees 
do not wish to accept the overtime, the 
Management shall have the right to assign such 
work in reverse order of seniority to such junior 
employees who have the necessary ability and 
qualifications, and who are at work at the time. 

 
(d) Overtime - Rest Periods 
 
 If an employee is required to work more than one 

(1) hour overtime, he or she will be given a fifteen 
(15) minute paid rest period.  The break will be 
taken before the commencement of the overtime.  
The meal periods will be scheduled as near 
midshift as possible.  Similarly, rest periods will be 
scheduled as near to midway between the meal 
period and the commencement and finish of a shift 
as possible. 

 
4.3 General Holidays 
 

(a) The following days shall be paid General 
Holidays: 

 
 New Year’s Day    Labour Day 
 Family Day    Thanksgiving Day 
 Good Friday    Remembrance Day 
 Victoria Day    Christmas Day 
 Canada Day    Boxing Day 
 Heritage Day (1st Monday in August) 
 

and all other public holidays proclaimed by the 
Federal, Provincial, or Municipal Governments, 
provided that all other major stores selling meat 



- 10 - 

are required by law to recognize those public 
holidays. 
 
In the case of a General Holiday proclaimed by a 
City or Municipality, only those stores of the 
Employer in that City or Municipality shall be 
affected by the requirements of this section. 
 
Provided they work their regular scheduled full 
work day before and after the holiday unless 
absent due to bona fide illness or accident, 
employees regularly working full-time shall receive 
eight (8) hours pay for each such holiday. 

 
(b) In a week in which one (1) General Holiday 

occurs, the work week shall be reduced to four (4) 
days.  

 
 In a week which two (2) General Holidays occur, 

the work week shall be reduced to three (3) days. 
 
 All time worked in excess of such reduced work 

weeks shall be compensated for at time and one 
half (1 1/2 X) of the employee’s regular rate of 
pay. 

 
(c) Pay for Work on Holiday 
 
 Any employee entitled to General Holidays with 

pay, if required to work on such a day, shall 
receive in addition to their regular pay, two (2X) 
times their regular hourly rate for each hour 
worked on said holiday. 
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 The Employer will schedule all employees to work 
on General Holidays on a fair rotation basis. 

 
4.4 General Holidays for Part-Time Employees 
 

Part-time employees shall receive the following General 
Holiday pay:  
 
Average hours worked in four (4) weeks preceding the 
week in which holiday occurs: 
 
 20 hours but less than 32 hours - 6 hours pay for 

each holiday; 
 
 32 or more hours - 8 hours pay for each holiday. 

 
All other employees shall receive the average number of 
hours they have worked on the day of the holiday in the 
preceding four (4) weeks. 
 
Employees shall be paid the greater of what is listed 
above or the required entitlement under the Employment 
Standards Code. 
 
In the calculation of the foregoing average all hours 
worked including overtime to a maximum of forty (40) will 
be included. 
 
For purposes of determining a part-time employee's 
entitlement to General Holiday pay, all paid time off shall 
be counted as hours worked. 
 
Where the Employer or the Union are aware that the 
taking of vacation has reduced the General Holiday pay 
benefit of a part-time employee, the Employer will adjust 
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the calculation to exclude the period of vacation from the 
four (4) week average. 

 
4.5 Rest Periods 
 

Employees working a shift of six (6) or more hours shall 
receive two (2) rest periods of fifteen (15) minutes 
each, with pay. 
 
Employees working a shift of four (4) hours, but less 
than six (6) hours will receive one (1) rest period of 
fifteen (15) minutes, with pay.  Rest periods shall be 
scheduled on the basis of one (1) before and one (1) 
after the meal, but shall not be combined with the meal 
period.  Rest periods shall not begin until one (1) hour 
after commencement of work or following return from 
meal period or less than one (1) hour before either the 
meal period or the end of the shift as the case may be. 

 
4.6 Meal Periods 
 

Meal periods shall be a minimum of thirty (30) minutes 
and a maximum of sixty (60) minutes uninterrupted 
duration, unpaid, shall not start earlier than three (3) 
hours, nor later than five (5) hours after 
commencement of an employee’s shift. 
 
 Work performed over five (5) hours without a meal 
period shall be paid for at two (2X) times the 
employee’s regular rate of pay.  The double (2X) time 
penalty shall not apply in the case of a part-time 
employee who works a shift of more than five (5) hours, 
but less than seven (7) hours who wishes to take the 
rest period(s) to which he/she is entitled in lieu of an 
unpaid meal period.  Those part-time employees who 
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are scheduled six (6), but less than seven (7) hours 
may combine their two (2) rest periods at mid-shift in 
lieu of their unpaid meal period. 
 
Any shift starting at 9:00 p.m. or later shall have a thirty 
(30) minute meal period on the employee’s own time. 
 

4.7 Time Recording 
 

The Employer shall provide a time recording device to 
enable employees to record their time for payroll 
purposes.  Employees shall record their own time at the 
time they start and finish work and the time they 
commence and return from meal periods and such 
other recordings as may be required by the Employer. 
 
Time and attendance records for employees on the 
Time and Attendance system will be made available for 
inspection by the Union for purpose of checking the 
proper recording and payment of time worked.  Upon 
four (4) weeks notice to the Union and the employees, 
the Employer may introduce a new method of time 
recording. 
 
Any employee who, for any reason, fails to record all 
time worked in the manner required by this article, shall 
be penalized as follows: 
 
1st Violation: Three (3) working days suspension 

without pay during one (1) week; the 
employee will be permitted to work 
only two (2) days during such a week. 

 
2nd Violation: Two (2) weeks suspension without 

pay. 
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Management agrees to assume its full responsibility in 
seeing that all employees are compensated for all time 
worked. Management personnel who, intentionally 
violate this provision, will be disciplined at 
Management's discretion. 
 
Suspension shall be implemented within one (1) month 
of notification by the Union to do so unless a longer 
period is mutually agreed upon by the Union and the 
Employer, or in the event that the requested suspension 
become subject to the grievance procedure.  Any dispute 
arising as a result of the above provisions shall be 
subject to the grievance and arbitration articles of the 
Agreement. 
 
Only the Store Manager or their designate shall 
approve time and attendance records. 
  
In a grievance involving time worked, the Union can 
request a copy of the time and attendance records for 
employees.  Any time and attendance records 
requested shall be made available as soon as 
conveniently possible. 
 
(a) No member of the bargaining unit shall, outside 

paid working hours, instruct other members of the 
bargaining unit on matters pertaining to their work.  
All such time worked shall be paid in accordance 
with Article 4.1 (c) and Article 4.2. 

 
(b)  No employee shall be permitted to take invoices or 

any other records away from the premises.  Any 
employee who violates this sub-section shall be 
disciplined by use of the same penalties set out in 
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Article 4.7 respecting the recording of all time 
worked. 

 
4.8 Probationary Period 
 
 Each new employee will have a probationary period of 

two hundred (200) hours worked.  Termination of any 
employee during the probationary period described 
above or any extended period mutually agreed upon 
under Article 5.8, shall not be subject to challenge by 
the Union or the employee under the terms of this 
Collective Agreement.  The grievance procedure will 
not be applicable in such terminations. 

 
 
Article 5 – Wages 
 
5.1 Basic hourly rates of pay and job classifications in 

Appendix “A” attached hereto and made part of the 
Agreement, shall remain in effect for the term of this 
Agreement. 

 
Effective no earlier than January 1st, 2015, there 
shall be a regular bi-weekly pay day and further the 
employee shall be given a bi-weekly statement 
showing pay period covered, gross earnings, and all 
deductions. 

 
Any employee now receiving a wage rate above the 
minimum wages set forth in Appendix “A” shall not be 
reduced by the Employer, by reason of the signing of 
this Agreement. 

 
5.2 Sunday Premium Pay – All employees who work on 

Sunday shall receive, in addition to their straight-time 
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hourly rate, a premium of one ($1.00) dollar per hour for 
each hour worked on Sunday. 

 
5.3  Night Shift Premium 

 
All hours worked by an employee between ten o’clock 
(10:00) p.m. and seven o’clock (7:00) a.m. shall be 
considered as shift work and paid for at the applicable 
straight time/overtime rate plus two ($2.00) dollars per 
hour shift premium for each full hour worked during this 
period.   
 

 Night-shift premium shall not be added to the 
employee’s hourly rate of pay for the purpose of 
computing overtime pay. 

 
5.4 Creation of New Jobs and Departments 
 

The Employer may continue with the present list of 
departments and establish new departments in 
accordance with the needs of the business, provided 
that the Employer shall notify the Union of the creation 
of new departments as soon as possible.  The 
Employer shall establish a rate for those employees 
working in the new classifications and shall meet with 
the Union within thirty (30) days of the implementation 
of the new rates to discuss the matter.  Should there be 
a disagreement with respect to the rate of pay, 
established by the Employer, that can not be resolved 
through the grievance procedure, then the matter shall 
be resolved pursuant to Article 17 of the Collective 
Agreement. 
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5.5 Additional Compensation 
 

Notwithstanding Article 11.3 of the Collective 
Agreement, the Employer may designate the 
individuals who will occupy the following classifications: 

 
Meat Manager 
Assistant Meat Manager 
Deli Manager 
Assistant Deli Manager  
Fish Department Manager 
Chinese Kitchen Manager 
 
Each store will have only one of each of these 
classifications. 
  
The foregoing positions are full time jobs with the 
exception of the Chinese Kitchen Manager which may 
be part time. 
 
Employees who were appointed to these 
classifications after June 10th, 2011 and are demoted 
or voluntarily step down will be placed in the store and 
classification that they were promoted from at the rate 
corresponding to their career hours.   
 
In the event that an employee was hired into one of 
these classifications, they will be placed in a store 
and classification at the discretion of the Employer 
at a rate corresponding to their career hours on the 
applicable scale. 
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5.6 Rates for Relief Work 
 

When an employee is assigned to relieve the Meat 
Manager (Head Meat Cutter) for two (2) days or more 
in a week, he/she shall be paid eighty-five ($0.85) cents 
per hour or the applicable Manager rate whichever is 
greater for all time so employed. 
 
An employee will be assigned to relieve an Assistant 
Meat Manager (Assistant Head Meat Cutter), Deli 
Manager, Assistant Deli Manager, Fish Manager and/or 
Chinese Kitchen Manager for two (2) days or more in a 
week, they shall, as a minimum, be paid the applicable 
rate established for all time so employed. 
 
When a part-time employee relieves a Meat Manager 
(Head Meat Cutter), Assistant Meat Manager (Assistant 
Head Meat Cutter), Deli Manager, Assistant Deli 
Manager, Fish Manager and/or Chinese Kitchen 
Manager they shall be paid the applicable Manager 
rate. 
 
An employee will be assigned to relieve the Meat 
Manager (Head Meat Cutter), and/or Deli Manager 
when the Meat Manager (Head Meat Cutter) and/or the 
Deli Manager is absent.  The employee providing relief 
will be the Assistant Meat Manager (Assistant Head 
Meat Cutter), and/or Assistant Deli Manager, when 
available. 
 
An employee will be assigned to relieve the Assistant 
Meat Manager (Assistant Head Meat Cutter) and/or the 
Assistant Deli Manager when: 
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(a) The Assistant Meat Manager (Assistant Head 
Meat Cutter) and/or the Assistant Deli Manager  is 
absent from the store two (2) or more days in a 
week, or; 

 
(b) The Assistant Meat Manager (Assistant Head 

Meat Cutter) and/or the Assistant Deli Manager is 
relieving the Meat Manager (Head Meat Cutter) 
and/or the Deli Manager who is absent for periods 
of one (1) week or more. 

 
When both the Assistant Meat Manager (Assistant 
Head Meat Cutter) and Meat Manager (Head Meat 
Cutter) and/or the Assistant Deli Manager and Deli 
Manager are at work, but for their regular scheduled 
days off, the relief pay for the Assistant Meat Manager 
(Assistant Head Meat Cutter) and/or Assistant Deli 
Manager position will be limited to a maximum of two 
(2) days. 
 
In circumstances where relief pay is required, 
preference will be given to qualified home store 
employees and may include a Meat Clerk.     

 
5.7 Float Staff 
 

The primary purpose of the Float Staff is to provide 
vacation relief for full-time Meat Cutters and Meat 
Clerks (Wrappers).  In addition, when possible, the 
Float Staff will provide relief for unscheduled absences 
due to sickness or injury and will make employees 
available to stores requiring extra shifts due to 
unexpected additional sales. 
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The Float Staff will consist of full-time employees in the 
Meat Cutter and Meat Clerk classifications who have 
applied by seniority for the positions with the following 
exceptions: 
 
(a) Meat Managers. 
 
(b) Assistant Meat Managers. 
 
(c) Employees who are left on, placed on, or taken off 

of the Float Staff by mutual agreement between 
the Union and the Employer. 

 
Effective March 15th, 2015, Meat Cutters and Meat 
Clerks will be paid a premium of one ($1.00) dollar per 
hour for each full hour worked on the float pool. 
 
Employees wishing to be placed on the Float Staff can 
apply in writing to the Human Resources Department, 
and as vacancies arise, their applications will be filled in 
order of seniority.  Should there not be enough 
employees who apply, the most junior capable full-time 
employees will be assigned to the Float Staff. 
 
Employees wishing to come off the Float Staff must 
give thirty (30) days written notice to the Employer with 
a copy to the Union.  Should there be a suitable 
replacement available, this employee will be placed in a 
store at the discretion of the Employer.  The Union will 
be advised of the placements. 
 
The Employer will determine the number of positions 
on the Float Staff and may adjust the numbers due to 
operational requirements.  Should the Employer 
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reduce the number of employees on the Float Staff, the 
most junior employee will be the first to be removed. 
 
Upon being assigned to a store, Float Staff employees 
will be scheduled in accordance with the Collective 
Agreement. 
 
Should the need arise for a Float Staff for other 
classifications, the same guidelines above will apply. 
 
Should the Employer encounter any unforeseen 
problems with the above system, the Union agrees to 
meet with the Employer to resolve the issue. 
 

5.8 Credit for Previous Comparable Experience  
 

New employees hired into the Meat Cutter classification 
will be classified according to previous comparable 
experience. New employees hired into other 
classifications will be classified according to previous 
comparable Safeway experience.  New employees 
having previous comparable experience may be paid a 
lower scale of wages than their experience calls for, but 
not less than the minimum rate established by this 
Agreement for a period not to exceed thirty (30) days 
from the date of employment. This thirty (30) day period 
may be extended by mutual agreement between the 
Union and the Employer for the purpose of enabling an 
employee, or the Employer, to obtain confirmation of 
claimed previous experience. 

 
Providing the employee's services are retained, then 
after a thirty (30) day period, or such extended period 
as mutually agreed upon, they shall receive any 
difference between their rate of pay, and the rate for 
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which their experience qualifies them.  It is further 
understood that the rate paid retroactively shall not 
apply to the first two (2) calendar weeks. 

 
New employees shall receive written notification 
advising them of the requirements to qualify for 
previous experience credit.  Once per month, the 
Employer will provide to the Union a list that includes 
the names of employees who have been granted credit 
for previous experience and their wage rate.  The Union 
shall have thirty (30) days from receipt of such notice to 
challenge the amount of credit given or not given.  No 
consideration shall be given to any disagreement 
pertaining to the credit for previous experience if 
presented later than fifteen (15) days following 
completion of the employee’s probationary period, 
unless extended by mutual agreement between the 
Union and the Employer, provided the Employer has: 

 
(a) Provided the employee with a new employee letter 

provided for in Article 2.2 of this Agreement not 
later than two (2) weeks from the date of 
employment. 

 
(b)  Provided the employee with a written notification 

advising them of the requirements to qualify for 
previous experience credit. 

 
(c) Provided the Union with a list that includes the 

names of employees who have been granted 
credit for previous experience and their wage rate. 

 
Any employee who accepted a buyout under a previous 
Safeway Collective Agreement will not be eligible for 
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credit for that previous Safeway experience related to 
the buyout if rehired at a later date. 

 
 
Article 6 – Vacations 
 
6.1 Full-time employees shall accumulate vacation 

entitlement and vacation pay and part-time employees 
will have the opportunity to schedule time off without 
pay and accumulate vacation pay as follows: 

 
Length of Service Vacation Entitlement % of Gross 

Earnings 

   

1 year or more 2 weeks of vacation 4% 

3 years or more 3 weeks of vacation 6% 

8 years or more 4 weeks of vacation 8% 

13 years or more 5 weeks of vacation 10% 

18 years or more 6 weeks of vacation 12% 

23 years or more 7 weeks of vacation 14% 

 
For full-time employees, “length of service” shall mean 
the employees’ length of service as a full-time 
employee plus any vacation entitlements as per Article 
6.8.  For part-time employees, “length of service” shall 
mean the employees’ length of continuous service with 
the Employer. 
 
