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LETTER FROM 
THE PRESIDENT 
U.F.C.W. CANADA 
LOCAL 175 

Dear Fellow Members: 
I wish to welcome new members to Locals 175 and 633 

of the United Food and Commercial Workers Union, and to 
thank long standing members for their continued support and 
assistance over the years. 

I hope you will all read this contract and become aware 
of your rights and privileges as union members. It is an im- 
portant document. It identifies and guarantees your income, 
benefits and job security while you work for your current em- 
ployer. Like an insurance policy, a warranty for a new car, or 
the deed to your home, if you are not aware of the agree- 
ment you entered into, you may not benefit from it. 

As a union member with a contract, you have the free- 
dom to plan for the future. You will know what your income 
will be in advance. Your rights and benefits are written down 
and cannot be revoked, and your job security is a primary 
element. Non-union workers do not have this protection. 
Their wages and benefits may be cut at any time, as may 
their jobs. 

Become familiar with your contract. If unsure about an 
item or if you think your concern is not covered, speak to 
your Union Steward. He or she is a co-worker trained by the 
Union to help you with concerns and grievances in the 
workplace. If the problem cannot be settled by the Steward, 
a full-time Union Representative can be contacted at any time 
to assist you. 



In addition to Stewards in the workplace and Union 
ho support them, we also have a team of 

professionals who provide support. 

We should all be proud of our Union’s achievements. We 
have proven many times that employers can treat their work- 
ers fairly and still run their business efficiently. 

In the United Food and Commercial Workers’ Union, we 
are committed to job security in an ever changing social en- 
vironment. Only your Union can be relied upon to protect 
your rights. 

Your Union offers you representation before the Workers 
Safety Insurance Board. If you are injured on the job, our 
trained staff will support you and help you in any way they 
can. 

Non-Union workers are at the mercy of their employer. 
This is one reason our Local Union continues to grow. 

Our organizing team works around the clock to help bring 
other workers into our union. If you know of someone who 
works in a non-union environment, do them a favour and 
give our organizers a call. 

We also believe in the education of our members and their 
children. Lack of economic resources should not be a hin- 
drance to further education. In this regard, the UFCW offers 
a number of scholarships at the local, national and interna- 
tional level. They are for your benefit as Union members. 

In addition, your Union works to keep you up-to-date 
about legislation concerning your working rights. 

Your Local Union represents some 50,000 members 
across Ontario. As we continue to grow, we have moved to 
keep up with the growth in areas of servicing and all-round 
members’ support. Included in this booklet is a list of Union 
representatives and other representatives there to support 
you, the member. 



Only by all of us working together can we keep what we 
have gained over years of hard negotiations and obtain what 
is rightfully ours in the future. Our labour may be the only 
commodity we have to sell. Let us not sell it cheaply. 

Please feel free to contact me at any time with questions 
or concerns about the Union. This is your Union. You put 
the 'U' in our Union. 
In Solidarity, 
Wayne Hanley, President, 
U.F.C.W. CANADA Local 175. 



Wayne Hanley Jim Andress Betty Pardy 
President Secretary-Treasurer Recorder 

Jim Hastings 
Executive Assistant 

John Fuller 
Executive Assistant 

As the elected officers of Local 175, it is our job to ensure 
the smooth running and day-to-day operations of your Local 
Union. We represent some 50,000 members across Ontario, of 
whom some 25,000 are retail workers. Others work in a wide 
variety of units, including nursing homes, funeral homes, ho- 
tels, processing plants, and manufacturing plants. This requires 
versatility, knowledge and tireless effort. To accomplish this job, 
we are supported by your Union Steward, Union Representa- 
tives, Benefits Representatives, staff lawyers and communica- 
tions representative. If we are not available or cannot answer a 
given question, we have the resources to find out. Remember, 
we are here to serve you. 



UNITED FOOD & COMMERCIAL WORKERS 

The United Food and Commercial Workers is one of the largest 
and most respected unions. You are one of more than 225,000 
members in Canada and 1,500,000 members in North America. 

The UFCW is the result of a merger between two of the old- 
est and most respected unions in North America: the Amalga- 
mated Meat Cutters and Butcher Workmen of North America 
and the Retail Clerks International Union. This merger took place 
on June 6, 1979. The new union represents workers in nearly 
all aspects of Canadian life and is mirrored in the makeup of 
Locals 175 and 633. 

U.F.C.W. CANADA LOCALS 175 AND 633 

Your local unions, with over 50,000 members, is the largest 
UFCW local union, and the largest local union of any union in 
Canada. 

This Local has the expertise, financial stability and resources 
to provide you, the member, with the best negotiating team, the 
best legal assistance, and the best all around service of any 
union in the country. 