For all employees, “% of Gross Earnings” shall mean a 
percentage of all monies received directly from the 
Employer (wages, overtime, bonuses, premiums, 
vacation pay, sick leave credit payments and other 
items of a similar nature). 
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6.2 Vacation will be taken in periods of not less than one 
(1) week’s duration. 

 
6.3 Full-time employees shall receive their vacation pay at 

the rate of two (2%) percent of the employee’s total 
gross earnings for the previous calendar year or forty 
(40) hours at the employee’s regular hourly rate if 
greater.  All time lost (up to thirty-one (31) consecutive 
days) because of sickness, occupational or non-
occupational accident, all time absent on full-time 
vacation, paid General Holidays and all time spent at 
Meat Cutter apprenticeship schools (assuming the 
employee returns to the Employer following the 
completion of his/her course) shall be considered as 
time worked for vacation purposes. 
 
All employees, whose absence due to occupational or 
non-occupational accident, sickness or unpaid leave of 
absence, extends beyond thirty-one (31) consecutive 
days and results in less than forty (40) hours per week, 
he/she shall have his/her vacation pay pro-rated in the 
subsequent vacation year and the above table will not 
apply. 
 
The Union will be provided with a list of all employees 
who have their vacation pay pro-rated and affected 
employees will be notified by mail using their last 
known address. 
 

6.4 Part-time employees shall have their vacation pay for 
the previous January 1st to December 31st provided by 
February 28th. 
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Part-time employees with less than one (1) year service 
shall receive vacation pay at a rate of four (4%) percent 
of gross earnings. 
 

6.5 The time period from May 15th to September 15th of 
each year shall be considered the prime vacation 
period.  For Meat Cutters and Meat Clerks in the City 
of Calgary as outlined in Article 6.6, the time period 
from April 1st to September 30th of each year shall 
be considered the prime vacation period.  Full-time 
employees with three (3) or more weeks of vacation 
entitlement may schedule a maximum of two (2) 
weeks of their vacation (consecutively where 
operationally feasible) during the prime time period.  
Full-time employees with five (5) or more weeks of 
vacation entitlement may schedule a maximum of 
three (3) weeks (consecutively where operationally 
feasible) during prime time.  These maximums may 
be exceeded at the Employer’s discretion.  Should 
this occur, it must be done in order of seniority 
within the scheduling group.  No request will be 
unreasonably denied. 

 
6.6 In the City of Calgary vacation selection for Meat 

Cutters and Meat Clerks shall be as follows: 
 
All Meat Cutters and Meat Clerks shall be divided into 
three (3) groups designated as Red, White and Blue.  
Employees will select their weeks of vacation in order 
of their seniority within their colour group.  All 
employees in one colour group will select their weeks of 
vacation allowed during prime time prior to the next 
group selecting their prime time vacations.  To reduce 
the number of weeks necessary to complete the 
selection of vacation dates, the selection of non-prime 
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time weeks will take place, by colour group, in reverse 
order to the selection of prime time weeks.  The 
selection process will not begin prior to August of the 
previous year. 
 
The Employer shall provide to the Union the number of 
employees allowed off each week and identify any 
weeks which have restrictions applied to them. 
 
The order of selections will be as follows: 

 
 2015 2016 2017 

 (Apr-
Sept) 

(Oct-
Mar) 

(Apr-
Sept) 

(Oct-
Mar) 

(Apr-
Sept) 

(Oct-
Mar) 

Red 1 3 3 1 2 2 

White 2 2 1 3 3 1 

Blue 3 1 2 2 1 3 

 
Should the number of employees in each group 
become unbalanced, the Employer and the Union will 
meet to agree on a method of balancing the numbers.  
Should there be problems with the above system, the 
Employer and the Union will meet no later than thirty 
(30) days after the request of either party to resolve the 
issues.  Scheduling lists (Red, White, and Blue) and 
completed vacation schedules shall be supplied to the 
Union upon request. 

 
6.7 All departments, other than meat departments in 

Calgary are to schedule vacations as follows: 
 

(a) Seniority as defined in Article 11 shall apply, 
provided it is operationally feasible, in preference 
for vacations within the store and scheduling 
group.  Full-time employees are considered senior 
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to part-time employees.  Part-time vacation 
schedules will be completed following the 
selection by full-time employees by seniority. 

 
(b) Vacation planners shall be posted by December 

1st of the preceding year for both full-time and 
part-time employees.  Employees shall be listed 
on the planner in accordance with their seniority.  
Full-time employees shall submit their vacation 
preferences for Management approval prior to 
January 31st.  Employees who wish to take 
weeks of vacation prior to March 1st must 
advise the Employer of these selections by no 
later than December 31st. The Employer will 
make the final determination of assigned dates 
based on existing conditions, and post a 
completed vacation planner for full-time 
employees by February 28th. 

 
Full-time employees who have not made their 
vacation selection by January 31st shall lose their 
opportunity to schedule any remaining 
unscheduled vacation subject to their seniority 
unless employees are absent because of 
approved leaves of absence, extended disability 
leaves or other bona fide absences.  All 
reasonable accommodations will be made for the 
selection of vacation by said absent employees 
upon their return to work.   

 
Part-time employees shall submit their vacation 
preferences for Management approval prior to 
March 15th.  The Employer will make the final 
determination of assigned dates based on existing 
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conditions, and post a completed vacation planner 
for part-time employees by April 1st. 

 
(c) Part-time employees with thirteen (13) or more 

years of continuous employment with the 
Employer will have the opportunity to schedule 
three (3) weeks of time off during prime time, if 
weeks are available. 

 
(d)   Any weeks that may become available in any of 

the departments shall follow the above selection 
process. 

 
(e)   All other full-time unscheduled vacation will be 

scheduled at the Employer’s discretion after a 
discussion with the employee and no less than 
four (4) weeks notice. 

  
(f) When a General Holiday occurs during an 

employee's vacation, the employee will be entitled 
to an extra day's vacation.  

   
6.8 A part-time employee proceeding to full-time 

employment will be credited with the number of hours 
accumulated during the employee’s continuous service 
with the Employer as a part-time employee and 
provided the employee’s service is continuous from 
part-time to full-time.  The credited hours will be 
balanced with the annual hours of a regular full-time 
employee to establish the appropriate yearly credit for 
future vacation entitlement as provided above. 

 
6.9 Upon termination of employment, employees shall 

receive any earned vacation pay during the period of 
employment for which vacation allowance has not been 
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paid at the appropriate rate described in the table 
above.  Employees with less than one (1) year of 
service will receive four (4%) percent of their gross 
earnings for any unpaid portion of vacation pay. 

 
 
Article 7 – Leaves of Absence  
 
7.1 Funeral/Bereavement Leave 
 
 In the event of death in the immediate family of an 

employee, the employee will be granted leave of 
absence with pay to attend the funeral, or to make other 
arrangements, at the time of bereavement.  The length 
of such absence shall be at the discretion of the 
Employer.  The term "immediate family" shall mean: 
spouse, parent/step parent, child, brother, sister, mother-
in-law, father-in-law, sister-in-law, brother-in-law, son-in-
law, daughter-in-law, grandmother, grandfather, 
grandmother-in-law, grandfather-in-law, grandchildren, 
aunt, uncle, niece and nephew or any relative living in 
the household of the employee. 

 
  Notwithstanding the foregoing, if the death is a case of 

spouse, father, mother or child/step child, the employee 
shall be entitled up to one (1) weeks leave of absence 
with pay at the time of bereavement. It is understood that 
in the case of a part-time employee, the compensation 
shall be at the average hours worked during the 
preceding four (4) weeks. 

 
  Common law and same sex spouses are to be 

recognized by the Employer for the provisions of this 
article. 
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 An employee’s day off will not be used to circumvent 
funeral/bereavement leave. 

 
7.2 Personal Leave 
 
 Employees with one (1) year service with the Employer 

may request a leave of absence, without pay, for a 
period not to exceed four (4) months, upon written 
application through the Store Manager (with a copy to 
the Human Resources Department).  If the request is 
refused, the employee shall be so advised as to the 
reasons for the refusal in writing.  The Union will 
receive a copy of this letter. 

 
Applications for leave of absence must be submitted in 
writing at least sixty (60) days prior to the period for 
which leave is intended.  It is understood that there may 
be circumstances where the sixty (60) day time frame 
may not be available, in those cases the request will be 
adjudicated as above.  The employee shall be advised 
of the Employer’s answer within fifteen (15) days of the 
request.   

 
Personal leaves will not be considered for 
circumstances covered by any other leave of absence 
provision in the Collective Agreement. 

 
7.3 Compassionate Leave  
 

Requests for compassionate leave by employees will 
be dealt with on an individual basis. 

 
7.4 For employees on approved Funeral Leave and 

Personal Leave, the Employer will pay for all Employer 
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benefits for which the employee qualifies for the first 
thirty (30) days of the approved leave of absence. 

 
7.5 Leave for Parents  
 

(a) Maternity Leave 
 

Employees shall request a leave of absence 
without pay up to a maximum of fifteen (15) weeks 
because of pregnancy.  Such request will be 
granted, provided the employee submits to her 
Employer a request, in writing, for such leave at 
least two (2) weeks prior to the date she intends to 
commence such leave, together with a certificate 
from a qualified medical practitioner, certifying that 
she is pregnant and indicating the estimated date of 
confinement.  Such leave may, at her discretion, 
commence twelve (12) weeks or more (depending 
on medical requirements) prior to confinement and 
the period, if any, between the date of confinement 
mentioned in the certificate and the actual date. 
 
Employees will continue to accrue seniority while 
on maternity leave. 
 
Employees will have the option of maintaining their 
coverage under the Employer benefit plan by pre-
paying the cost of those benefits prior to 
commencing such leave. 
 
Where a pregnant employee, who has qualified for 
group benefits, is disabled and cannot perform her 
regular duties, she may apply for sick 
benefits/group insurance benefits as per the 
Collective Agreement. 
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The employee, when returning to work at the end of 
her leave (maternity or parental leave) shall give 
the Employer two (2) weeks notice of date of return 
and submit a certificate from her doctor, indicating 
that her resumption in employment will not, in 
his/her opinion, endanger her health. 
 
Employees, who commence maternity leave, will 
have benefits reinstated upon return to work. 
 
The employee shall be returned to her former 
position at the completion of her leave of absence. 

 
(b) Parental/Adoption Leave 
 

An employee may request a parental or adoption 
leave of absence without pay for the care and 
custody of a newborn child or an adoptive child 
under the law of the Province.  Such leave of 
absence will be to a maximum of thirty-seven (37) 
weeks.  Further, such leave of absence shall be 
granted provided the employee requests the leave 
in writing at least two (2) weeks before the date 
specified in the application as the date the 
employee intends to commence the leave.  The 
leave will be taken during the first fifty-two (52) 
weeks after the birth of the child or, in the case of 
an adoption, after the child comes into the custody 
of the employee. 
 
The employee shall continue to accrue seniority 
while on such leave. 
 
Employees will have the option of maintaining their 
coverage under the Employer Benefit Plan by 
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pre-paying the cost of those benefits prior to 
commencing such leave. 
 
Employees who choose not to maintain their 
benefit coverage under the Employer Benefit Plan 
will have their benefits reinstated upon return to 
work. 
 
The employee, when returning to work, shall give 
the Employer two (2) weeks notice of return to 
work. 
 
The employee shall be returned to his/her former 
position at the completion of his/her leave of 
absence. 

 
(c) Working while on Parental/Adoption Leave 

 
The Employer and the Union agree that any 
employee on Parental/Adoption leave will have the 
opportunity to work to a maximum of twenty-five 
(25%) percent of their Employment Insurance 
Benefit level, if they so desire. 
 
Employees electing to work part-time hours must 
fill out a part-time availability form.  These 
employees will be placed on the part-time 
schedule using their current employment date and 
will be scheduled as per the part-time scheduling 
rules. 
 
It is understood that the employee is responsible 
for the maintenance of benefits as per Article 7.5. 
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Should problems arise, the Employer and the 
Union will meet to resolve the issues, this may 
include not allowing this practice to continue 
forward. 
 

(d)  Pre-Payment of Employer Benefits when going on 
Parental Leaves  

 
Those employees wishing to maintain their 
coverage under the Employer Benefit Plan while 
on parental leaves, must pre-pay the cost of those 
benefits prior to commencing such leave by either 
paying the full amount or by providing up to four 
(4) post-dated cheques. 

 
7.6 Paternity Leave 
 

An employee about to become a father shall be entitled 
to an unpaid leave of absence of up to two (2) days at 
the time of the birth of his child. 
 

7.7 Family Leave 
 

An employee who has been employed for at least thirty 
(30) days is entitled to up to five (5) days of unpaid 
leave during each calendar year to meet responsibilities 
related to: 
 
(a) The care, health or education of a child in the 

employee’s care or, 
 
(b) The care or health of any member of the 

employee’s immediate family. 
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An employee wishing to take a family leave must give 
the Employer as much notice as reasonable and 
practicable in the circumstances. The Employer may 
require the employee to provide reasonable verification 
of the necessity of the leave. 

 
7.8 Educational Leave 
 

Full-time employees with two (2) or more years 
continuous full-time service with the Employer may 
request an educational leave of absence for up to one 
(1) year without gain or loss of seniority. 
 
The following terms shall apply to such applications: 
 
(a) An employee who wishes to make application for 

an educational leave of absence shall submit 
his/her request in writing to the Human Resources 
Manager with a copy to the Store Manager and a 
copy to the Union office. 

 
(b) The employee must have made application to 

attend an accredited educational institution. 
 
(c) Such leave will be granted on a one (1) time only 

basis for each employee. 
 
(d) A maximum of two (2) employees who work in the 

Employer’s stores covered by this Agreement will 
be allowed to be on an educational leave at any 
one (1) time. 

 
(e) Notwithstanding the foregoing, the Employer may 

grant educational leaves of absence which 
exceed the maximum set out above. 
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(f) During the period of educational leave, the 

employee may choose to prepay their full-time 
benefits. 

 
(g) The absence of a full-time employee on an 

educational leave will not create a full-time 
vacancy for the purpose of Article 11 – Seniority. 

 
(h) Leave of absence will terminate should the 

employee cease to attend the institution for which 
the leave was granted. 

 
(i) All educational leaves of absence will be 

approved at the Employer’s discretion. 
 
(j) An employee shall be returned to his/her former 

classification at the completion of his/her leave of 
absence. 

 
(k)  Employer (other than Safeway Operations) 

sponsored training programs do not qualify for 
educational leave. 

 
7.9 Military Leave 
 

An employee who is a member of the Canadian Armed 
Forces and who is called to active duty will be granted 
a leave of absence.  The Employer will pay the cost of 
any benefits, for the period of the leave, to which they 
are entitled at the time of their leave. 
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7.10 Jury Duty Pay and Material Witness  
 

(a) Employees, summoned to Jury Duty (including Jury 
Selection) or subpoenaed as a material witness 
shall be paid wages amounting to the difference 
between the amount paid them for such services 
and the amount they would have earned had they 
worked on such days. This does not apply if the 
employee is summoned on his/her regular day(s) 
off. 

 
(b) Employees shall return to work within a 

reasonable period of time.  They shall not be 
required to report if less than two (2) hours of their 
normal shift remain to be worked.  Total hours on 
Jury Duty or when serving as a material witness 
and actual work on the job in the store in one day 
shall not exceed eight (8) hours for purposes of 
establishing the basic workday.  Any time worked 
in the store in excess of the combined total of 
eight (8) hours shall be considered overtime and 
paid as such under the Agreement. 

 
(c) In order to be eligible for the foregoing benefit an 

employee must notify the Store Manager as soon 
as possible after receipt of Notice of Selection for 
Jury Duty or after receipt of Subpoena to Appear as 
a Witness. 

 
  (d) Appearance as Witness on the Employer's 

Business 
 

(i) Any employee who is required or summoned 
to appear in Court on behalf of the Employer 
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will be paid up to eight (8) hours at the 
straight time rate of pay.  Employees who are 
required to appear in Court on behalf of the 
Employer on their day off will be paid a 
minimum of four (4) hours pay at the straight 
time rate of pay. 

 
(ii) It is understood that payment of the foregoing 

witness pay will not be counted as hours 
worked for the purpose of calculating overtime 
on a weekly basis. 

 
(iii) It is also agreed that employees must return 

all fees provided to them by the Court in 
excess of ten ($10.00) dollars.  Employees 
who are reimbursed by the Court for incidental 
expenses such as mileage or parking may 
keep such reimbursements. 

 
  (e) Appearance as a Witness on the Union’s Business 

 
Where the Union subpoenas an employee of 
Safeway Operations covered under the terms of 
Collective Agreements with the United Food and 
Commercial Workers Canada Union, Local No. 
401, the Union will be responsible for any lost 
wages of the employee concerned. 

 
7.11 An employee who receives an approved leave of 

absence shall: 
 

(a) Continue to accumulate seniority, and 
 
(b) Not suffer an interruption in service relative to their 

vacation eligibility. 
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 Employees shall not work during leaves of absence, 
except as provided in Article 7.8 above.  Any employee 
failing to return at the end of any leave of absence may 
be terminated. 

 
 
Article 8 – Health and Welfare and Sick Leave  
 
8.1 The Employer agrees during the term of this Collective 

Agreement to make available the following benefits or 
similar benefits as mutually agreed upon between the 
Union and the Employer to eligible employees regularly 
working full-time: 

 
(a) A.H.C.I. or such other medical plan that will 

provide similar benefits. 
 
(b) Group Life Insurance and Weekly Indemnity 

benefits. Weekly Indemnity payments to be in the 
amount of seventy (70%) percent of the straight-
time weekly wage. 

 
(c) Effective November 1st, 1984, the Employer will 

provide a supplementary health service plan, 
which includes prescription coverage of eighty 
(80%) percent through a drug reimbursement 
plan. 

 
(d) A vision care plan to eligible employees which 

provides reimbursement up to two hundred 
($200.00) dollars per person per twenty-four (24) 
months, in connection with the purchase, repair of 
prescription lens and/or frames, with the 
additional provision that the aforementioned 
maximum benefit is annual where the claimant is 
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the employee’s child under fourteen (14) and 
there is a change in the prescribed lens. 
Reimbursement for an eye exam (to a maximum 
of sixty ($60.00) dollars) and for corrective lenses 
will be up to a combined maximum of two hundred 
($200.00) dollars (with no deductible) in a twenty-
four (24) month period. 

 
(e) Hearing Aids 
 
  Effective January 1st, 1996, the Employer will 

provide a hearing aid plan for employees already 
receiving the Group Insurance Package and their 
dependents.  The benefit will be three hundred 
fifty ($350.00) dollars every four (4) years. 

 
 (f) The Employer shall pay one hundred (100%) 

percent of the cost of the above listed benefits. 
 
  It is understood and agreed that all matters of 

eligibility, coverage and benefits shall be as set 
out in the plan and as determined by the carrier. 

 
(g) Additional Understanding 
 
  The Employer will supply the Union with copies 

of Group Insurance, Weekly Indemnity, 
Supplementary Health (including prescription 
drugs), and Vision Care Plans. 

 
8.2 A regular full-time employee shall be considered eligible 

when they have completed thirteen (13) consecutive 
weeks of full-time employment with the Employer.  All 
eligible employees must enroll for these benefits as a 
condition of employment. 
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8.3 A full-time employee reduced to part-time shall be 

eligible for benefits to which they may be entitled under 
the plans referred to in Section 1 above. 

 
A regular full-time employee having accumulated sick 
leave credits and who is reduced to part-time status by 
the Employer will be paid sick leave to the extent of 
such accumulation for actual time off the job, due to 
illness, not covered by Weekly Indemnity. 

 
8.4 Group Life Insurance and Weekly Indemnity 
 

The Employer agrees to make available to regular full-
time employees who have completed thirteen (13) 
consecutive weeks of full-time employment, Group Life 
Insurance and Weekly Indemnity benefits as described 
in the booklet, “Group Insurance Benefits for You and 
Your Dependents – Canadian Plan – Safeway and 
Affiliated Companies”. 
 
 It is understood all the rules of the plan shall apply. 
 
The Employer shall advise the Union of any 
amendments to the plan as they occur. 
 
Weekly Indemnity benefits shall be paid commencing 
on: 
 
The first day of hospitalization due to non-occupational 
accident or sickness or where no hospitalization is 
involved, the fourth (4th) day of absence due to sickness 
or accident within a twenty-six (26) week benefit period. 
 
 



- 42 - 

8.5 Health and Welfare Benefits:  Part-Time Employees 
 
A part-time employee who has worked an average of 
thirty-two (32) hours per week for thirteen (13) 
consecutive weeks will be eligible for the following 
coverage: 
 
(a) Group Life Insurance and Weekly Indemnity 

Benefits:  Life Insurance in the amount of five 
thousand ($5,000.00) dollars; Weekly Indemnity 
payments in the amount of seventy (70%) percent 
of average weekly earnings. 

 
(b) Alberta Health Care. 
 
(c) Effective November 1st, 1984, the Employer will 

provide a supplementary health service plan, 
which includes prescription coverage of eighty 
(80%) percent through a drug reimbursement 
plan. 

 
(d) A vision care plan to eligible employees which 

provides reimbursement up to two hundred 
($200.00) dollars per person per twenty-four (24) 
months, in connection with the purchase, repair of 
prescription lens and/or frames, with the 
additional provision that the aforementioned 
maximum benefit is annual where the claimant is 
the employee’s child under fourteen (14) and 
there is a change in the prescribed lens. 
Reimbursement for an eye exam (to a maximum 
of sixty ($60.00) dollars) and for corrective lenses 
will be up to a combined maximum of two hundred 
($200.00) dollars (with no deductible) in a twenty-
four (24) month period. 
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(e) Hearing Aids 
 
  Effective January 1st, 1996, the Employer will 

provide a hearing aid plan for employees already 
receiving the Group Insurance Package and their 
dependents.  The benefit will be three hundred 
fifty ($350.00) dollars every four (4) years. 

 
 (f) Part-time employees who, at March 14th, 1993, 

were qualified for the Group Benefit Package will 
retain benefits held and will maintain eligibility for 
group benefits, unless voluntarily restricting their 
availability, even though their hours per week 
average less than thirty-two (32) hours over 
thirteen (13) consecutive weeks. 

 
  Part-time employees who after March 14th, 1993, 

qualify for the Group Benefit Package will lose 
those benefits or pay one hundred (100%) 
percent of the cost of benefits if they do not 
maintain an average of thirty-two (32) hours per 
week for thirteen (13) consecutive weeks. 

 
  In order to ensure coverage under these benefits, 

a part-time employee must immediately accept 
coverage upon notification of eligibility by the 
Employer. 

 
  It is understood and agreed that all matters of 

eligibility coverage and benefits shall be as set out 
in the plan as determined by the carrier. 

 
  Effective November 7th, 1988, a part-time 

employee who voluntarily restricts their hours and, 
consequently, fails to maintain an average of 
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thirty-two (32) hours per week for thirteen (13) 
consecutive weeks, shall cease to be eligible for 
the foregoing benefits. 

 
  A part-time employee who chooses to work fewer 

hours than their seniority entitles them to shall, 
within thirty (30) days of the effective date of this 
Agreement, advise the Employer, in writing, that 
they are restricting their hours. 

 
  A part-time employee who has restricted their 

hours pursuant to this section and, subsequently, 
lifts their restriction, must advise the Employer in 
writing. 

 
General Holiday pay shall be included in the 
calculation of the part-time benefit qualifier 
and maintenance of same. 

 
8.6 The Employer agrees to advise the Union in writing of 

the Employer’s Weekly Indemnity and Group 
Insurance Plan for all eligible employees covered by 
this Agreement, and of such changes as may be made 
from time to time. 

 
8.7 Should a Government institute legislation to the effect of 

which it is to supplement or overlap existing benefits, 
the parties signatory to this Agreement agree to 
immediately discuss modifications of the present 
benefits so that the total costs of the combined plans 
will be limited to the level outlined in this Agreement, 
such change to be effective as of the date the plan is 
altered due to the above-mentioned legislation. 
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8.8 Sick Leave 
 

(a) Full-time employees shall accumulate sick leave 
credits at the rate of four (4) hours for each full 
calendar month of employment up to a maximum 
of two hundred eight (208) hours.  Credits shall 
accumulate only on full-time employment following 
the completion of the thirteen (13) consecutive 
weeks full-time employment eligibility period. 
 

 (b) The Employer may require the employee to 
provide a doctor’s certificate verifying any 
absence due to disability. 

 
 (c) The Employer shall apply any accumulated sick 

leave to absence due to sickness not covered by 
insured Weekly Indemnity benefits (or similar 
benefits) and shall supplement Weekly Indemnity 
benefits (or similar benefits) with unused sick 
leave credits in an amount equal to but not to 
exceed the employee’s normal earnings. 

 
 (d) Employees, if found abusing this privilege, shall 

be disciplined by the Employer.  In such cases, 
the Employer may discontinue or reduce the 
benefit of the employees.  However, such cases 
shall be subject to the grievance procedure. 

 
 (e) If an employee retires on pension, is permanently 

laid off or is totally disabled due to occupational 
accident, injury or illness as recognized by the 
Workers’ Compensation Board, they shall be paid 
unused accumulated sick leave credits. 
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(f) An employee who returns to work after absence 
due to illness or injury must be returned to his or 
her job without loss of seniority when capable of 
performing his or her duties. 

 
 Upon recuperation from an accident or illness, an 

employee will give the Employer as much notice 
as possible of his or her intention to return to 
work. 

 
 The Employer will give the Union ninety (90) days 

notice of its intention to terminate an employee for 
absence due to illness or injury.  A copy of the 
notice will be mailed to the employee’s last known 
address. 

 
(g) The Employer agrees to comply with Provincial 

Legislation which applies to the accommodation 
of disabled employees.  The Union and the 
Employer agree to review together, on an 
individual basis, the cases of employees who 
become disabled and are unable to perform their 
regular job duties. 

 
 (h) An employee’s sick leave credits will be shown on 

their pay stub. 
 
8.9 Workers’ Compensation 
 

Full-time employees qualified for compensation from 
the Workers’ Compensation Board shall, in addition to 
the amount received from the Workers’ Compensation 
be paid monies to a maximum of one hundred (100%) 
percent of their straight time earnings based on the 
employee’s regular contract rate, for the first three (3) 



- 47 - 

days, and to a maximum of seventy-five (75%) percent 
thereafter, if Workers’ Compensation does not pay 
seventy-five (75%) percent of the employee’s regular 
contract wages.  Such payment shall continue while 
they are receiving the regular weekly payment from the 
Compensation Board.  However, if it is determined by 
the Compensation Board the person shall not be 
capable of returning to their former job, then the 
Employer shall subsidize their regular earnings on the 
foregoing basis up to a maximum of thirteen (13) weeks 
from date of accident. 

 
8.10 Employee Rehabilitation 
 

(a) When an employee is unable to perform their 
regular job due to occupational or non-
occupational accident or illness, the Employer and 
the Union agree to work together to find suitable 
alternate rehabilitative work for the employee 
within the bargaining unit. 
 

(b) Further to the above, the parties agree to the 
following steps: 

 
(i) Hold Joint Labour Management meetings as 

required to discuss the administration of 
modified work. 
 

(ii) When there is a meeting with the WCB Case 
Manager, Safeway Operations’ Claims 
Specialist and the employee, the Union will 
be contacted and with the employee’s 
approval be invited to attend the meeting. 
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(iii) The Employer agrees to a process of sending 
an email to the Store Manager, to be 
forwarded by the Store Manager to the 
employee and the employee’s immediate 
Supervisor.  The Union will be copied on the 
emails.  The emails will outline the following: 

   
(1) Employee’s name, department and 

store number. 
(2) The estimated time period for the 

modified work. 
(3) The restrictions (physical and time). 

 
 (c) The Employer will give the Union ninety (90) 

days notice of its intention to terminate an 
employee for absence due to illness or injury.  
A copy of the notice will be mailed to the 
employee’s last known address. 

       
8.11 Long Term Disability 
 

The Employer shall bear the cost of a long term 
disability plan (LTD) for those employees regularly 
working full time. 
 
The benefit period commences on the first (1st) day 
immediately following the exhaustion of Weekly 
Indemnity and Employment Insurance benefits. 
 
Benefits are payable monthly in arrears from the date 
the benefit period commences to age 65, the 
employee’s retirement date at which he can retire on 
pension without actuarial reduction under the applicable 
pension plan, recovery or death, whichever first occurs, 
for both accident and sickness. 
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The total disability income is equal to fifty (50%) 
percent of base weekly earnings at the date of disability 
up to a maximum of one thousand four hundred 
($1,400.00) dollars per month.  For all disabilities 
occurring on or after March 16th, 2008, the amount will 
be increased to one thousand eight hundred 
($1,800.00) dollars per month. For all disabilities 
occurring on or after June 10th, 2011, the amount will 
be increased to two thousand ($2,000.00) dollars per 
month. The total disability income is inclusive of any 
disability payments, including lump sum payments, 
from government sponsored plans.  Government 
sponsored plans include Workers’ Compensation, 
Canada Pension Plan (CPP), Quebec Pension Plan 
(QPP), or any other group disability plan or income 
replacement program, the cost of which the Employer is 
or may be required to contribute by law or Collective 
Agreement.  The amount of any payment received from 
the CPP or the QPP are to be frozen at the 
commencement of disability so that subsequent 
increases in CPP/QPP will not further reduce benefit 
payments under the Long Term Disability Income Plan. 
 
It is understood and agreed that all matters of eligibility 
coverage and benefits shall be as set out in the plan 
and as determined by the carrier. 

 
8.12 Medical Report 
 
 The Employer agrees to pay the full cost for the report 

required by the Employer for Weekly Indemnity benefits 
to a maximum of fifty ($50.00) dollars.  The employee 
shall either ask the doctor to submit an invoice to the 
Employer or shall pay directly and upon presentation 
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of a receipt will receive reimbursement as described 
above.  The Employer will pay the reimbursement 
described above to a maximum of three (3) reports 
related to a specific claim. 

 
The Employer agrees to notify the Union when the 
number of medical reports associated with one (1) 
claim exceeds three (3).  Upon request, the Employer 
and the Union will review the claim. 

 
8.13 Physical Examinations 
 

Where the Employer requires an employee, or 
applicant for employment to take a physical 
examination, or related examinations, doctor’s fees for 
such examinations shall be paid by the Employer.  The 
first such examination shall be taken on the employee’s 
own time.  Any examination which is a direct follow-up 
to the first examination shall be taken on the 
Employer’s time without loss of pay. 

 
8.14 Alcoholism, Drug Abuse and Mental Illness 
 

The Employer recognizes that alcoholism, drug 
addiction and mental illness are illnesses which can 
respond to therapy and treatment.  An employee so 
affected shall: 
 
(a) Recognize his/her obligation to seek recognized 

medical treatment when his/her illness has an 
adverse affect on his/her ability to satisfactorily 
perform the regular duties assigned to him/her, 
and 
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(b) Agree to faithfully maintain any course of 
recognized medical treatment or therapy 
prescribed for him/her. 

 
  If the employee does not respond to treatment 

within a reasonable period of time or the employee 
is unable to satisfactorily perform the regular 
duties assigned to him/her following treatment, the 
Employer shall have the right to terminate the 
employee subject to the grievance and arbitration 
procedure. 

 
8.15 Retail Dental Plan  
 

(a) The Employer agrees to participate in and 
contribute to the Alberta Retail Meat Industry 
Dental Plan. 

 
(b) Effective the first of the Employer’s four (4) or five 

(5) week accounting period following March 15th, 
2015, the Employer will contribute to the dental 
plan forty-three ($0.43) cents per hour to a 
maximum of seventeen dollars twenty cents 
($17.20) per week for all hours paid by the 
Employer to members of the bargaining unit 
(hours paid shall include hours worked, vacation, 
General Holidays, sick days (not including Weekly 
Indemnity), jury duty, bereavement leave, etc.) up 
to a maximum of forty (40) hours per week. 

 
(c) The Employer and the Union agree to the original 

method of selection of Employer and Union 
trustees to administer the plan.  It is agreed that 
the terms of the plan and its administration will be 
entirely the responsibility of these original trustees 
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or their valid replacements, provided that the plan 
is administered consistently with this Collective 
Agreement subject to any applicable government 
law or regulation and with the intention of meeting 
all of the requirements for continued registration 
under the Income Tax Act of Canada.  Subject to 
the foregoing, the Employer and the Union agree 
to be bound by the actions taken by the Employer 
and the Union trustees under the plan. 

 
 The hourly contribution rate which is paid by the 

Employer to fund the dental plan will not be paid 
on part-time vacation pay. 