U.F.C.W. LOCALS 175 and 633 EXECUTIVE BOARD 
LOCAL 175 EXECUTIVE BOARD; 
PRESIDENT 

Wayne Hanky, Oakville 

Jim Andress, Guelph 

RECORDER 
Betty Pardy, London 

Rick Alaglerski, Mississauga 
Phil Anderson, Peterborough 
Toni Armstrong, Hawkestone 
Mona Bailey, Omemee 
Bryan Bralthwaite, Chatham 
Georglna Broeckel, Arthur 
Fay Boucher, Thunder Bay 
Sam Caetano, Toronto 
Joyce Cote, Nlagara Falls 
Matt Davenport, Guelph 
Bruce Dosman, Hanover 
William Foley, Burlington 
Roland Fortin, Kitchener 
David Fox, Napanee 
Steve Garland, Kitchener 
Rudolf Gwinner, Cambridge 
Joe Hand, Newcastle 
Jlm Hastings, Misslssauga 
Jlrn Hough, Burlington 

LOCAL 633 EXECUTIVE BOARD 

Dan Bondy, Amherstburg 
RECORDER Neil Hotchkiss, McGregor 
Roy Reed, Orlllia 

SECRETARY*TAEASURER 

VICE-PRESIDENTS 
Tim Kelly, Stratford 
Janice Klenot Kitchener 
Jane Koren, Wasaga Beach 
Cliff Kostyniuk, St Catharines 
Rosemarie Mathieu, Oshawa 
June Maruschak, Sarnia 
Nancy Melcore, Brampton 
Tony Morello, Angus 
Pat Newell, Port Hope 
Robert Nicholas, Havelock 
Fitzroy Reld, Toronto 
Scott Saunders, Woodville 
Don Schmidt, Walkerton 
Dale Simon, Thunder Bay 
Andy Spruyt, Fonthill 
June Towler, Bradford 
Patricia Tweedie, Niagara Falls 
Karen Vaughn, Milford 
Coreena Zurkan, Ksnora 

PRESIDENT VICE-PRESIDENTS: 
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What You Get For Your Union Dues 
Higher than average wages and benefits. According to re- 
cent government statistics, unionized workers make, on av- 
erage, 38% more in wages and benefits than non-union work- 
ers in the same industries. This fact alone makes your union 
dues an outstanding investment in your future. 
Job Security. Your Union will not let you be fired or disciplined 
without just cause, and it is up to management to prove just 
cause. Every year the Union spends tens of thousands of dol- 
lars in grievance and arbitration expenses just to protect your 
rights. If you are unjustly discharged, your Union will spare no 
expense in getting you back to work. Does a non-union worker 
have that kind of security? 
Grievance Procedure. Even the smallest contract rights are 
vitally important to your Union. Did you deserve a promotion 
and not get it? Are non-bargaining unit people doing your work? 
Were your bumping rights ignored? Is your sick pay late in 
coming? Have you been unfairly disciplined for a very minor 
mistake? The Grievance Procedure allows the Union to go to 
bat for you. In a non-union workplace you have no rights ex- 
cept what management chooses to allow you. 
Problems with Workplace Safety and Insurance Act or Em- 
ployment Insurance? The Union employs experts in cutting red 
tape and representing you to government agencies. These serv- 
ices are free to you, should you ever need them. Non-union 
workers are usually in the dark and out in the cold in these 
matters. They can only turn to expensive lawyers for help. 
Pensions, Dental Insurance, Sick Pay, Disability Insurance, 
etc. Compare your benefits package with those of non-union 
friends and family. Should they be unable to work because of 
sickness or accident, would they trade their insurance protec- 
tion for yours? You bet they would! 
Add up what you paid in Union Dues last year (don’t forget 
that they are tax-deductible). Compare that amount with what 
you spent on such things as hobbies, cigarettes, beer, movies, 
cable television or “impulse” gifts. 



WHAT IS A UNION STEWARD? 

d Commercial Workers. It is his or her duty to 
rd is an elected front-line representative of the 

give you advice on your rights and to represent you to manage- 
ment in the first stage of the grievance procedure. 

Bring any suspected violation of this agreement to the 
attention of the Union Steward as soon as possible, because 
time limits may be important in winning your grievance. A 
Union Steward cannot work miracles and solve your problem 
on the spot, but he or she will either give you an answer or find 
out the answer to your problem by contacting the Union 
Representative. 

Union Stewards are all volunteers. They receive no pay for 
their important work and have a lot of responsibility. Treat them 
with consideration, as you would any friend who tries to assist 

k your Union Steward to look into a violation of your 
contract rights unless you are willing to file a grievance if neces- 
sary. Their time is as important as yours. Your Steward can 
assist you in winning your rights under this collective agree- 

in the job, being a Union Stew- 
ucational experience. If you’re 
contract rights be respected by 

management and if you also enjoy helping people, talk to your 
Union Representative. You might make a good Union Steward. 

nt, but only if you are willing to see it through. 



UNION SCHOLARSHIPS, TRAINING AND EDUCATION 
There are a number of scholarships available for UFCW Canada 
Locals 175 and 633 members, and their children, who are pursu- 
ing a Post Secondary education. To find out more about the schol- 
arship program or various courses listed below, please contact the 
Locals 175 & 633 Training Centre, at (905) 564-2500 or 1-800- 
728-8902 or visit the web site: www.ufcwl75.com. 

Locals 175 and 633 are also aware of the need for training and 
education in the workplace resulting from technological change, 
corporate restructuring and the abandonment of our governments 
towards the training and education of the workforce. 

To address that need Locals 175 and 633 offer annual regional 
stewards training seminars. These seminars are held separate from 
courses which are available to members at the Locals Training and 
Education Centre in Mississauga. On a weekly basis the Union offers 
courses which allow our members to further their formal educa- 
tion and increase their ability and skill level in areas ranging from 
computer foundations, literacy and math upgrading to steward 
training and workplace advocacy. 

In addition, twice a year the Locals offer stewards and mem- 
bers scholarship programs which are conducted at the Locals Train- 
ing and Education Centre in Mississauga. 

Thirty scholarships are awarded annually to stewards province 
wide to attend a weeklong in-depth training and education semi- 
nar. The theme of the week is "Labour's History; Past, Present and 
Future" and ensures that our stewards are well informed and edu- 
cated to be representatives of our Union in their workplaces. Stew- 
ards also receive nine hours of hands on computer training during 
the weeklong course. 

Thirty members' scholarships are also awarded annually to 
provide members throughout the province an opportunity to at- 
tend a weeklong computer training course. The course is a basic 
computer course which will give members an understanding of 
how a computer works and an introduction to using a computer. 

With each of these scholarship programs the Locals will cover 
the cost of the course and materials as well as the members' wages, 
per diems, accommodation and transportation costs. 



WORKPLACE SAFETY AND INSURANCE ACT ‘W.S.I.A” 
Formally 

WORKERS COMPENSATION ACT ’1w.c.n” 
The Workplace Safety and Insurance Act, “W.S.I.A.”, formally, 

Workers Compensation Act or “W.C.B.” is an insurance program to 
protect workers against loss of income due to lob related disabili- 
ties Here are answers to the most commonly asked questions, 

1. HOW DOES THE WORKER REPORT AN ACCIDENT? 
If an accident occurs at work, section 22 (1) of The Act requires 

a worker to file a claim as soon as possible after the accident that 
gives rise to the claim, but in no case shall he or she file a claim 
more than six months after the accident or, in the case of an occu- 
pational disease, after the worker learns that he or she suffers from 
the disease. 

2. IS THERE AN EXTENSION OF TIME? 
The Board may permit a claim to be filed after the six month 

period expires if, in the opinion of the Board it is just to do so. 
3. WHAT FORMS MUST BE COMPLETED TO RECEIVE BENEFITS? 
Section 22 (4) ... A claim must be on a form approved by the 

Board and must be accompanied by such information and docu- 
ments as the Board may require. 

4. WHAT CONSENT OF DISCLOSURE IS REQUIRED? 
Section 22 (5) When filing a claim, a worker must consent to 

the disclosure to his or her employer of information provided by a 
health professional under subsection 37(e) concerning the work- 
er’s funcitionai abilities. The disclosure is for the sole purpose of 
facilitating the worker’s return to work. 

5. FAILURE TO FILE? 
Section 22 (6) ... If the claimant does not file the claim with the 

Board in accordance with this section or does not give the consent 
required by sub-section (5). no benefits shall be provided under 
the insurance pian unless the Board, in its opinion, decides that it 
is just to do so. 

6. NOTICE TO EMPLOYER? 
Section 22 (7).., The claimant shall give a copy of his or her 

claim to the worker’s employer at the time the claim is given to the 
board. 

7. NOTICE OF MATERIAL CHANGE IN CIRCUMSTANCES? 
Section 23 (3) ... A person receiving benefits under the insur- 



ance plan or who may be entitled to do so shall notify the Board of 
a material change in circumstances in connection with the entitle- 
ment within 10 days after the material change occurs. 

8. WAGES FOR DAY OF ACCIOENT? 
Section 24 (1) ... The employer shall pay a worker who is enti- 

tled to benefits under the insurance plan his or her wages and 
employment benefits for the day of the injury as if the accident had 
not occured. 

9. EMPLOYMENT BENEFITS 
Section 25 ( I )  ... Throughout the first year after a worker is injured, 

the employer shall make contributions for employment benefits in re- 
spect of the worker when the worker is absent from work because of 
the injury. However, the contributions are required only if.. 
(a) the employer was making contributions for employment ben- 

efits in respect of the worker when the injury occured: 
and 

(b) the worker continues to pay his or her contributions if any, for 
the employment benefits while the worker is absent from work. 

Section 40 (1) ... The employer of an injured worker shall co- 
operate in the early and safe return to work of the worker by, 
(a) contacting the worker as soon as possible after the injury oc- 

curs and maintaining communication throughout the period of 
the worker's recovery and impairment: 

(b) attempting to provide suitable employment that is available and 
consistent with the worker's functional abilities and that, when 
possible, restores the worker's pre-injury earnings: 

(c) giving the Board such information as the Board may request 
concerning the worker's return to work: and 

(d) doing such other things as may be prescribed. 
SAME WORKER? 
Section 40 (Z),,. The worker shall co-operate in his or her early 

and safe return to work by: 
(a) contacting his or her employer as soon as possible after the 

injury occurs and maintaining communication throughout the 
period of the worker's recovery and impairment: 

(b) assisting the employer, as may be, required or requested, to 
identify suitable employment that IS available and consistent 

10. OUTY TO CO-OPERATE I N  RETURN TO WORK? 



with the worker's functional abilities and that, when possible, 

Board such information as the Board may request 
concerning the worker's return to work, and 

(d) doing such other things as may be prescribed. 
11. NOTICE OF DISPUTE? 
Section 40 (6) ... The employer or the worker shall notify the 

Board of any difficulty or dispute concerning their co-operation with 
each other in the worker's early and safe return to work. 

Section 41 ( I )  ... The employer of a worker who has been unable 
to work as a resultof an injury and who, on the date of the injury, 
had been employed continuously for at least one year by the em- 

y the worker in accordance with this 

worker is medically able to perform 
the essential duties of his or her pre-injury employment, the em- 

r in the position that the worker 

(b) offer to provide the worker with alternative employment of a 
nature and at earnings comparable to the worker's employment 
on the date of injury 

TIME LIMITS 
1 A 30 day time limit on appealing a Board decision about return 

to work or a labour market re-entry plan made on or after Janu- 
ary 1, 1998. 