 
8.16 Health and Welfare Trust 
 

The Employer agrees to have a Health and Welfare 
Trust Fund for all part-time employees who do not qualify 
for the existing Employer Group Insurance benefits.  The 
Employer shall make contributions to the fund as follows: 

 
  $0.15 per hour, effective March 15th, 2009 
  $0.25 per hour, effective March 15th, 2015 
 

for all part-time hours worked and paid in the bargaining 
unit for the same hours that are paid for each hour that 
the Employer pays dental contributions as per Article 
8.15.  The Employer shall appoint two (2) trustees and 
the Union shall appoint two (2) trustees.  A Plan Text 
shall also be established by the trustees within a further 
sixty (60) days unless a longer period is mutually agreed 
by the trustees.  The trustees may hire consultants that 
may be deemed appropriate for the finalization of these 
documents, and/or administration of the Fund.  The 
purpose of the Trust Fund shall be to establish the health 
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and welfare benefits for part-time employees who do not 
qualify for the existing Employer Group Insurance 
benefits as decided by the trustees.  The trustees shall 
have the authority to decide which benefits shall be 
implemented, consistent with the financial ability of the 
Trust Fund, to provide for those benefits. 
 
Effective March 15th, 2015, the temporary diversion 
of contributions from the Part-Time Health and 
Welfare Trust Fund to the UFCW Local 401 Dental 
Plan shall cease. 

 
 
Article 9 – Pension Plan 
 
9.1 The Employer agrees to participate in and contribute to 

the Canadian Commercial Workers’ Industry Pension 
Plan (C.C.W.I.P.P.). 

 
9.2 (a) Effective August 29th, 2010 – In accordance with 

Letter of Understanding #13 the Employer agrees 
to contribute to the Canadian Commercial 
Workers’ Industry Pension Plan one dollar twenty 
cents ($1.20) per hour for all hours worked or paid 
by the Employer to its employees in the 
bargaining unit including any overtime hours 
worked in a week (to the maximum of the basic 
work week), vacation, General Holidays, sick days 
(not including Weekly Indemnity, L.T.D., or other 
similar indemnifications), jury duty and any paid 
leave of absence required under the terms of the 
Collective Agreement. 

 
  Effective August 5th, 2012 - The Employer agrees 

to contribute to the Canadian Commercial 
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Workers’ Industry Pension Plan one dollar twenty-
five cents ($1.25) per hour for all hours worked or 
paid by the Employer to its employees in the 
bargaining unit including any overtime hours 
worked in a week (to the maximum of the basic 
work week), vacation, General Holidays, sick days 
(not including Weekly Indemnity, L.T.D., or other 
similar indemnifications), jury duty and any paid 
leave of absence required under the terms of the 
Collective Agreement. 

 
Contributions are required for each hour overtime 
is worked and paid to the extent the cumulative 
hours worked and paid do not exceed the basic 
work week. 
 
The maximum number of hours for which 
contributions are to be made in a week is the 
maximum number of hours of the basic work 
week for a full-time employee. 

 
 (b) Effective January 1st, 2002, contributions paid with 

respect to part-time vacation pay shall be remitted 
on an annual basis within one (1) calendar month 
of part-time employees receiving their vacation 
pay. 

 
  It is understood that contributions paid with 

respect to part-time vacation pay shall only be 
made on behalf of employees who are in the 
employ of the Employer as of the date vacation 
pay is paid. 

 
  Contributions paid with respect to part-time 

vacation pay shall be based on the percentage of 
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vacation pay paid under the applicable Collective 
Bargaining Agreement (e.g. 4%, 6%, etc.) of the 
hours worked in the previous year multiplied by 
the cents per hour contribution rate on the above 
effective date as indicated in 9.2 (a) (e.g. an 
employee having worked or been paid for a 
thousand (1,000) hours in the previous year and 
who was entitled to four (4%) percent vacation 
pay would be entitled to receive an additional forty 
(40) hours credit into his/her previous yearly total.  
The C.C.W.I.P.P. administrator would credit said 
part-time employee with forty (40) additional hours 
and receive forty (40X) times the applicable 
contribution rate from the Employer.  Therefore, 
for the previous year the employee, in this 
example, would be credited with a total of one 
thousand forty (1,040) hours). 

 
 (c) The above rates of contribution shall be in 

addition to any obligation which the Employer may 
have to the C.C.W.I.P.P. in respect to his “initial 
past service liability” to provide past service 
benefits. 

 
(d) Contributions, along with a list of employees for 

whom they have been made, the amount of 
weekly contribution for each employee, and the 
number of hours worked or paid according to the 
above (a) to (c), shall be forwarded by the 
Employer within the twenty-one (21) days after 
the close of the Employer’s four (4) or five (5) 
week accounting period.  The Employer agrees to 
pay interest at the rate established by the 
Trustees on all contributions not remitted as 
stipulated above. 
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Article 10 – Severance/Demotion to Lower Rate of Pay  
 
10.1 Severance Pay on Closing of Store 
 

In the event there is a permanent closure of a store, 
causing a regular full-time employee to lose their 
employment, the Employer hereby agrees to pay such 
an employee severance pay at their regular rate of pay 
according to the following schedule: 
 
Full-time Consecutive Service – Severance Pay 
 
Up to two (2) years One (1) week 

 
Over two (2) years One (1) weeks pay for every 

year of full-time service to a 
maximum of twenty (20) 
weeks. 

 
This clause does not apply to a temporary lay-off; full-
time employees who accept other full-time or part-time 
employment with the Employer, or to regular full-time 
employees who lose employment and are reinstated 
within thirty (30) days to full-time status. 
 
Employees who qualify shall not be entitled to the 
following benefits contained in Article 10.3 pertaining 
to normal termination. 
 

10.2 Termination notice to be given in writing to become 
effective from the date the employee receives such 
notice. 

 
10.3 Employees regularly working full-time reduced to part-

time who terminate or are terminated within three (3) 
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months of the date of their reduction to part-time, shall 
be given whatever pay in lieu of notice they were 
entitled to immediately prior to the date of their 
reduction to part-time. 

 
10.4 This section shall not be deemed to invalidate an 

employee’s right under Article 16, Grievance 
Procedure. 

 
10.5 Part-time employees upon termination by the Employer, 

except employees terminated for proper cause, shall 
receive notice or pay in lieu of notice pursuant to the 
Employment Standards Act of Alberta. 

 
 
Article 11 – Seniority 
 
11.1  (a) Full-Time Status 

 
Seniority for full-time employees shall be defined 
as length of continuous full-time service with the 
Employer in the bargaining unit. 

 
When more than one (1) employee is promoted to 
full-time on the same date, into the same job 
classification, the employee’s part-time seniority 
date shall be the governing factor for placement 
on the schedule, vacation planning and 
layoff/reduction of hours. 
 

(b) Part-Time Status 
 
  A part-time employee is one who works fewer 

hours than those set out above.  Seniority for part-
time employees shall be defined as length of 
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continuous service with the Employer in the 
bargaining unit. 

 
When two (2) or more employees are hired into 
the same job classification on the same date in 
the same Agreement area, the Employer shall 
designate the relative seniority on the date of hire. 

 
11.2 In layoffs, reduction to part-time and recall of full-time 

employees, seniority shall govern unless there is a less 
senior full-time employee whose qualifications and 
ability to perform the job are greater.  Consistent with 
the foregoing, an employee whose status has changed 
from full-time to part-time shall be the first full-time 
recalled in their classification. 

 
 Full-time employees reduced to part-time status by the 

Employer will be placed at the top of the part-time 
seniority list in their classification. 

 
 A full-time employee who is laid off or fails to receive 

hours of work to which they are entitled according to 
the foregoing shall be compensated for the hours 
involved in any such violation at their regular rate of 
pay. 

 
11.3 Application for Full-Time Employment/Increase in Hours 
 

Part-time employees who desire to become full-time 
employees or increase their hours of work shall inform 
the Employer, in writing with a copy to the Union.  
When a full-time position becomes available it will be 
filled by the most senior applicant in the respective 
classification provided that the senior applicant has the 
necessary qualifications and ability to perform the full 
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scope of the job.  All applications must be made on the 
understanding the employee will accept a work 
assignment in any of the Employer’s stores within the 
area covered by this Agreement. 

 
11.4 Full-Time Positions Filling 
 

 A full-time position shall exist for all purposes of the 
Collective Agreement when an employee has worked 
an average of thirty-six (36) hours per week for thirteen 
(13) consecutive weeks (exclusive of replacement 
hours caused by the absence of a full-time employee 
on W.C.B., W.I., L.T.D., or leave of absence to a 
maximum of six (6) months or maternity and parental 
leaves up to a maximum of fifty-two (52) weeks).  Such 
full-time position shall be filled in accordance with 
Article 11.3. 

 
11.5 Part-Time Employees – Exercise of Seniority 
 

A part-time employee with over two (2) years seniority 
whose hours of work are reduced to zero for more than 
four (4) consecutive weeks shall be able to exercise 
their seniority over the most junior employee in the 
bargaining unit in their own classification provided they 
have the necessary qualifications and ability to perform 
the required work. 
 
A part-time employee (unless on an approved leave 
of absence) who has not worked any hours for six 
(6) consecutive months shall be deemed to have 
resigned from the Employer on that date. 

 
11.6 An employee’s seniority shall terminate upon the 

occurrence of any of the following events: 
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(a) Employee voluntarily resigns or is terminated.  
 
(b) An employee who fails to return to work after lay-

off in accordance with the recall procedure (Article 
11.8(c)), the Employer reserves the right to 
temporarily fill the position until the recalled 
employee reports. 

 
(c) Employee has not been on the active payroll of 

the Employer for a period of nine (9) consecutive 
months except for approved leaves of absence. 

 
11.7 The Employer agrees to notify the Union prior to all 

layoffs, reductions to part-time, and recalls of 
employees.  The Employer will provide notice of 
termination of an employee to the Union with seventy-
two (72) hours (excluding long weekends).  The Shop 
Steward will be notified the day of termination. 

 
11.8  Recall Rights 
 
  Employees regularly working full-time who are laid off 

or reduced to part-time in accordance with the above 
provision shall be called to work in order of length of 
service provided: 

 
 (a) They are capable of performing the work. 
 
 (b) No more than nine (9) months have elapsed since 

the last day worked by the employee.  A full-time 
employee who has been laid off can decline a 
part-time job without losing his/her seniority rights 
for a period of up to nine (9) months. 
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 (c) The Employer shall notify the Union if they cannot 
contact an employee with seniority by registered 
mail, and shall provide the Union with the last 
known address and telephone number of such 
employee in order to ensure that every endeavor 
has been made to call the employee to work.  If 
the Union is unable to contact the employee 
within ten (10) working days immediately following 
receipt of advice from the Employer or if the 
employee is contacted and refuses the 
employment without proper and sufficient reason 
by the end of the ten (10) day period, the 
employee will be dropped from the Seniority List.  
The nine (9) months or the ten (10) days deadline, 
respectively, shall be extended if upon recall an 
employee is unable to report due to illness or 
accident.  Any extension granted shall only be for 
the duration of the illness or incapacity from 
accident and the Employer may require the 
employee to provide written confirmation from a 
doctor of such illness or accident. 

 
 (d) Such employee rehired within nine (9) months of 

their layoff shall retain their previous length of 
service for the purpose of this article. 

 
11.10 No full-time employee shall have his/her hours reduced 

when a part-time employee is working hours in their 
store in their classification that the full-time employee 
could work if he/she is qualified; in which event the 
part-time employee shall have his/her hours reduced.  
The foregoing shall not limit the Employer in employing 
sufficient part-time staff to operate the various 
departments in an efficient manner. 
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11.11 Change of Status 
 

The Employer changing an employee’s status from full-
time to part-time agrees that it will be done on the 
following basis: 

  
Sixty (60) days to one 
(1) calendar year of 
service 
 

 One (1) weeks notice 

One (1) or more years of 
service 

 One (1) weeks notice for 
each year of service to a 
maximum of three (3) 
weeks 

 
11.12 Transfers 
 

(a) When an employee is transferred to another store 
during their work shift, they shall be paid for all 
time spent enroute from one store to the other and 
will be paid the bus fare.  In cases where an 
employee uses their own vehicle the following 
shall apply: 

 
The employee is transferred to another store 
during their work shift, they shall be paid the 
mileage rate that conforms to Employer policy 
which presently amounts to forty-five ($0.45) 
cents per kilometer.  It is also understood that this 
amount may be changed from time to time 
according to Employer policy. 

 
(b) Employees desirous of being located in a certain 

area covered by the jurisdiction of this Collective 
Agreement shall make such desire known to the 
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Employer in writing; should openings occur in 
such areas, employees who have made such a 
request shall be given first opportunity to fill such 
vacancy. 

 
 Employees shall be given fourteen (14) days notice 

of transfer from one store to another.  The 
foregoing notice shall not apply when an employee 
is asked to transfer immediately to fill a vacancy 
created by the unplanned absence of another 
employee. 

 
The employee may question their contemplated 
or proposed transfer.  Said employee shall first 
discuss the matter with their Store Manager or 
District Manager. If no solution to the issues 
connected with the proposed transfer can be 
found, then a meeting (between the affected 
employee, the Store Manager, or District 
Manager, the Human Resources Advisor, and a 
full-time Representative of the Union) will be 
arranged prior to the transfer to resolve the 
matter. 

 
(c) Inter-Department Transfers 
 
  In staffing new departments, the Employer shall 

first look to present employees before hiring new 
staff.  Those employees who wish to be 
considered for new departments or who wish to 
transfer into another department shall inform the 
Human Resource Manager, in writing, with a copy 
to the Union.  Employees who have applied to 
work in another department shall be listed and 
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considered in order of their seniority with the 
Employer. 

 
  When an employee transfers from one department 

to another, they will be given a trial period of two 
hundred (200) hours to demonstrate that they can 
perform the normal functions of the job in a 
competent manner.  If the employee does not 
meet the requirements of the job, the employee 
will revert to his/her former position. 

 
(d)  Meat, Deli and Fish Clerks wishing to become a 

Meat Cutter Apprentice shall inform the Employer 
in writing and such employees shall be given first 
consideration for any such full-time apprentice 
vacancy on the basis of seniority of the employees 
who have so applied.  It is understood that 
applicants from the full-time Meat, Deli and Fish 
list will be given preference, by seniority, over part-
time applicants.  An employee commencing on the 
Meat Cutter apprenticeship program shall be given 
a trial period of up to four hundred eighty (480) 
hours of actual work and during such trial period 
shall retain his or her seniority as a Meat, Deli or 
Fish Clerk only for purposes of transferring back 
during this period by reason of the employee being 
unsuitable for the job, or the employee wishes to 
transfer back of their own volition. 

 
  Seniority rights in the Meat, Deli and Fish Clerk list 

shall also be retained during the apprenticeship 
period in the event the employee is affected by a 
lay-off for lack of work. 
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  Upon demonstrated ability to perform the full 
scope of the job proportionate to their experience 
to no greater or lesser degree that would be 
required from any other apprentice, the employee 
shall be transferred after the trial period and 
placed on the appropriate seniority list as of the 
date of the original transfer.  Such employee who 
has achieved the top rate within their classification 
shall receive no less than sixty-five (65%) percent 
of the Journeyman Meat Cutter wage. An 
employee who has not achieved the top rate within 
their classification may be pro-rated provided that 
such pro-ration does not result in a reduction. 

 
(e) From Another Bargaining Unit 

 
An employee requesting a transfer into another 
Safeway Operations retail bargaining unit 
represented by UFCW 1118 and/or UFCW 401 
Meat South shall do so in writing to the Human 
Resources Department with a copy to the Union.  
Should the request be denied, the employee will 
receive notification in writing. 
 
When an employee requests a transfer into 
another Agreement area and the transfer is 
approved by the Employer, such employee shall 
be placed at the bottom of the seniority list in the 
area to which the employee has been transferred. 
 
When an employee is transferred into another 
Agreement area in Alberta from this Agreement 
area at the Employer’s request, such employee’s 
seniority in the area to which they are transferred 
shall be transferred with them. 
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An employee transferred from another province 
into this Agreement shall be placed on the bottom 
of the seniority list with the exception of Dawson 
Creek, Cranbrook and Fort St. John, British 
Columbia. 
 
In the cases above, the employees will retain their 
original employment date and all earned benefits 
they have previously qualified for providing that 
not more than thirty (30) days has elapsed from 
their last day worked unless the employee 
received a pre-approved leave of absence.  This 
will also apply to employees who relocate on their 
own to obtain employment with the Employer and 
are rehired by the Employer within ninety (90) 
days of their last day worked. 
 
Before an employee is transferred to another 
bargaining unit or hired for the purpose of 
assuming the Department Manager position in that 
bargaining unit, and if such transfer or hiring will 
result in the lay off or reduction in hours of an 
employee in that bargaining unit, the Union and 
the Employer shall meet and resolve the matter. 

 
(f) Transfer to New Departments 

 
An employee will not be compelled to accept a 
transfer to a new department where the new rates 
of pay will result in the employee experiencing a 
wage reduction. 
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11.13 Competitors Opening 
 

(a) When a competitor opens a new store and the 
weekly hours worked in a scheduling group in the 
affected store(s) of the Employer are reduced, the 
reductions in hours worked by part-time 
employees will occur in the following order: 

 
(i) Part-time hours of work in a scheduling group 

will be reduced for pre-March 17th, 1993 
employees and post-March 17th, 1993 
employees, on a shared basis, in accordance 
with the following formula: 

 
(1) 50% from post-March 17th, 1993 

employees 
 
(2) 50% from pre-March 17th, 1993 

employees 
 

(b) The Employer may reduce hours set out in (a) 
above commencing the Sunday following the first 
week ending in which the affected store’s weekly 
sales fall below the store’s “20 weeks average” 
weekly sales figure. 

 
(c) When the hours of part-time employees increase 

in those stores previously affected by a 
competitor’s opening, the weekly hours of work 
shall be restored to pre-March 17th, 1993 and 
post-March 17th, 1993 employees in the following 
order: 

 
(1) 50% to post-March 17th, 1993 employees 
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(2) 50% to pre-March 17th, 1993 employees 
 
(d) When a competitor’s opening has resulted in a 

reduction in the weekly hours worked by a pre-
ratification part-time employee, the Employer will, 
upon request of the employee and subject to 
acceptable solutions being found, transfer the 
employee so that they may increase their hours of 
work.  The Union and the Employer will meet to 
discuss any application for transfer and determine 
a solution.  Preference will be given to pre-March 
17th, 1993 part-time employees who are working a 
weekly schedule of hours which is less than their 
base hours. 

 
  Application for transfer as described above may 

be made for a period of one (1) week after the 
competitor’s new store has been opened for two 
(2) months. 

 
(e) Hour reductions that occur within a specific 

scheduling group will be implemented in such a 
manner that no pre-March 17th, 1993 employee 
will be scheduled to work less than their base 
hours when other pre-March 17th, 1993 employees 
are working in excess of their base hours. 

 
11.14 Store Closure 
 

In stores receiving transferred sales in the case of a 
store closure, the additional hours of work that result 
will be fully dedicated to the pre-March 17th, 1993 
senior employees from the closed store. 
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Additional weekly hours of work will be those that 
exceed those worked in the previous four (4) weeks of 
normal operation. Other pre-March 17th, 1993 
employees  who were working in the closed store will 
be transferred to a new home store in which they can 
exercise their seniority to work toward achieving their 
base hours. 
 
When a pre-March 17th, 1993 part-time employee is 
transferred to another store, seniority will govern in the 
achievement of the employee’s base hours. 
 
 

Article 12 – Scheduling  
 
12.1 Definitions 
 

“Base Hour Employee” means a part-time employee, 
with unbroken service, hired before March 17th, 1993. 
 
“Base Hours” means an employee’s base hours as 
calculated under the 1997 Collective Agreement. 
 
“Unrestricted Part-Time Employee” means a part-time 
employee who is available to work any shift normally 
worked in his/her Department, three (3) days per week; 
Monday to Friday, plus Saturday, Sunday and General 
Holidays.  Employees hired before July 1987 will not be 
required to be available for Sundays.  

 
 Employees who restrict to a maximum number of hours 

in a week will be considered to be restricted employees. 
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12.2 Scheduling Groups 
 

(a) Meat Department (Meat Cutters, Meat Clerks) 
 
(b) Deli Department 
 
(c) Fish Department 
 
(d) Chinese Kitchen 

 
12.3 Scheduling 
 

(a) In the ordinary course of business, the order of 
scheduling hours within each scheduling group will 
be: 

 
(i) Full-time employees to the extent of their 

basic work week  
 
(ii) Unrestricted part-time employees 
 
(iii) Restricted part-time employees 

 
(b) Unrestricted Base Hour employees will be 

scheduled more hours than other part-time 
employees in their classification, in their 
department, and no less than their base provided 
there are hours available in their classification in 
their department after the full-time employees 
have all been scheduled and the employee has 
indicated availability to work those hours. 

 
(c) Unrestricted part-time employees will be 

scheduled before restricted part-time employees 
(i.e. unrestricted part-time employees will be 
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scheduled to work more hours than restricted 
employees). 

 
(d) Subject to the above paragraphs (a) through (c), in 

scheduling part-time employees: 
 

(i) Part-time employees will be given preference 
in available weekly hours in their store, in 
their department, and in their scheduling 
group in accordance with their seniority.  The 
foregoing is not meant to restrict the 
Employer where, due to operational 
efficiency, it is necessary to use 
interdepartmental scheduling.  Where inter-
departmental scheduling is used, employees 
who are regularly scheduled in one 
department will be assigned scheduled 
shifts/call-ins in their department before 
employees from other departments. 

 
(ii) Senior part-time employees within a 

classification and a department will be given 
the opportunity to work their hours for the 
week in a fewer number of days. 

 
(e) A part-time employee relieving a Deli Manager for 

vacation purposes and other short term absences 
up to a maximum of three (3) weeks may receive 
more hours in their department in their store than 
more senior part-time employees where the senior 
part-time employees are neither desirous or 
capable of performing the relief work. 

 
(f) A provision shall be made for a fair rotation of 

employees (including Department Managers) 
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when stores are open for night shopping.  For the 
purpose of this article, an evening shift is deemed 
to be a shift that ends after 6:30 p.m.  The intent 
of this language is to ensure employees are 
scheduled evening/closing shifts on a fair 
rotation basis provided it is practical for store 
operation.   

 
 Where there are issues regarding fair rotation 

(including the scheduling of Department 
Managers), the Employer and Union agree to 
meet to discuss a solution. 

 
(g) Interval Between Shifts 
 
   There shall be an interval of not less than ten (10) 

hours between shifts for all employees.  An 
employee who is not allowed ten (10) hour 
intervals between shifts shall be paid the rate of 
time and one half (1 1/2 X) for time worked prior to 
the expiry of the ten (10) hour interval.  The hours 
which an employee works prior to the expiry of the 
ten (10) hour interval will be included in 
determining the basic work day for the purpose of 
calculating overtime.  (Example:  An employee’s 
shift ends at 10:00 p.m. and they start the next day 
at 6:00 a.m. working through to 5:00 p.m. with an 
hour for lunch ten (10) hours worked).  That 
employee is entitled to pay as follows:  the first two 
(2) hours at time and one half (1 1/2 X), the next 
six (6) hours at regular time and the last two (2) 
hours at time and one half (1 1/2 X) because these 
hours exceed eight (8) in one day. 
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(h) Transfer Between Scheduling Groups 
 
   The Employer may transfer an employee between 

scheduling groups to provide relief and additional 
help after all part-time employees within that 
scheduling group have been given the opportunity 
to work the available shifts up to the point of being 
scheduled overtime. 

 
(i) Consecutive Days Off 
 
   The Union and the Employer recognize that the 

scheduling of consecutive days off combinations 
varies from store to store in accordance with the 
operational requirements of the department and 
the preferences of the employees. 

 
   Contingent on the continuing operational and 

staffing requirements of the department, the 
weekly work schedule will provide full-time 
employees with their current pattern of days off. 

 
   Further, in those Meat Departments employing five 

(5) or more full-time employees, each full-time 
employee will be entitled to be scheduled 
consecutive days off once every four (4) weeks. 

 
   In Deli Departments, a full-time employee will be 

entitled to be scheduled consecutive days off once 
every four (4) weeks. 

 
(j) Employees will not be required to work more than 

seven (7) consecutive days unless they are 
relieving in the event of unscheduled absence of 
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other staff or affected by emergencies as indicated 
in Article 12.5. 

 
  Subject to the foregoing, where an employee has 

been scheduled to work more than seven (7) 
consecutive days and approaches Management to 
request that the schedule be changed, 
Management will change the schedule so the 
employee does not work more than seven (7) 
consecutive days. It is understood that the 
employee will make the request a minimum of 
seventy-two (72) hours prior to the eighth (8th) 
scheduled work day. 

 
(k) Request for Time Off  
 
  Full-time employees who have a specific request 

for time off in the evenings shall inform the 
Employer in writing of the specific evenings that 
they are requesting.  Employees cannot request 
more than two (2) evenings per week.  Subject to 
operational needs, requests will not be 
unreasonably denied.  These requests for time off 
will not exempt employees from the requirements 
under Article 12.3 (f). 

 
(l) The Employer agrees that they will fully comply 

with any law requiring that employees be given 
time off to vote. 

 
(m) New Business Stores 
 
  The Employer will have the flexibility to schedule 

Pre-March 17th, 1993 and Post-March 17th, 1993 
employees provided that Pre-March 17th, 1993 
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employees are scheduled to work a minimum of 
twenty-five (25%) percent of the hours in the new 
store. 

 
(n) New Departments 
 
  The Employer will have the flexibility to schedule 

either pre-March 17th, 1993 employees, post-
March 17th, 1993 employees or some combination 
of both in new departments. 

 
(o) Banff/Canmore Only 
 
 Part-time employees may be offered seasonal full-

time jobs in order of seniority until the full-time jobs 
that are required are filled.  These employees may 
work a weekly full-time schedule for the period 
commencing the week in which Good Friday falls 
and finishing Saturday of the weekend following 
the Labour Day weekend.  These employees will 
be returned to their previous part-time status the 
Sunday following the Labour Day weekend.  The 
Employer may introduce other incentives based on 
market conditions to aid in staffing. 

 
12.4 Restrictions and Availability Forms  
 
 Part-time employees will be required to declare their 

availability upon being hired. 
 

Any part-time employee can change their availability 
four (4X) times per year by obtaining a new Availability 
Form from their Store Manager and submitting it prior to 
the following effective dates: 
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(a) The first Sunday in September (with a two (2) 
week leeway before and after); 

 
(b) Three (3) other times in the calendar year. 

 
Changes in availability must be submitted two (2) 
weeks prior to the Sunday of the week of the effective 
date of the change. 
 
Part-time employees will be required to work according 
to their most recent declaration of availability.  
Employees cannot use a floating availability date to limit 
or further limit their availability between November 15th 
and the end of the year. 
 
A part-time employee who fails to provide the Employer 
with a completed Availability Form prior to the above 
dates will be scheduled according to their previous 
Availability Form. 
 
The Employer shall allow the Union to review and 
photocopy completed Availability Forms at store level 
upon request. 

 
An unrestricted part-time employee must be available to 
work any shift scheduled in their department on the 
days required to work, as defined in Article 12.1.  An 
unrestricted part-time employee, who is attending an 
accredited school of learning and is considered a full-
time student, as defined by that school, shall be 
available to work any shift scheduled in their 
department while the store is open to the public, with 
the exception of their classroom hours on the days 
required to work as defined in Article 12.1.   
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A restricted employee must be available anytime on 
Sundays subject to Article 12.8.  A restricted 
employee hired after March 12th, 2015 must be 
available anytime on Sundays and one (1) other 
shift during the week. 
 
An unrestricted part-time employee may occasionally 
request one (1) or two (2) specific days off in a week 
without a reduction in hours, provided that other hours 
are available and the employee is otherwise eligible to 
work those hours under the provisions of this Collective 
Agreement.  Such employee may be required to work 
on days that they are not normally available to maintain 
their hours. The Employer will have no obligation to 
grant a request for days off, or maintain the employee’s 
hours, if the request is made after the schedule is 
posted. 

 
12.5 Posting of Schedules 

 
The Employer shall post a weekly work schedule for all 
employees, not later than Saturday noon (12:00 p.m.) 
to cover a two (2) week period. 
 
The schedule of an employee may be changed, without 
notice, in the event of an unscheduled absence of other 
employees, or in the event of emergencies such as fire, 
flood, breakdown of machinery, or other instances of 
force majeure.  In all other cases at least forty-eight 
(48) hours notice of any change must be given or four 
(4) additional hours pay given in lieu of notice. An 
employee whose schedule is changed by reason of the 
foregoing will be notified as soon as possible. 
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It shall be the Employer’s responsibility to notify the 
employees of a change in their schedule. 
 
Schedules shall be written in a non-erasable format (i.e. 
ink, computer generated or copy toner) and include 
employee’s name, seniority date and total weekly 
scheduled hours.  Any changes made to the original 
posted schedule are to be written in red ink (white out 
shall not be used) on the posted schedule by the close 
of the store on the same day. 
 
Employees' seniority dates (for the purpose of call-in to 
work) shall be placed on the weekly work schedule, 
beside their names. 

 
12.6 Reduction of Hours 
 

The Employer shall not reduce the weekly hours of 
work of an unrestricted employee for the purpose of 
replacing those hours with an employee at a lower rate 
of pay. 
 
Where adjustments to the schedule are necessary, 
wherever possible, they shall be made in such a way as 
to minimize the reduction of hours of senior employees. 
 
The foregoing will not limit the ability of the Employer to 
provide optimum service to retail customers. 

 
12.7 Maximum and Minimum Weekly Hours 
 

 Unrestricted part-time employees will be scheduled 
up to twenty-eight (28) hours a week.  The Employer 
may exceed twenty-eight (28) hours a week provided 
junior employees in the same classification in the 
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department who perform the same job and are 
available to perform the work have been given the 
opportunity to work up to twenty-eight (28) hours. 
 
 When an unrestricted part-time employee is scheduled 
to work, they will be scheduled for a minimum of twelve 
(12) hours in a week. 
 
 The above twelve (12) hour minimum only applies if, 
after the hours of full-time and base hour employees 
are scheduled, there are at least twelve (12) hours 
available in the week that can be worked by one (1) 
person. 
 
 Restricted part-time employees will not be eligible for 
the twelve (12) hour minimum. 
 
The twelve (12) hour minimum is not meant to be a 
maximum. 

 
12.8 Sunday Work 
 

(a) Sunday shall be considered the first day of the 
employee’s basic work week for all purposes of 
this Collective Agreement. 

 
(b) Work on Sunday shall be voluntary. 
 
(c) Sunday work shall be rotated among those who 

volunteer. 
 
(d) Employees will be given the opportunity to declare 

their availability for Sunday work and will further 
be given the opportunity to notify the Employer of 
changes in their availability four (4X) times per 
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year – January 1st, April 1st, July 1st and October 
1st. 

 
(e) Employees who are hired after July 1987 and 

have agreed to work Sundays will not restrict their 
availability for Sunday work on a regular basis and 
will be rotated as described in Section (c) above. 

 
(f)  If sufficient employees are not available to work on 

Sundays, the Employer shall have the right to 
schedule hours according to “reverse seniority” 
provided the employee has the ability to perform 
the work required.  For the purpose of scheduling 
available weekly hours or work, hours worked on 
Sunday shall be included in a part-time 
employees’ regular weekly schedule. 

 
(g)  In addition, employees who have not restricted 

their Sunday availability, may request Easter 
Sunday off.  Such requests must be submitted in 
writing to the Store Manager four (4) weeks before 
Easter Sunday.   

 
12.9 Call-ins 
 

In the event of a short notice absence of an employee 
or in the event an occasion arises where work beyond 
that which is scheduled is necessary and additional 
hours must be worked, the Employer will call-in part-
time employees in the applicable classification in 
accordance with the following: 

 
(a) In the event that occasion arises where work 

beyond that which is scheduled is necessary, a 
base employee shall be entitled to work an 



- 81 - 

additional shift if their current weekly schedule of 
hours allows them to do so without exceeding the 
basic work week as defined in Article 4 of this 
Collective Agreement. 

 
(b) Unrestricted part-time employees will normally 

be scheduled up to a maximum of twenty-eight 
(28) hours per week. 

 
 Notwithstanding the foregoing, part-time 

employees will be allowed to work a weekly 
schedule which exceeds twenty-eight (28) hours 
when they answer call-ins due to the absence of 
other staff. 

 
 Part-time employees in the same classification 

and department who perform the same job will be 
entitled to be called in for extra shifts in order of 
seniority, provided that once a senior employee’s 
scheduled weekly hours and call-in shifts worked 
exceed twenty-eight (28) hours for that week, then 
junior employees shall be entitled to call-in shifts 
on the foregoing basis. 

  
 In addition, part-time employees will be allowed 

to work a weekly schedule which exceeds twenty-
eight (28) hours during busy periods, during a 
week in which a General Holiday occurs, and at 
times when other employees in the department 
are absent due to illness, accident, vacation, or 
other approved leaves of absence.  Part-time 
employees hired after March 17th, 1993 will not, 
however, be allowed to work a weekly schedule 
which exceeds twenty-eight (28) hours until all 
unrestricted base hour employees have been 
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offered the extra hours up to the point of being 
scheduled overtime. 

 
Further, the Employer may transfer an 
employee between scheduling groups to 
provide relief and additional help after all base 
hour and part-time employees hired after 
March 17th, 1993 within that scheduling group 
have been given the opportunity to work the 
available shifts up to the point of being 
scheduled overtime. 