2 A six month time limit on appealing any other Board decision 
made on or after January 1 ,  1998. 

3 A six month time limit on filing a claim. 
to the new act are significant and have reduced or 

limited entitlement for injured workers. However, you should never 
let management talk you out of filing a claim, it IS your right, in fact 
it is a violation for an employer to refuse to submit a claim. 

Your local union has a benefit department that will answer any 
questions you may have in regard to filing or appealing a W.S.1 B. 
claim. Contact your union office. 

is or her pre-injury earnings: 

12. OBLIGATION TO RE-EMPLOY? 



EMPLOYMENT INSURANCE 
(formerly UNEMPLOYMENT INSURANCE) 

On June 30, 1996 the Employment Insurance Act came into 
effect. Additional changes became effective January 1, 1997 and 
December 31st 2000. The new system reflects a fundamental 
restructuring of the old Unemployment Insurance System. 
“Where to Apply?” 

Apply at the local Human Resource Centre of Canada. Check 
the telephone directory under Human Resources Development 
Canada or Canada Employment Centre for the office nearest you. 
Regular Benefits: 

You can receive regular benefits if you lost your job and you 
can’t find work, provided that you meet these requirements: 

you have paid into the El account; 
you have worked the required minimum number of hours in 

the last 52 weeks; the number of hours of work needed, may 
range from 420-700 hours depending on the unemployment rate 
in your region. 

there are two exceptions: if this is your first job ever, or your 
first job after coming back into the workforce after an absence 
of two years or more, you will need a minimum of 910 hours 
of work to qualify regardless of the local unemployment rate. 

In most cases you will receive 55% of your insured earn- 
ings to a maximum of $413 per week. Claimants who are in a 
low income family (an income of less than $25,921) with chil- 
dren and receive the Child Tax Benefit will receive a Family Sup- 
plement based on your Child Tax Benefit. Your benefit rate can 
be increased to a maximum of 65% but not greater than the 
maximum benefit rate of $41 3 (2001). 

Claimants can collect benefits between 14 and 45 weeks de- 
pending on the unemployment rate in their region, and the 
number of hours they have worked in the last 52 weeks. 



How to Calculate the Benefit Amount? 
e is based on your average insured earnings 

eraged over a number of weeks known as a divisor.The divisor 
is the greater of: 
(a) the number of weeks of insured earnings in the last 26 week 
period; or 
(b) the number of weeks specified in the divisor table. 

If you worked for only the minimum number of weeks re- 
quired to qualify, or for one week longer than that, then the 
minimum divisor applies to you. 
Intensity Rule: 

ks of work Your insured earnings will be av- 

Any week of regular benefits collected after June 30, 1996 
fit rate on future claims. Weeks of ben- 
on your claim history for five (5)  years. 

Working while on a claim can help you to reduce the number 
of weeks on your claim history. Your claim history is maintained 

Claimants who work while they receive regular benefits and 
earn enough to reduce their El cheques will be able to earn work 
credits to be applied against the intensity rule. The total amount 

ve the El system by working while on a claim will be 
efits. Those weeks will then 
of the intensity rule for the 

Sick Benefits: 
Sick benefits are paid for up to 15 weeks, if you have 600 hours 

of insurable employment in the last 52 weeks or since the start of 
your last c get sick after your employment was inter- 
rupted for son, such as temporary layoff, you may be 
eligible wit 600 hours. Medical reports are necessary. 



Maternity Benefits: 
If your child is born or adopted after December 31st, 2001. 

You must have worked and paid El premiums for at least 600 hours 
in the last 52 weeks, or since the beginning of your last El claim. 
You can start collecting maternity benefits up to 8 weeks before 
you are scheduled to give birth. However, benefits cannot be 
received later than 17 weeks after the baby is due or born, unless 
the infant is confined to a hospital. 
Parental Benefits: 

Parental benefits can be collected for up to 35 weeks by both 
natural and adoptive parents while they are caring for a newborn or 
adopted child. Under the new rules a combination of maternity 
(biological mothers only), parental and sickness benefits can be 
received up to a combined maximum of 50 weeks in a 52 week 
period. 

Benefits are paid at 55% of your average insured earnings up to 
a maximum of $413 per week. 
Discharge or Iluit: 

No regular benefits are paid to those workers who quit a job with- 
out just cause or who are fired for misconduct. You may appeal a 
disqualification. Contact your Union if you need assistance with your 
appeal. 



ONAL HEALTH & SAFETY ACT 

to the Act. For details, refer to the Act itself, which is found in 
the small green book which must be posted in every workplace. 
Employer’s Duties 
Among other things, the employer must: 
‘ P  

P in a safe manner. 
* A  

Appoint a competent person as supervisor. 
Co-operate with and assist the health and safety committee 

sonable for the protection of the worker. 

on, instruction and training so that the em- 

ker with any workplace hazard. 