 
(c) An employee who does not want to receive call-in 

shifts can indicate this on their Availability Form.  
Such indication will waive their rights to receive 
call-ins under this article. 

 
(d) Subject to (a), (b), and (c) above, employees will 

be called in order of seniority. 
 
(e) All employees who are called in shall have their 

additional hours posted on the schedule in red ink 
as call-in hours. 

 
(f) All employees called in and who report for 

work, if required to work less than four (4) 
hours, shall receive four (4) hours pay at their 
regular hourly rate. 

 
 
Article 13 – Union’s Recognition of Management’s Rights  
 
13.1 The Union agrees that the Management of the 

Employer including the right to plan and  direct and 
control store operations, the direction of the working 
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force, the discharge or discipline of employees for 
proper cause, the right to hire employees, are the sole 
rights and functions of the Employer.  Those matters 
requiring judgment as to competency of employees are 
also agreed to be the sole right and function of 
Management, subject, however, to discharge of 
employees on grounds of alleged incompetence being 
processed under Articles 16 and 17 of this Collective 
Agreement. 

 
 The parties agree that the foregoing enumeration of 

Management’s rights shall not be deemed to exclude 
other recognized functions of Management not 
specifically covered by this Agreement.  The Employer, 
therefore, retains all rights not otherwise specifically 
covered in this Agreement. 

 
 The exercise of the foregoing shall not alter any of the 

specific provisions of this Agreement. 
 
 
Article 14 – Union Security 
 
14.1 Union Stewards 
 

(a) Shop Stewards may be elected or appointed by 
the Union from time to time and the Employer will 
be kept informed, by the Union, of such elections 
or appointments. 

 
(b) Complaints and grievances, of a minor or 

emergency nature, may be submitted verbally by 
the Shop Steward to the designated 
representative of the Employer prior to processing 
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in the manner outlined in Articles 16 and 17 of the 
Collective Agreement. 

 
(c) The Shop Steward may raise grievances and 

complaints with the Store Manager/Store 
Supervisor or, in his/her absence the Assistant 
Store Manager at a time suitable to both parties, 
which may include time during regular working 
hours. 

 
(d) When a Shop Steward is investigating a complaint 

or grievance on Employer time, he/she will first 
notify the Store Manager/Store Supervisor or 
Assistant Store Manager and the actual time 
chosen for the investigation of the complaint or 
grievance must be acceptable to the Employer.  
The length of time involved in investigating a 
complaint or grievance, on Employer time, will be 
that considered reasonable by both the Shop 
Steward and Store Manager.  

 
 (e) It is agreed that the Shop Steward and the Store 

Manager will make every effort to resolve the 
complaints and grievances as quickly as possible. 

 
 (f) It is also agreed that, as far as possible, the 

handling of complaints and grievances will be 
confined to such times as will not interfere with 
the operations of the department or service to the 
customers. 

 
 (g) Shop Stewards will not suffer discrimination with 

respect to any condition of employment (including 
transfers) by reason of their involvement in lawful 
Union activities. 
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14.2 New Employee Orientation 
 

Shop Stewards and/or Union Representatives will be 
allowed to introduce themselves to new employees on 
shift after receiving permission from the Store Manager, 
or their designate, of which permission will not be 
unreasonably withheld.  Such time will not exceed 
thirty (30) minutes and shall not unduly interfere with 
the employee’s regular duties.  The meeting shall take 
place in the conference/community/lunch room of 
the store at which the employees are employed.  
Employer Officials, Managers, and anyone 
excluded from the bargaining unit shall not be 
present at this meeting. 
 
Upon request to the Store Manager, or their designate, 
a Shop Steward shall receive a list of all new 
employees in all departments covered by the Collective 
Agreement.   

 
14.3 Union Store Visits 
 
 Duly authorized full-time representatives of the Union 

shall be entitled to visit the store for the purpose of 
observing working conditions, interviewing members 
and unsigned employees, and to ensure that the terms 
of the Collective Agreement are being implemented. 

 
 An interview of an employee by the Union 

Representative shall be permissible after first 
contacting the Store Manager or in his absence the 
person in charge and shall: 
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 (a) Not interfere with the employee’s work.  However, 
if it is not practical to discuss the matter while the 
employee is working, then such interview shall: 

 
(b) Be carried on in a place in the store designated by 

the Manager. 
 
(c) Be held whenever possible during the lunch 

period.  However, if this is not practical: 
 
(d) Be during the regular working hours.  Time taken 

for such an interview in excess of five (5) minutes 
shall not be on Employer time unless with the 
approval of Management. 

 
(e) Be held at such times as will not interfere with 

service to the public. 
 
14.4 Union Leave 
 

Provided the operational needs of the store can be met, 
the Employer agrees to allow time off work without pay 
for delegates selected to attend seminars, Union 
conventions, Union business and to attend negotiations 
up to six (6) months and any extension mutually agreed 
upon up to a maximum of a further six (6) months to 
attend to Union business. 

 
The Union will give the Employer a minimum of two (2) 
weeks notice.  No request will be unreasonably 
withheld.  Where the Union requests information about 
the denial of a request for leave, the Employer will 
provide an explanation. 
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Time spent on Union business by employees, where 
the Employer is reimbursed by the Union, shall be 
considered as time worked for all purposes under the 
Collective Agreement. 

 
14.5 Schedules/Time Cards 
 

Union Representatives and Shop Stewards (on their 
own time) shall be permitted to review the Hours of 
Work Schedules and Time Cards and in the event of 
any discrepancies, they shall be presented under 
Article 16 of this Agreement. 

 
14.6 Bulletin Boards 
 

Lockable bulletin boards, containing Union business 
only, will be supplied by the Union and will be placed in 
an area of the store as mutually agreed upon.  
Bulletins may only be posted by a person so authorized 
by the Union.  Bulletins that pertain to matters other 
than meeting notices, dental plan information and 
pension plan information shall only be posted by mutual 
agreement between the Union and the Employer.  The 
Union will be responsible for all maintenance and 
repair of the bulletin board. 

 
14.7 Notices 
 

The Employer agrees to provide suitable space for 
posting Union notices in the Meat Department, which 
notices shall first receive approval of Management.  The 
Employer agrees to promptly post such notices. 
 

14.8 If the employee requests, the Employer agrees to 
provide employees with a copy of any policy and/or 
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procedure, corporate or store level, document that the 
employee is required to sign as soon as possible. 

 
14.9 Union Decal 
 
 The Employer agrees to display either the official Union 

Market Card or Decal of the United Food and 
Commercial Workers Canada Union, Local No. 401 in a 
location where it can be seen by the customers.  The 
size of such cards or decals shall be first approved by 
the Employer. 

 
14.10 The Employer will provide the Union with the following 

seniority lists on a quarterly basis, and also within three 
(3) days of a request. 

 
(a) Full-time Meat Cutters (including Head Meat 

Cutters, Assistant Head Meat Cutters and 
Apprentices). 

 
(b) Full-time Meat, Fish and Delicatessen Clerks. 
 
(c) Full-time Chinese Kitchen Cooks (including 

Chefs). 
 
(d) Part-time Meat Cutters. 
 
(e) Part-time Meat, Fish and Delicatessen Clerks. 
 
(f) Part-time Chinese Kitchen Cooks. 

 
14.11 Education Fund 
 

Effective January 1st, 1995 the Employer will contribute 
thirteen ($0.13) cents per hour to the United Food and 
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Commercial Workers Canada Union, Local No. 401 
Education and Training Fund. 

 
The contribution base will be those hours that are used 
for the remittance of dental contributions. 
 
 

Article 15 – Discipline and Discharge  
 
15.1 No employee shall be disciplined, suspended or 

terminated without proper cause.  Furthermore, any 
reprimands or disciplinary warning shall be given to the 
employee in writing and such employee shall retain a 
copy of same.  Employees will be informed of the 
reason for their reprimand, suspension or termination 
and the Union will be notified in writing of same. 

 
When an employee’s work performance is such that it 
may lead to discipline or discharge and is the subject of 
discussion between the employee and the Employer, 
the Union Steward shall be present.  In the absence of 
a Local 401 Meat Union Steward, the Employer shall 
use a Local 401 Retail Union Steward.   

 
15.2 Incidents that produce a negative Shopper Report shall 

not be used as the basis for disciplining an employee.  
Further, the name of an employee whose work 
performance or conduct provided the basis for a 
negative Shopper Report will not be shown on any 
posted document.  The discussion of a negative 
Shopper Report will be handled in a confidential 
manner. 

 
15.3 In the event that an employee has been terminated 

without proper cause, they shall be reinstated and shall 
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receive pay for time lost following termination and prior 
to reinstatement, in an amount sufficient to make up the 
difference between any monies received by that 
employee for other employment, and their full pay.  In 
the case of a Meat Manager, he/she may be reinstated 
as a Meat Cutter if mutually agreed to by the Employer 
and the Union or by the decision of a Board of 
Arbitration. 

 
15.4 No discipline notices to remain on an employee’s 

file after twenty-four (24) months and are not to be 
used in disciplinary proceedings. 

 
 
Article 16 - Grievance Procedure 
 
16.1 Any complaint, disagreement, or difference of opinion 

between the Employer and the Union or the employees 
covered by the Agreement which concerns the 
interpretations, application, operation or alleged violation 
of the terms and provisions of this Agreement, shall be 
considered as a grievance. 

 
16.2 Any employee, the Union or the Employer may present 

a grievance.  Any grievance which is not presented 
within fourteen (14) days following the event giving rise 
to such grievance (except by errors in respect to the 
employee's compensation which must be presented in 
writing within fourteen (14) days of the employee 
becoming aware of the event giving rise to such 
grievance), or within ten (10) days of the last day 
worked in the case of a dismissal, shall be forfeited and 
waived by the aggrieved party.  Time limits may be 
extended by mutual agreement with written 
confirmation. 
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16.3 All grievances, except those submitted by the employee 

to his/her immediate superior or to the Union, shall be 
submitted in writing and shall set forth, clearly, the issues 
and contentions of the aggrieved party; the Employer 
shall then reply, in writing, to the Union's letter, setting 
forth his answer to the points raised by the Union in its 
grievance. 

 
16.4 The procedure for adjustment of grievances and 

disputes by an employee shall be as follows: 
 
 1st Step: By a discussion between the employee and 

the Shop Steward or Union Representative 
and employee's immediate superior and/or 
Store Manager.  If a satisfactory settlement 
cannot be reached then: 

 
 2nd Step: The Union Representative(s) may submit a 

written grievance and take up the matter with 
the Employer’s official designated by the 
Employer to handle labour relations. 

 
 If a satisfactory settlement can not be reached, the 

matter may then be referred to arbitration.  A referral to 
arbitration will not be made until both parties have had a 
grievance meeting or conference call on the matter.  A 
grievance meeting will be held within thirty (30) days of 
the request of either party. 
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Article 17 – Arbitration 
 
17.1 All grievances that cannot be settled by the 

Representatives of the Employer and the Union in 
accordance with Article 16 may be submitted to a 
single Arbitrator as set out below. 

 
17.2 The single arbitrator shall be mutually agreed upon by 

the Union and the Employer.  In the event that a single 
arbitrator cannot be mutually agreed upon, then 
application for appointment of an arbitrator shall be 
made to the Director of Mediation Services for the 
Province of Alberta. 

 
17.3 The arbitrator shall not be vested with the power to 

change, alter, or modify any of the terms of this 
Agreement. 

 
17.4 No person shall serve as an arbitrator if he/she is 

involved or directly interested in a grievance. 
 
17.5 The decision of the arbitrator shall be binding and 

enforceable to all parties. 
 
17.6 It is agreed that the expenses of the arbitrator shall be 

borne equally by both the Union and the Employer. 
 
 
Article 18 – Working Conditions General  
 
18.1 Food Safety 
 

Employees can speak freely with both Management 
and the Union regarding food safety issues and are 



- 93 - 

expected to bring any potential food safety issues 
forward to Management. 

 
18.2 Injurious Work Requirements 
 

If an employee believes the amount of work they are 
required to perform is in excess and over what is 
required from the rest of the staff in the same 
classification, the question shall be referred to Article 
16 – Grievance Procedure. 
 
If an employee believes the work they are required to 
perform will result in an occupational accident or injury 
to them, the question will be referred to Article 16 – 
Grievance Procedure. 

 
18.3 Joint Labour Management Committee 
 
 A Joint Labour Management Safety Committee 

consisting of representatives of the Employer coming 
under the same Collective Agreement and the Union 
shall be established, and such Safety Committee shall 
operate consistent with regulations of and with the 
assistance of the Safety Branch of the Workers’ 
Compensation Board. 

 
 The Employer agrees to establish a Retail Meat 

Advisory Committee to provide genuine employee input 
into the successful running of the Meat Department. 

 
 The Committee’s focus will be to provide positive and 

constructive input to matters affecting the Meat 
Departments and establishing good two-way 
communication between Management and employees. 
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 The Committee structure will be as follows: 
 

(a) Up to six (6) members chosen by the Union,  
  and 
(b) Up to six (6) members chosen by the Employer 

(Employer participants will include individuals 
familiar with meat programs). 

 
 The Committee will meet no less than two (2X) times 

per year. 
 
18.4 Staff Meetings 

 
Staff meetings wherever held, shall be considered as 
time worked and compensated for as such, except 
when they are dinner meetings at which attendance by 
an employee is on a voluntary basis.  Such dinner 
meetings in excess of two (2) during each contract year 
shall be considered as time worked and paid for 
accordingly. 

 
When dinner meetings are called, a notice will be 
posted indicating that the meetings are voluntary.  A 
copy of the dinner meeting notice will be faxed to the 
Union office at time of posting. 

 
18.5 Wearing Apparel 
 

(a) For Meat Cutters, the Employer shall furnish and 
launder smocks, cotton aprons and lugger coats 
for each employee.   

 
For Meat, Fish and Deli Clerks, the Employer will 
furnish a choice of either a vinyl or cotton apron for 
each employee. Employees choosing to wear a 
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cotton apron will be responsible to maintain the 
apron in a clean and presentable condition.  
Employees choosing to wear a vinyl apron will 
leave the apron in the store to be sanitized as 
needed.  Replacement of such aprons will be at 
the discretion of the Employer.  

 
Appropriate coats will be provided for employees 
when working in holding coolers or freezing units 
or under any other conditions mutually agreed 
upon between Employer and Union.  The number 
of coats supplied shall be determined by the 
Employer.  It has been further agreed rubber boots 
will be provided for clean up operations of the 
meat department. 

 
It is understood and agreed that all such wearing 
apparel is the property of the Employer and shall 
not be removed from the premises of the 
Employer.  As an exception to the foregoing, 
cotton aprons worn by Meat, Fish and Deli Clerks 
may be removed from the premises of the 
Employer. 

 
(b) The Employer will provide uniform shirts at the 

time of hire on the following basis: 
 

(i) Two (2) shirts to full-time and part-time 
employees. 

 
In addition, the Employer will provide one (1) 
replacement shirt after a year of employment and 
each subsequent year upon request by the 
employee. 
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Employees are required to maintain their shirt(s) in 
a clean and presentable condition. Any additional 
shirts required by the employee can be purchased 
from the Employer. 

 
New employees who terminate their employment 
or are terminated by the Employer prior to the 
completion of the probationary period may have 
the cost of the shirt(s) deducted from their final 
pay cheque unless they return the shirt(s) to the 
Employer. 

 
18.6 It shall be the duty and responsibility of both the 

employees and the Employer to co-operate and ensure 
that the tools, equipment, utilities and conveniences 
used by the employees are maintained in good and 
safe condition.  Employees shall refrain from misusing 
or defacing them and any conduct which would render 
unsanitary any such equipment, utensil or convenience. 

 
 The Employer further agrees to furnish and supply each 

employee with the proper tools and equipment that are 
required to perform their duties.  Such tools and 
equipment shall remain the property of the Employer, 
and further, such tools and equipment must remain the 
property of the Employer, and further, such tools and 
equipment must remain at all times on Employer 
premises. 

 
18.7 Employee Security 
 

Employees working evening shifts may request an 
escort to their car to ensure their safe departure. The 
request must be made to the person in charge of the 
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store who will make arrangements for the employee to 
be escorted to their car. 
 
Employees using other means of transportation may 
also request help in ensuring their safe departure.  
 
Other matters relating to the employees security should 
be brought to the attention of Management. 
 
For those stores where front end security is deemed by 
both parties to be at risk, the Union and the Employer 
agree to establish a J.L.M. Committee to meet and 
implement solutions to such security risks within two (2) 
weeks of meeting.  

 
18.8 Harassment 
 

The Union and the Employer agree that the workplace 
should be free of harassment, as defined by the 
Employer Policy-Harassment and applicable 
legislation.  The Employer and the Union will 
cooperate with each other in preventing and eliminating 
harassment. 
 