Note: Department Heads in the bargaining unit must also ensure 
that workers work in a safe manner, as above, but they cannot 
discipline workers who refuse, for example, to wear safety equip- 
ment. If a meat manager is unable to convince a fellow worker to 
wear a mesh apron when he is required to do so, he should sim- 

quired by the employer. 
Report any potentially unsafe condition or defect in safety 
equipment to your Supervisor. 
Obey the Health and Safety law and all regulations and report 
any violations of the law or regulations to your Supervisor. 



Workers may not: 
Remove or turn off any safety device. 
Use any equipment or work in a manner which may endan- 
ger yourself or another worker. 
Engage in horseplay of any kind. 

The Right to Reluse Unsafe Work 
If you encounter an unsafe condition at work, your first ob- 

ligation is to report it to your Supervisor. Once you have done 
that, you may refuse to work at a job or task where you have 
reason to believe that: 

Any machine or equipment you are supposed to use is likely 
to endanger yourself or another worker, or 
The condition of the workplace itself is hazardous. 
You must promptly notify your Supervisor of your refusal. 

He must then investigate the matter in your presence and that 
of a health and safety representative of the workers (normally 
the Steward or a member of the Health & Safety Committee). If 
the Supervisor orders you back to work and you are still not 
satisfied that the job is safe, you may continue to refuse to work, 
provided you have reasonable grounds to believe the condi- 
tion still constitutes a hazard. 

At this point, the Inspector from the Ministry of Labour must 
be called in. While you are waiting for him, the Supervisor can 
request that someone else perform the job provided that he is 
informed that the job was refused and the reasons for the re- 
fusal. This second worker also has the same right to refuse. 
The refusing worker may be assigned reasonable alternative 
work, subject to the Collective Agreement. 

The decision of the Inspector is final. Although his order may 
be appealed, you must return to the job if he so orders, pend- 
ing the outcome of such appeal. 
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THIS AGREEMENT made and entered into as of March 
I ,  2002 

BETWEEN: 

PHARMA PLUS DRUGMARTS LTD. 
with respect to its stores in Ontario except the stores 
in the Regional Municipality of Ottawa-Carleton 
(Hereinafter referred to as the “Company”) 

1 - and -r 
UNITED FOOD & COMMERCIAL WORKERS 
INTERNATIONAL UNION, LOCAL 175 
(Hereinafter referred to as the “Union”) 

WHEREAS the Company and the Union desire to co-operate 
in establishing and maintaining conditions which will promote 
a harmonious relationship between the Company and the em- 
ployees covered by this agreement, and in providing methods 
for a fair and amicable adjustment of disputes which may arise 
between them, and to promote efticient operation; 
NOW, THEREFORE, the Company and the Union mutu- 
ally agree as follows: 

ARTICLE 1 - BARGAINING AGENCY 

The Company recognizes the Union as the sole col- 
lective bargaining agency for all employees at its re- 
tail stores in Ontario, except the stores in the Re- 
gional Municipality of Ottawa-Carleton, save and 
except Assistant Store Manager, persons above the 
rank of Assistant Store Manager, Graduate and Un- 
dergraduate Pharmacists, including Pharmacy Interns 
and Apprentice Pharmacists, and Office Staff. 

A person classified as a Management Trainee is a mem- 
ber of the bargaining unit until such time as the Com- 

- 1 -  



pany advises the Union that the trainee has successfully, 
or otherwise, completed his training which shall he done 
within nine (9) months of each trainee’s commence- 
ment of training. The Union will he advised in writing 
of names of management trainees. 

The term full-time employee or full-time employees 
whenever herein used, shall mean employees scheduled 
to work a normal work week of thirty-two (32) to forty 
(40) hours per week, as defined in Article 5.01, 

The term part-time employee or part-time employ- 
ees whenever herein used, shall mean employees 
scheduled to work less than a normal work week of 
thirty-two (32) hours. Should a part-time employee’s 
normal work week exceed thirty-one (3 1) hours for 
a period in excess of ten (10) consecutive weeks, the 
employee shall become full-time unless relieving for 
sickness, vacations, holidays or leaves of absence. 

ARTICLE 2 - MANAGEMENT RIGHTS 
The Management of the Company and the direction of 

the working force, including the right to-plan, direct and con- 
trol store operations, to maintain the discipline and efficiency 
of the employees, and to require employees to observe rea- 
sonable Company rules and regulations, to hire, lay-off or as- 
sign employees’ working hours, to suspend, transfer, promote, 
demote, discipline and discharge employees for proper cause, 
are to be the sole right and function of the Management, pro- 
vided that this right shall be exercised with due regard for the 
rights of the employees contained in this Collective Agreement. 
It is understood that employees upon attaining the age of 65 
years may he retired by the Company. 
2.02 The parties agree that the foregoing enumeration of 
Management’s rights shall not be deemed to exclude other 
recognized functions of Management not specifically cov- 
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k6- 
ered by this Agreement. The Company therefore retains all 
rights not otherwise specifically covered in this Agreement. 

2.03 The Company shall be the sole judge as to the mer- 
chandise to be handled in its stores. 

The Company will not discriminate against any em- 
ployee on the basis of race, ancestry, place of ori- 
gin, colour, ethnic origin, citizenship, creed, sex, age, 
record of offenses, marital status, family status, 
sexual-orientation or handicap or participation in the 
Union or lack thereof pursuant to the provisions of 
the Ontario Human Rights Code. 

HARASSMENT 
The Company and the Union agree to co-operate in pre- 
venting and eliminating all harassment in the workplace, 
as defined by the Ontario Human Rights Code. 