The above is subject to Articles 16 and 17 of the 
Collective Agreement. 

 
The Union and the Employer agree that directing the 
workplace is not a form of harassment. 

 
18.9 Non-Discrimination 
 

The Employer agrees there should be no discrimination 
and the appropriate Sections of the Alberta Labour 
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Relations Code and the Alberta Human Rights Act are 
hereby recognized. 

 
18.10 Successors and Assigns 
 
 This Agreement shall be binding upon the purchaser, or 

transferee as provided in the applicable section of the 
Labour Relations Code. 

 
18.11 Severability 
 

If any part of this Agreement is rendered or declared 
invalid by reason of any existing or subsequently 
enacted legislation, valid government regulation or 
order, or by decree of a court of competent jurisdiction, 
the invalidation of such part of the Agreement shall not 
affect or invalidate any of the remaining parts hereof, 
and the same shall continue in full force and effect. 

 
 
Article 19 – Duration and Renewal  
 
19.1 This Agreement shall be effective from March 23rd, 

2014 and shall remain in force until March 18th, 2017 
and thereafter from year to year but either party may, 
not more than one hundred twenty (120) and not less 
than sixty (60) days before the expiry date, or renewal 
date of such Agreement, give notice, in writing, to the 
other party to (a) terminate such Agreement, or (b) to 
negotiate revisions thereof. 

 
19.2 Should either party give notice pursuant to (b) 

above, this Agreement shall thereafter continue in 
full force and effect and neither party shall make 
any change in the terms of the said Agreement, or 



- 99 - 

increase or decrease the rate of pay of any 
employee for whom collective bargaining is being 
conducted, or alter any other term or condition of 
employment until: 

 
(a) The Union serves notice of strike in 

accordance with the Alberta Labour Relations 
Code. 

 
(b) The Employer serves notice of lockout in 

accordance with the Alberta Labour Relations 
Code. 

 
(c) Strikes and Lockouts 

 
There shall be no strikes or lockouts during 
the term of this Agreement, as per Sections 69 
and 70 of the Alberta Labour Relations Code.  

 
 
 
Signed this _______ day of _____________________, 2015. 
 
 
For the Employer:    For the Union: 
 
 
______________________ ______________________ 
 
______________________ ______________________ 
 
______________________ ______________________ 
 
______________________ ______________________ 
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______________________ ______________________ 
 
______________________ ______________________ 
 
Employer Committee: Union Committee: 
 
Sean Naldrett     Denyse Anderson 
Morgyn Ahrens    Tom Cantley 
Bill Campbell      Richard Carrier 
Phil Hanevich     Jacquie Champagne 
Don Richter     Blaine Desrochers 
Ryan Shannon    Deborah Draper 
       Petra Garbe 
       Dorothy Gonci 
       Cindy Lou Hamabata 
       Judy Hinzman 
       Annie Klein 
       Carol Amelia Kupchik 
       Mei Ling Lam 
       Lisa Lemke 
       Melvin McLellan 
       Barbara Miller 
       Stacey Porter 
       Garry Pucci 
       Barbara Roy 
       Troy Smidtas 
       Elizabeth Visser 
       Sydonne Wright 
       Janet Zachary 
       Doug O’Halloran 
       Theresa McLaren 
       Joe Attwood 
       Al Olinek 
     
This Agreement was ratified on March 12th, 2015. 
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Appendix “A” 
Wages and Classifications 

 
Meat Cutter Adjustment 
 
All employees on the Journeyman Meat Cutter rate of pay at 
the commencement of the third (3rd) year of the Collective 
Agreement (i.e. September 13th, 1993) will receive a twenty-five 
($0.25) cent per hour adjustment. 
 
Apprentices and those hired as at and after September 12th, 
1993, must present the Employer with an Alberta trade ticket in 
order to qualify for the certified Journeyman or “with certificate” 
rates of pay. 
 
1. Meat Clerks assigned to perform any cutting with a 

knife or power saw on meat or poultry, or to operate the 
meat grinder, shall be paid Meat Cutter rates, or such 
other rate as may be agreed to by the Employer and 
the Union.  The foregoing shall not apply when such 
work is performed while serving a customer and a Meat 
Cutter is not available. 

 
2. Meat Clerks in the Delicatessen operations shall be 

permitted to use knives and operate slicing machines in 
and for such Delicatessen operations at their regular 
rate of pay. 

 
3. Meat Clerks shall not be required to lift in excess of 

thirty-five (35 lbs) pounds at any one time during the 
performance of their duties. 
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4. Incentives 
 
 The parties agree that Appendix “A” does not prevent 

the implementation of additional premiums or other 
incentives as determined by the Employer from time to 
time. 

 
 Where it is necessary for the Employer to hire at a rate 

greater than the rate posted in Appendix “A” due to 
labour market conditions, the newly hired employees 
will be credited with the corresponding number of 
career hours to their assigned rate. 

 
Prior to the implementation of any additional premium 
or other incentives, the Employer shall advise the 
Union.  Upon request of the Union, the Employer shall 
meet with the Union to discuss the additional premiums 
or other incentives prior to the implementation. 

 
 
Retroactive Pay 
 
The Employer agrees to pay a lump sum payment to all 
employees on the payroll of the Employer on the date of 
ratification (March 12th, 2015) as follows: 
 
1. Active employees who were on the payroll of the 

Employer at the top rate or over-scale as of March 
12th, 2015 will receive eighty ($0.80) cents per hour on 
all hours paid for the period of time from the expiry of 
the old Agreement until the Saturday prior to the 
implementation of the new wage scales.  

 
2. Active employees who were on the payroll of the 

Employer at the start rate or in the progression as 
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of March 12th, 2015 will receive forty ($0.40) cents per 
hour on all hours paid for the period of time from the 
expiry of the old Agreement until the Saturday prior to 
the implementation of the new wage scales. 

 
3. The words “on the payroll of the Employer” shall 

include all employees who are currently on vacation, 
authorized leave of absence, sick leave, injury leave, 
Short-Term Disability, Long-Term Disability, Workers’ 
Compensation, maternity leave or parental leave. 

 

 

Wage Increases 
 
 
Current Top Rated or Over-Scale Employees Hired Prior to 
March 12th, 2015: 
 
Active employees who were on the payroll at the top rate 
or over-scale as of March 12th, 2015 shall receive the 
following increases:  
 
Effective March 15th, 2015 - $0.80 increase with $0.40 

added to the top rate  
Effective March 20th, 2016 - $0.80 increase with $0.40 

added to the top rate  
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Current Employees at the Start Rate or in the Progression 
Hired Prior to March 12th, 2015: 
 
Active employees who were on the payroll at the start rate 
or in the progression as of March 12th, 2015 shall receive 
the following increases:  
 
Effective March 15th, 2015 - $0.40 increase unless their 

corresponding wage rate in 
the new wage scale is greater 

  
Effective March 20th, 2016 - $0.40 increase unless their 

corresponding wage rate in 
the new wage scale is greater  

 
 
 
Off Scale – Any employee who is placed at an off scale rate as 
a result of any wage increase referred to above will remain at 
that off scale rate until his/her service and experience qualify 
him/her for the next higher rate in the wage scale. 
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Appendix “A” – Wage Scales 
 
 
 

MEAT CUTTERS - PRE - June 21st, 2003 

Hours Current March 15th, 2015 March 20th, 2016 

10000+ $25.35 $25.75 $26.15 

Overscale $25.35 $26.15 $26.95 

 
 
 
 

MEAT CUTTERS - POST - June 21st, 2003 
Hours - 

Pre 
February 

26th, 2008 
Employees 

Hours - 
Post 

February 
26th, 2008 
Employees Current March 15th, 2015 March 20th, 2016 

5000 0 $15.00 $15.00 $15.00 

5500 500 $15.35 $15.35 $15.35 

6000 1000 $15.85 $15.85 $15.85 

6500 1500 $16.35 $16.35 $16.35 

7000 2000 $16.85 $16.85 $16.85 

7500+ 2500+ $23.70 $24.10 $24.50 

Overscale $23.70 $24.50 $25.30 
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MEAT CLERKS - POST - June 21st, 2003* 
Hours - 

Pre 
February 

26th, 2008 
Employees 

Hours - 
Post 

February 
26th, 2008 
Employees Current March 15th, 2015 March 20th, 2016 

3000 0 $11.15 $11.65 $11.65 

3500 500 $11.62 $11.85 $11.85 

4000 1000 $12.08 $12.08 $12.08 

4500 1500 $12.55 $12.55 $12.55 

5000 2000 $13.02 $13.02 $13.02 

5500 2500 $13.48 $13.48 $13.48 

6000 3000 $13.95 $13.95 $13.95 

6500 3500 $14.42 $14.42 $14.42 

7000 4000 $14.88 $14.88 $14.88 

7500 4500+ $21.70 $22.10 $22.50 

Overscale $21.70 $22.50 $23.30 

 
*Includes Meat Clerks, Fish Clerks, Deli Clerks and Chinese 

Kitchen Cooks 
 
 
 

MEAT CLERKS - PRE - June 21st, 2003  

Hours  Current March 15th, 2015 March 20th, 2016 

10000+ $23.30 $23.70 $24.10 

Overscale $23.30 $24.10 $24.90 

 
Includes Meat Clerks, Fish Clerks, Deli Clerks 
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    Current March 15th, 2015 March 20th, 2016 

Meat Manager  $27.32 $28.12 $28.92 

Assistant Meat Manager $26.60 $27.40 $28.20 

Deli Manager  $25.72 $26.52 $27.32 

Assistant Deli Manager  $24.30 $25.10 $25.90 

Fish Dept Manager  $23.80 $24.60 $25.40 

Chinese Kitchen Manager $23.80 $24.60 $25.40 

 
 
 
       

Post Ratification June 21st, 2003 

    Current March 15th, 2015 March 20th, 2016 

Assistant Deli Manager  $22.70 $23.50 $24.30 
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For employees hired or rehired after March 12th, 2015 as 
Meat Clerks*, the following wage scale shall be the 
minimum rates of pay for the duration of the Collective 
Agreement.  
 
 

Hours 
 0 - 499 $11.65 

500 - 999 $12.00 

1000 - 1499 $12.35 

1500 - 1999 $12.70 

2000 - 2499 $13.05 

2500 - 2999 $13.40 

3000 - 3499 $13.75 

3500 - 3999 $14.10 

4000 - 4499 $14.45 

4500 - 4999 $14.80 

5000 - 5499 $15.15 

5500 - 5999 $15.50 

6000 - 6499 $15.85 

6500 - 6999 $16.20 

7000 - 7499 $16.55 

7500 - 7999 $16.90 

8000 - 8499 $17.25 

8500 - 8999 $17.60 

9000 - 9499 $17.95 

9500 - 9999 $18.30 

10000+ $20.90 

  
* To include the following jobs: Meat Clerks, Fish Clerks, 
Deli Clerks, Chinese Kitchen Cooks, and Sushi Chefs 
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Letters of Understanding 
 
 
Letter of Understanding  #1 – Severance Resulting from the 
Introduction of Counter Ready Meats (For Pre-Ratification – 
March 12th, 2015 Employees Only) 
 
Severance Resulting from the Introduction of Counter Ready 
Meats (For Pre-Ratification Employees Only (March 12th, 
2015)) 

Should the Employer choose to introduce Counter Ready 
Meats in accordance with the Letter of Understanding 
regarding the Moratorium on Counter Ready Meats, Meat 
Managers (Head Meat Cutters), Assistant Meat Managers, and 
Meat Cutters who choose not to accept another job in the 
Employer that may be offered to them at the rate of pay for 
that job, and provided they are on the payroll at the time of 
implementation, shall be paid severance in accordance with the 
following schedule.  Employees on medical or parental leaves 
at the time Counter Ready Meat is introduced will be eligible for 
severance at the end of their leave. 
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Severance Schedule Pay-Out 
 

Previous 52 Week Average Hours 

From To 0 – 
3.99 

4 – 
7.99 

8 – 
11.99 

12 – 
15.99 

16 – 
19.99 

20 – 
23.99 

24 – 
27.99 

28 – 
31.99 

32 – 
35.99 

FT / PT 
> 36 

$17.00 Over 1,580 4,740 7,890 11,050 14,210 17,330 20,520 23,680 26,840 30,000 

$16.00 $16.99 1,440 4,310 7,180 10,050 12,920 15,800 18,670 21,540 24,410 28,000 

$15.00 $15.99 1,310 3,930 6,560 9,180 11,800 14,420 17,040 19,670 22,290 24,910 

$14.00 $14.99 1,170 3,500 5,830 8,160 10,490 12,820 15,150 17,480 19,810 22,140 

$13.00 $13.99 1,020 3,060 5,100 7,140 9,180 11,220 13,260 15,300 17,340 19,370 

 
In addition to the above, employees receiving the severance who have been in the employ 
of the Employer in the bargaining unit for twenty (20) continuous years or more will receive 
an additional enhancement in the amount of $500.00 per year for each full year of service 
over twenty (20) years to a maximum of $5,000.00. 
 
This entitlement is for pre-ratification (March 12th, 2015) employees only. 
 
It is understood that upon the introduction of Counter Ready Meat, all clauses pertaining to 
Meat Managers, Assistant Meat Managers, Meat Cutters, and the production of beef, pork, 
veal, and lamb will be deemed to be suspended unless the Counter Ready Meat initiative is 
abandoned.  New language will be negotiated to reflect the new situation.  
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Letter of Understanding #2 – Moratorium on Counter Ready 
Meat 
 

Moratorium on Counter Ready Meat 
 
1.  The Employer will not introduce retail ready, fresh cut 

beef, pork, veal, or lamb into the Stores prior to March 
16th, 2007. 

 
2.  Should the proposed introduction of any retail ready fresh 

beef, pork, veal, or lamb into the Stores after March 16th, 
2007, be likely to result in the displacement of any pre-
June 10th, 2011 employees from their classification, the 
Employer shall give the Union six (6) months notice in 
writing. 

 
3.  The Employer, Union, and employees agree to cooperate 

and resolve staffing issues in each bargaining unit. 
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Letter of Understanding #3 – Full-Time/Part-Time Ratios 
 
Subject to the following, the Employer shall, for the duration of 
this Agreement, agree to maintain a workforce comprising of 
full-time and part-time employees in the Meat Production and 
Meat Service Departments (Delicatessen and Fish 
Departments) according to the following understandings: 
 
A.  Meat Production  Full-time employees  78.5% 
      Part-time employees 21.5% 
           100% 
 
B.  Service Departments Full-time employees  30.0% 
      Part-time employees 70.0% 
           100% 
 
CLARIFICATION 
 
1. Those full-time and part-time employees shall be 

enumerated in the foregoing ratio. 
 
 Those full-time employees, enumerated above, will 

include: 
 

(a) Full-time employees actually at work. 
 
(b) Full-time employees who have been laid off and 

maintain recall rights. 
 
(c) Full-time employees who are on leave of absence 

(e.g. Maternity, W.C.B., W.I., L.T.D., Vacation, 
Personal Leave). 

 
2. Those part-time employees, who are enumerated above 

will include: 
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(a) Part-time employees actually at work. 
 
(b) Part-time employees who have been laid off but 

enjoy recall rights. 
 
(c) Part-time employees who are on leave of absence 

(e.g. Maternity, W.C.B., W.I., L.T.D., Vacation, 
Personal Leave). 

 
3. The scope of the ratio in each of the two (2) operational 

areas (Meat Production or Meat Service Departments) 
shall be the Division. 

 
4. The parties realize that there may be occasional, but not 

consistent, fluctuations in the ratio of full-time employees 
of up to minus two (-2%) percent below the calculation in 
(A) or (B) above.  The parties agree that these ratios are a 
minimum and not maximum and that if all requests for full-
time have been filled then the ratios may fall below the 
minimum. 

 
5. The parties recognize that the foregoing Agreement, to 

maintain a full-time/part-time ratio, will not restrict the 
Employer from opening and operating new departments 
which are significantly different in staffing requirements 
and are not currently not operated by the Employer.  If it 
appears that the number of full-time employees, required 
to operate the new departments, is less than that provided 
in (A) or (B) above, those new departments and 
employees will be excluded from the calculation in (A) or 
(B) above, and will be dealt with in subsequent 
negotiations. 
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Letter of Understanding #4 – Deli Managers Bonus 
 
Subject to Letter of Understanding #1, the Employer will 
continue the Employer Bonus Plan for Deli Managers and 
Meat Managers.  It is understood that the terms and conditions 
of the Employer Bonus Plan are at the discretion of the 
Employer. 
 