ARTICLE 3 - 
EMPLOYEE AND UNION CO-OPERATION 

3.01 The employee agrees to uphold the reasonable rules 
and regulations of the Company in regard to punctual and 
steady attendance, proper notification in case of necessary 
absence, conduct on the job, and other reasonable rules and 
regulations established by the Company. 

3.02 
(a) The employees agree to co-operate with the Com- 

pany in maintaining and improving safe working con- 
ditions and good housekeeping of the stores, and 
caring for equipment and machinery 
A Health and Safety Committee shall be established 
in each workplace in accordance with the Occupa- 
tional Health and Safety Act of Ontario. 
The Union agrees to co-operate when requested by 

(b) 

3.03 
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the Company in correcting inefficiencies of the members 
which might necessitate discharge. 
3.04 There will be no Union activity of any kind or 
solicitation for membership on Company premises except 
with the written permission of the Company or as specifi- 
cally provided for in this Agreement. 

3.05 A union-management committee shall be established. 
Bargaining Unit representation on the committee shall be com- 
prised of one union appointed representative selected from each 
employment classification. Management representation on the 
committee shall include at least one regional manager, and other 
representatives as required. The committee will meet three (3) 
times per year, as mutually agreed. Employees will be paid 
regular wages and travel expenses for attendance at such meet- 
ings. The union shall select a member who will provide the 
company with an agenda of issues 2 weeks prior to the meet- 
ing. The chairmanship of the committee shall alternate after 
every meeting between the union and the company. Where 
mutually agreed decisions are reached by the committee they 
shall be posted in the stores affected. 

3.06 
(a) The Company will recognize a Bargaining Commit- 

tee to negotiate renewals of the Collective Agreement 
of no more than eight (8) members of the bargain- 
ing unit who have completed their probationary pe- 
riods provided that no more than one ( I )  member 
comes from any one store. Members of the Commit- 
tee may request leave of absence to attend negotiat- 
ing meetings. Such request upon reasonable notice 
will not be unreasonably denied. The Company will 
ensure that employees on such authorized leave will 
not lose pay for regularly scheduled hours of work 
during days on which negotiations occur (up to the 
commencement of any work stoppage). 

The Company will recognize one (1) member from (b) 
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each. store, elected or appointed by the Union and 
who has completed his probationary period, as the 
Union Steward. 

Store Managers will advise new employees that a union 
contract is in place and will identify the Union Steward 
and introduce them as soon as the schedule permits. 

ARTICLE 4 - UNION SECURITY 
4.01 New employees hired after the Monday following 
ratification shall apply for membership on the official Un- 
ion application form. Upon receipt of these forms from the 
employee, the Company agrees to forward these forms on 
the employee’s behalf to the Union within ten ( I O )  days after 
completion of the probationary period. 

4.02 The Company agrees to deduct from the pay of each 
employee in the bargaining unit such dues and initiation fees 
as are set by the Union and communicated to the Company 
in writing. The Company shall remit such deductions to the 
Union within ten (10) calendar days of the start of the month 
following the month in which the deductions are actually 
made. Along with such remittances, the Company will in- 
clude the employees’ names, addresses, Social Insurance 
Numbers and sums deducted. 
4.03 For informational purposes, the company will include 
on each employee’s T-4 taxation form the total amount of 
Union dues deducted during the previous taxation year. 

4.04 The Union shall hold the Company harmless with 
respect to all dues and initiation fees so deducted and re- 
mitted and with respect to any liability which the Company 
might incur as a result of such deduction and remittance. 

4.05 The dues and initiation report will be provided in the 
form of e-mail (remit@ufcwl75.com) or on computer dis- 
kette as well as a hard copy of the dues report being at- 
tached to the remittance cheque. 
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ARTICLE 5 - HOURS OF WORK 
5.01 Unless otherwise mutually agreed between the Com- 
pany and the Union, the normal work week for full-time 
employees shall be five (5) days consisting of forty (40) 
hours, eight (8) hours per day, or four (4) eight (8) hour 
days and one (1) short day per week, or thirty-two (32) hours 
comprising of four (4) eight (8) hour days. This paragraph 
is intended to define the normal hours of work and shall 
not be construed as a guarantee of hours of work per day or 
per week or of days of work per week. 
An employee who is scheduled to work thirty-two (32) hours 
per week will he scheduled eight (8) hours per day. This 
paragraph is intended to define the normal hours of work 
and shall not be construed as a guarantee of hours of work 
per day or per week or of days of work per week. A full- 
time employee scheduled to work Saturday and Sunday will 
normally be scheduled off either the Friday before or the 
Monday after. There will be a minimum of ten ( I O )  hours 
between scheduled shifts unless otherwise mutually agreed. 
In the event it is necessary to reduce a 40 hour employee’s 
work week to 32 hours, and doing so is without mutual agree- 
ment, the layoff procedure in Article 15.00 will apply. 
Prior to such a reduction of hours, a 32 hour work week may 
be offered to other interested full-time employees in the store. 
5.02 The Company agrees that employees shall not work 
split shifts. 
5.03 
(a) Full-time employees, when instructed to report to 

work, shall receive a minimum of five ( 5 )  hours pay. 
If such employees are instructed to report to work 
and no work is available, they shall receive a mini- 
mum of five (5 )  hours pay. 
The Company agrees to post, in ink, an hours of work 
schedule for full-time employees by Wednesday noon 

(b) 
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of each week for the next two weeks, and this shall 
not be changed without four (4) days notice, in writ- 

ees and Union Represcntativcs. Work schedulcs shall 
refer to any employee by hidher full name, and a 
copy of the work schedule shall be kept by the Store 
Manger for one hundred and twenty ( 1  20) days. The 
Company will copy the steward, if requested. 

5.04 The Company shall endeavour to schedule full-time 
employees to work five (5) consecutive days, although the 
Union recognizes that this may not always be possible in any 
event, this Clause shall not apply between December 15 and 
January 15. Any grievance with respect to this Clause shall be 
commenced at Step No. 2 of the Grievance Procedure by fil- 
ing it with the Regional Manager within five ( 5 )  working days 
after the circumstances giving rise to the complaint have oc- 
curred or come to the attention of the individual grievor. 

5.05 
(a) 

ing. Such schedule shall be accessible to all employ- 

In scheduling night duty, the Company will endeavour 
to restrict weekly assignments of regular full-time em- 
ployees to no more than one (I) night per week. It is 
recognized that this may not be possible due to the 
needs of the business. This Clause shall not apply in 
December nor to any all-night store. Unless otherwise 
mutually agreed, such assignment (night duty) will be 
rotated among employees within the classification. Any 
grievance with respect to this clause shall be com- 
menced at Step No. 2 of the Grievance procedure by 
filing it with the Regional Manager within five (5) work- 
ing days after the circumstances giving rise to the com- 
plaint have occurred or come to the attention of the in- 
dividual grievor. 

Where a store closes at 6:OO p.m. the day shift shall 
end no later than 6: 1.5 p.m. Where a store opens at 
or before 9:00 a.m. the day shift shall end no later 

(b) 
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than 6:OO p.m. Where a store opens at 1O:OO a.m. the 
day shift shall end no later than 6:30 p.m. 

Full-time employees scheduled to work on a Sunday 
will be paid for eight (8) hours if scheduled for less 
than eight (8) hours. An employee declining available 
Sunday work shall not as a direct result suffer a reduc- 
tion of regularly scheduled available hours. 

5.06 The Company will adjust the wages of any employee 
who performs the key functions of a higher position for more 
than two (2) hours of continuous work in the higher posi- 
tion, pursuant to the formula outlined in Article 9.02. 
5.07 The Company agrees to schedule full-time employ- 
ees off work every second Saturday. The Union agrees that 
this may not always be practical due to scheduling difficul- 
ties and operational requirements. 

Two (2) or more employees shall not be scheduled in such 
a manner as to displace or prevent the hiring of regular full- 
time employees. 

(c) 

ARTICLE 6 - OVERTIME RATE OF PAY 

6.01 Authorized overtime, at the rate of time and one-half 
(1-1/2) the regular hourly rate, shall be paid for time worked 
over forty (40) hours in any one (1) week or over eight (8) 
hours in any one (1) day. There shall be no pyramiding of 
overtime payments. 
6.02 Authorized overtime will be paid at the rate of time 
and one-half (1-1/2) the normal rate over thirty-two (32) 
hours per week, or eight (8) hours in one (1) day if one (1) 
statutory Holiday is observed in any one ( I )  week. 

6.03 Authorized overtime will be paid at the rate of time 
and one-half (l-l /2) the normal rate over twenty-hour (24) 
hours per week, or eight (8) hours in one (1) day if two (2) 
statutory Holidays are observed in any one (1) week. 
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ARTICLE 7 - STATUTORY HOLIDAYS 
7.01 There shall be ten (10) paid holidays for regular full- 
time employees during the term of this Agreement. These 
holidays arc as follows: 

New Year’s Day Good Friday 
Victoria Day Canada Day 
Civic Holiday Labour Day 
Thanksgiving Day Christmas D!y 
Boxing Day Floating Holiday 

and all other public holidays proclaimed by Civic, Federal, or 
Provincial Governments. In the case of a holiday proclaimed 
by the City or Municipality, the holiday is applicable to only 
those stores that arc closed. The floating holiday is to be taken 
in the calendar year it becomes due subject only to the com- 
pletion of the probationary period. During the period Decem- 
ber I to 25 employee requests to take the floating holiday will 
be subject to the needs of the business. 
7.02 All full-time employees regularly scheduled to work on 
a holiday referred to in Article 7.01 (a), will be paid a regular 
day’s pay for such holiday whether they work or not, and em- 
ployees required to work shall be paid an additional amount at 
the rate of time and one-half (l-l/2) hours worked. 

7.03 The Company and the Union may agree in  advance to 
exchange Good Friday for Easter Monday in a particular store. 
7.04 In order for an employee to receive Statutory Holi- 
day pay, they must not have been absent from work on their 
scheduled work day prior to or following such holiday, un- 
less the absence was justified on bona fide grounds provided 
for under this collective agreement. 

7.05 
(a) In a week in which one (1)  Statutory Holiday oc- 

curs, the normal basic work week for full-time em- 
ployees shall be reduced by eight (8) hours for said 
holiday, or the number of working hours occurring 
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and ordinarily observed in a day upon which the 
holiday occurs. 

In a week in which two (2) Statutory Holidays oc- 
cur, the normal basic work week for full-time em- 
ployees shall be reduced by eight (8) hours for each 
holiday, or the number of working hours occurring 
and ordinarily observed i n  the days upon which the 
holidays occur. 