 
Letter of Understanding #5 – Meat Department Managers’ 
Compensation Plan 
 

Average Weekly Hours  Weekly Compensation 
 
 Up to 160      $  20.00 
 161 to 220     $  35.00 
 221 to 320     $  50.00 
 321 to 420     $  65.00 
 421 to 520     $  80.00 
 521 to 620     $  95.00 
 621 +      $110.00 
 

The above additional compensation will be based on the 
average weekly hours worked by all employees in the Meat 
Department in the previous twelve (12), sixteen (16) or 
seventeen (17) week operating period and will be adjusted at 
the end of each such period. 
 
When a store is opened, the additional compensation for the 
first twelve (12) weeks of operation shall be based on the 
average hours worked in the store in which the Meat 
Department Manager was previously employed following which 
the average hours will be based on the new store's operation. 
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Letter of Understanding #6 – Relief in Service Departments 
 
The Employer will make the necessary arrangements to ensure 
that service department employees receive their scheduled 
fifteen (15) minute rest periods. 
 
Necessary arrangements will include: 
 
(a) Making sure that schedules are written in such a way that 

relief is available 
 
(b) Permitting the closing of the service departments to allow 

for breaks when no relief is available. 
 
 
Letter of Understanding #7 – Joint Training 
 
The Employer is prepared, in good faith, to explore the 
opportunities available to it through a Joint Training Program 
under the Education and Training Fund of the U.F.C.W. 
 
It is understood that full commitment will not occur until the 
Employer has reviewed and agreed upon the particulars and 
structure of the Joint Training Program. 
 
 
Letter of Understanding #8 – Meat Cutter Apprenticeship 
Program 
 
The Union and the Employer agree to continue to promote a 
Meat Cutter Apprenticeship Program at the Federal and/or 
Provincial level. 
 
This will be in accordance with the Manpower Development Act 
or the equivalent and their general regulations. 
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Letter of Understanding #9 – Customer Service 
 
Employees whose job performance is inconsistent with the 
Customer Service Policies will be counseled prior to the 
implementation of progressive discipline.  A full-time Union 
Representative will meet with the employee and their Store 
Manager prior to any disciplinary action being taken.  The 
Union agrees to make representatives readily available so as 
not to delay this process unduly. 
 
The foregoing will not apply to incidents of serious misconduct 
related to customer service. 
 
 
Letter of Understanding #10 – C.C.W.I.P.P. Stabilization Fund 
 
RE: CCWIPP Stabilization Fund – Alberta Retail Stores 
 
The Employer and the Union agree as follows: 
 
1. Effective August 29th, 2010, the Employer shall contribute 

to the Canadian Commercial Workers Industry Pension 
Plan an additional thirty-five ($0.35) cents for all hours 
worked or paid by the Employer to its employees in the 
bargaining units covered by the Collective Agreement 
including any overtime hours worked in a week (to a 
maximum of the basic work week), vacation, General  
Holidays, sick days (not including Weekly Indemnity, LTD, 
or other similar indemnifications), jury duty and any paid 
leave of absence required under the terms of the 
Collective Agreement. 

 
This means that the Employer will make a total aggregate 
contribution of one dollar twenty cents ($1.20) per hour to 
the Canadian Commercial Workers Industry Pension Plan 
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(i.e. the aggregate of the eighty-five ($0.85) cents required 
in Article 9 and the thirty-five ($0.35) cents required in this 
Letter of Understanding). 
 

2. Effective March 20th, 2010, the Employer will cease 
making contributions to the CCWIPP Stabilization Fund. 
The Employer will not be obligated to make any additional 
or future contributions to the CCWIPP Stabilization Fund. 

 
3. The Employer and the Union hereby request that the 

trustees direct an additional five ($0.05) cents per hour 
from the Stabilization Fund to the Canadian Commercial 
Workers Industry Pension Plan for all hours worked or 
paid by the Employer to its employees in the bargaining 
units covered by the Collective Agreement including any 
overtime hours worked in a week (to a maximum of the 
basic work week), vacation, General Holidays, sick days 
(not including Weekly Indemnity, LTD, or other similar 
indemnifications), jury duty and any paid leave of absence 
required under the terms of the Collective Agreement. The 
five ($0.05) cents from the Stabilization Fund is to be paid 
retroactively from August 29th, 2010 and continue until all 
remaining funds within the Stabilization Fund are 
exhausted or to the effective date of the Collective 
Agreement that will supersede the new Collective 
Agreement currently being negotiated between the 
parties. 

 
4. If the Stabilization Fund is discontinued, the balance of 

any assets held within the Stabilization Fund shall only be 
used for the benefit of the Employer’s employees in the 
bargaining unit, in a manner to be agreed upon by the 
Employer and the Union. 
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Letter of Understanding #11 – Vacation 
 
On a trial basis for the term of the Collective Agreement, 
beginning with the vacation year 2012, employees (except 
those scheduled vacation under Article 6.6) will be able to book 
vacation outside of Sunday to Saturday as follows: 
 
1. To be eligible, employees must be eligible for five (5) or 

more weeks of vacation. 
 

2. Eligible employees can use a maximum of two (2) weeks 
vacation in this fashion. 
 

3. Where one week is taken, the vacation will be recorded on 
the vacation planner as two (2) weeks.  Where two (2) 
weeks are taken, the vacation will be recorded on the 
vacation planner as three (3) weeks. 
 

4. Where more than one (1) week is used, they must be 
taken consecutively.  Employees cannot use two (2) 
single weeks for this purpose. 
 

5. The time of the vacation is to be mutually agreed between 
Management and the employee. 

 
 
Letter of Understanding #12 – Deli Training Stores 
 
The Employer may have up to six (6) training stores in 
Calgary. The Employer will advise the Union as to which 
stores are designated training stores. 
 
Employees designated as Deli Trainers in the above stores will 
be paid the top rate of the Deli Clerk classification plus one 
($1.00) dollar per hour. 



- 119 - 

Letter of Understanding #13 
 
Banff/Canmore Additional Compensation 
 
Effective March 15th, 2015 all employees in Canmore and 
Banff will receive an additional seventy-five ($0.75) cents per 
hour above the rate in Appendix “A”. 
 
 
Letter of Understanding #14 – Additional Training 
 
Where the Union raises an issue within a store where an 
employee is being refused additional training that is 
required for their position and it is having an impact on 
their ability to receive a fair rotation of scheduled shifts, 
the Employer agrees to meet with the Union to discuss the 
issue. 
 
 
Letter of Understanding #15 – Anti-Fatigue Mats 
 
Where the Union raises an issue within a store regarding 
the supply of anti-fatigue mats, the Employer agrees to 
meet with the Union to discuss and resolve the issue. 
 
 
Letter of Understanding #16 
 
This letter will confirm the Employer’s agreement that the 
“Head Sushi Chef” will be treated the same as the 
“Chinese Kitchen Manager” for the purposes of Article 5.5 
of the Collective Agreement.  The “Head Sushi Chef” will 
be paid the same rate as the “Chinese Kitchen Manager” 
as set out in Appendix “A”. 
 



- 120 - 

For purposes of relief, effective the date of this letter, the 
Employer will designate an employee to relieve for the 
“Head Sushi Chef” for relief opportunities of a full week or 
more and they shall be paid the “Chinese Kitchen 
Manager” wage as outlined above, for all time so 
employed. 
 
 
Letter of Understanding #17  
 
Union Representation for Suspended Employees 
 
The parties agree to the following items with respect to 
Union representation for meetings with employees who 
have been suspended pending further investigation: 
 
1. Should an employee be suspended from the 

workplace and called back for an interview, the Union 
will be notified of the time and date of the interview. 

 
2. If a Representative of the Union is not able to attend, 

the Union Steward shall be present for the interview. 
 

3. It is understood that if a suspended employee is 
called back for a meeting in which he/she will not be 
interviewed further and only issued a discipline/ 
termination notice, Article 15.1 shall apply. 

 
 
Letter of Understanding #18 
 
The Employer agrees to meet with the Union upon request 
to address issues pertaining to employee access to “Direct 
2HR” or its replacements. 
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Letter of Understanding #19 – Vacation Payment 
 
(1) Although Article 6.1 of the Collective Agreement 

contemplates that full-time employees receive a paid 
vacation after they have completed a full year of 
service, the Employer permits full-time employees to 
take paid vacation during their first year of service. As 
a result of this practice, some full-time employees 
who take annual vacation prior to their vacation 
anniversary date have a negative balance in their 
vacation account. In order to eliminate that negative 
balance, an employee must work until their 
anniversary date. 

 
(2) When an employee quits or is terminated and has a 

negative balance in their vacation account, the 
employee does not have the ability to earn any 
additional weeks of paid vacation after their 
termination which may leave a negative balance in 
their vacation account which leads to a “vacation pay 
overpayment”. 

 
(3) If at the time the employee quits or is terminated, the 

Employer believes a vacation pay overpayment has 
occurred, it shall be entitled to deduct the 
overpayment from the employee's final pay cheque. 

 
(4) When the Employer deducts a vacation pay 

overpayment from an employee's final pay cheque, it 
will send the employee a letter, with a copy to the 
Union, explaining the overpayment and providing 
supporting documentation. 

 
(5) Any legal or equitable claim for wrongful set off is 

subject to the grievance and arbitration process. 



- 122 - 

 
(6) If a full-time employee is being reduced to part-time, 

the Employer agrees that at the time the full-time 
employee is identified as potentially being reduced to 
part-time, the Employer will provide them with a 
statement including their vacation anniversary date 
and their current vacation account balance and 
explain to them that any future vacation that has 
already been booked may or will cause an 
overpayment situation and the employee at their 
option shall have the opportunity to proceed with 
their vacation or cancel the vacation and work for that 
period. If the employee decides to proceed with their 
vacation, the Employer will be entitled to deduct the 
resulting vacation pay overpayment from the 
employee's future part-time vacation earnings. 

 
(7) In an effort to ensure that full-time employees 

understand the vacation pay entitlements in relation 
to taking vacation, the Employer agrees, within thirty 
(30) days of ratification, to provide all current full- 
time employees with a statement confirming their 
vacation anniversary date and the current status of 
their vacation account along with a copy of this Letter 
of Understanding. The Employer also agrees that 
each time an employee is hired to full-time, promoted 
to full-time or is reinstated to full-time, it will provide 
that employee with a status change letter which sets 
out their vacation anniversary date and advises them 
that if they take vacation before this date, and then 
terminate their employment, they will be in an 
overpayment situation. 
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Letter of Understanding #20 – Demotion 
 
The Employer will provide reasonable coaching and 
counselling on job expectations and requirements for an 
employee appointed to a position listed in Article 4.1(d), 
prior to that employee being demoted for poor 
performance.  The Employer will advise the employee that 
they can, if requested, have a Shop Steward or Union 
Representative present for the above-mentioned coaching 
or counselling.  
 
 
Letter of Understanding #21 
 
Single Days of Vacation Protocol 
(Effective January 1st, 2015) 
 
On a trial basis for the term of the Collective Agreement and 
beginning with the 2015 vacation year, full-time employees 
with five (5) weeks of vacation eligibility will be able to use 
single days of vacation, in accordance with the following 
conditions: 
 
(1) Employees may use a maximum of one (1) week of 

their entitlement in single day increments.   
 

(2) Notwithstanding anything to the contrary in the 
Collective Agreement, employees who wish to use 
single days of vacation must advise their Store 
Manager no later than January 31st of each year. 
These employees will not schedule one (1) week of 
their vacation entitlement in order to use these days 
for single day vacations. 
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(3) All requests for single days of vacation must be 
provided to the Store Manager at least twenty-one (21) 
days in advance and will be approved at the 
Employer’s sole discretion.  This notice period can be 
waived by the Employer, at its discretion.  Requests 
will be considered on a “first come, first served” 
basis. No single day or days of vacation will be 
approved to be taken during the months of June, July 
or August.  

 
(4) All single days of vacation must be scheduled or taken 

by October 1st of each year. Any single days of 
vacation that are not scheduled by October 1st of each 
year, will be scheduled by the Employer, at its sole 
discretion. 

 
 
Letter of Understanding #22 – Phased in Retirement 
 
The parties agree to meet within one (1) month of the date 
of ratification (March 12th, 2015) to discuss and develop a 
“phased in retirement” option for full-time employees aged 
sixty (60) or over.  This option will be available within six 
(6) months of the date of ratification (March 12th, 2015) 
unless otherwise mutually agreed. 
 
 
Letter of Understanding #23 – Union Stewards 
 
The Employer agrees that one (1) Union Steward per store 
will not be transferred (except with the consent of the 
employee involved) to another store, providing the Union 
supplies the Employer with a current list of Union 
Stewards, which indicates the Union Steward as 
recognized above and their locations. 
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The above will not apply to Union Stewards who are Meat 
Managers, Assistant Meat Managers, Deli Managers, 
Assistant Deli Managers and Seafood Managers. 
 
In cases where the transfer of a Union Steward is required 
for operational reasons, the Union agrees to meet with the 
Employer to discuss the potential transfer. 
 
 
Letter of Understanding #24 – Creating New Classifications 
 
Employees may be hired or selected on the basis of their 
qualifications, skills and abilities as determined by 
Management for positions that require a particular skill or 
knowledge base not currently in place in our store 
offering. 
 
The Employer shall offer to all current employees the 
opportunity to be considered for any new classifications 
prior to hiring outside of the bargaining unit.  Current 
employees will be canvassed through a notice that will be 
posted bargaining unit wide for a minimum of ten (10) 
days. 
 
In the event an employee believes that he/she should have 
been considered for a position outlined above, the 
Employer agrees to meet with the employee and the Union 
to discuss the employee’s qualifications. 
 
If the Employer desires to introduce a new job 
classification, they will meet with the Union to negotiate 
the rates and conditions for the job.  If the Employer and 
the Union cannot negotiate the rates and conditions then 
the matter will be referred to arbitration for resolution. 
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The Employer agrees to notify the Union, in writing, of the 
persons selected by the Employer indicating the store 
number and the Department. 
 
 
Letter of Understanding #25 
 
Canadian Commercial Workers Industry Pension Plan 
(CCWIPP) National Agreement 
 
The parties understand that there is a new CCWIPP 
National Agreement being worked on by the Trustees of 
the Plan that may include increased Employer 
contributions and Plan member contributions and that 
although these discussions are close to a resolve, there is  
presently not an agreement. 
 
In any event, once an Agreement is reached, it will be 
subject to Provincial Regulatory approval.  This Letter of 
Understanding confirms that once an agreement is 
reached between the Trustees, the terms and conditions of 
the new CCWIPP National Agreement will be 
communicated to the parties and form part of this 
Agreement. 
 
 
Letter of Understanding #26 
 
Blacking Out of Vacation Planners 
 

As per our discussions in negotiations, the Employer wishes to 
confirm the following: 
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1. No Safeway Operations Retail Stores will have vacation 
planners posted with weeks “blacked out” or “blocked off”. 
 

2. Upon request, employees will be given a reason as to why 
their request for vacation has been denied. 
 

3. Employees will be able to request their vacation anytime 
in the year as per the Collective Bargaining Agreement 
guidelines. 
 

4. Any stores that have vacation planners currently posted 
with “blacked out” periods will immediately remove such 
planners and employees may apply for those “blacked 
out” weeks in order of seniority – full-time then part-time, 
as long as they have the vacation weeks left.  Such 
requests will be taken into consideration and will not be 
unreasonably denied. 
 

5. Stores that grant vacation time during such weeks will do 
so as outlined above. 
 

6. Human Resources shall investigate any complaints about 
vacation planners and address concerns as soon as 
possible. 

 
Signed this _______ day of _____________________, 2015. 
 
 
For the Employer:    For the Union: 
 
 
______________________ ______________________ 
 
______________________ ______________________ 
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______________________ ______________________ 
 
______________________ ______________________ 
 
______________________ ______________________ 
 
______________________ ______________________ 
 
 
Employer Committee: Union Committee: 
 
Sean Naldrett     Denyse Anderson 
Morgyn Ahrens    Tom Cantley 
Bill Campbell      Richard Carrier 
Phil Hanevich     Jacquie Champagne 
Don Richter     Blaine Desrochers 
Ryan Shannon    Deborah Draper 
       Petra Garbe 
       Dorothy Gonci 
       Cindy Lou Hamabata 
       Judy Hinzman 
       Annie Klein 
       Carol Amelia Kupchik 
       Mei Ling Lam 
       Lisa Lemke 
       Melvin McLellan 
       Barbara Miller 
       Stacey Porter 
       Garry Pucci 
       Barbara Roy 
       Troy Smidtas 
       Elizabeth Visser 
       Sydonne Wright 
       Janet Zachary 
       Doug O’Halloran 
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       Theresa McLaren 
       Joe Attwood 
       Al Olinek 
     
 
This Agreement was ratified on March 12th, 2015. 
 