7.06 Holiday pay for full-time employees will be com- 
puted on the basis of eight (8) hours for each such holiday. 

(b) 

ARTICLE 8 - REST PERIODS 
8.01 Employees working over three (3) hours in any one 
(1) day shall receive one (1) rest period, with pay. Employ- 
ees scheduled six ( 6 )  hours or more in any one (1) day shall 
receive two (2) rest periods, with pay. Employees sched- 
uled nine (9) hours or more in any one ( I )  day shall receive 
three (3) rest periods. Rest periods shall be of fifteen (15) 
minutes duration and scheduled by the Company as near as 
possible to the midway point of the work period. The lunch 
period shall be one (1) hour or less, by mutual agreement, 
without pay. The Company will also endeavour to schedule 
a break for employees scheduled to work three (3) hours. 

ARTICLE 9 -WAGES 
9.01 
(a) The minimum hourly rate of wages for all employees 

coming under this Agreement shall be as per Schedule 
“A”, “B” or “C” of this Agreement, provided that where 
an individual employee’s wages are higher, such rate 
of wages shall not be reduced by reason of this Agree- 
ment. The rates of pay provided in Schedule “A”,”B” 
or “C” are minimum rates and apply to the job classifi- 
cations and not to the individual. 
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(b) All other appendices attached hereto will form part 
of this agreement. 

In recognition of current trends, the present “Phar- 
macy Assistant” classification will be re-named 
“Pharmacy Technician”. 
Certified Pharmacy Technician Classification 
(CPHT) 
All employees currently classified as Pharmacy As- 
sistants will be eligible to move into the new classi- 
fication of Certified Pharmacy Technician (at- 
tached) subject to the following requirements, which 
have been established and mandated by the Ontario 
College of Pharmacy: 

(i) that they have graduated with an OCP approved 
two year College Diploma: 

OR 
where they have completed 3500 hours of work 
in a retail or hospital dispensary setting. 

AND 
(ii) that they successfully pass the Ontario College 

of Pharmacy (OCP) administered examination, 
which may be written twice yearly, in April and 
October. (The Company will pay the full cost 
for the first examination attempt.) A second ef- 
fort, if required, will be reimbursed, upon suc- 
cessfully passing. This provision will be lim- 
ited to employees who qualify according to “(i)” 
above, and who wish to write this examination. 
An Annual Maintenance Fee for the CPHT clas- 
sification (presently $50.00) will also be paid 
for by the Company. 
Presently, a “Get Ready” course is available from 
Humber College which the Company is prepared 

(c) Pharmacy Technician 
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to pay in full (including text books) for any em- 
ployee who qualifies according to “(i)” above. 
Upon confirmation that they have passed the 
OCP administered examination, “Pharmacy 
Technicians” will immediately move to the new 
CPHT classification corresponding to their 
placement on the grid; 
In recognition of the experience gained over many 
years of service, the Company will place all “Phar- 
macy Technicians” who have completed 10 or 
more years of service on the appropriate wage grid 
corresponding to the new CPHT classification. 
These employees will remain classified as “Phar- 
macy Technicians” until they have successfully 
written the above named examination and received 
the CPHT designation by the OCP; 
The wage grid of the new collective agreement 
will asterisk the CHPT and PT classifications, 
and contain a “note” which will state: “For the 
purposes of the Collective Agreement (except 
the wage schedule) Pharmacy Technician 
and Certified Pharmacy Technician shall be 
deemed to be the same classification.” 
Item numbered 9.01 (c) above will commence 
upon date of ratification March IO,  2002. 

9.02 When an employee is promoted to a higher rated 
classification, she will continue to receive the same wage 
rate she was receiving previously, provided his former wage 
rate is set out in the range of the new classification. If his 
previous wage rate is not set out in the range of the higher 
rated classification, then the employee’s wage rate will be 
that of the next highest rate on the range for the new classi- 
fication. In all cases, the employee’s movement across the 
range of his new classification will commence at the rate 
in the range which is determined above. 
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9.03 For the purposes of placement on the wage schedule 
only, employees with previous experience working in a Pharma 
Plus Drugmart will be granted full credit for such experience, 
provided they left the employ of the Company no later than 
two (2) years prior to their rehire. This does not change the 
probationary status of the employee for their rehire. 

9.04 
(a) 

Relieving Rate of Pay for Management 
When appointed, a management designate(s) will be 
paid $12.00 for each day of relief. The designate(s) 
so appointed will be made known to staff. 
Where postal, sales, stock clerks, cosmeticians or 
pharmacy assistants are responsible for opening or 
closing the store they will receive the next higher 
merchandise clerk rate corresponding to their place- 
ment on the wage grid, or 50 cents per hour, which- 
ever is greater, for the first hour and/or last hour. 

(b) 

ARTICLE 10 - TRAVEL TIME 
10.01 Any employee who is transferred from one store to 
another during the regular working day, by mutual agree- 
ment, or to attend meetings at the Company’s direction at a 
place other than their store, shall be paid his or her hourly 
rate for all traveling time. 
10.02 Employees shall be compensated for actual expenses 
of public or private transportation if such transportation is 
required by the Company. Prior to employees agreeing, they 
shall be made aware of the Company’s Travel Expense 
Policy as it pertains to travelling allowance. 

ARTICLE 11 -VACATIONS 
1 I .01 The Company will grant vacations of one ( I )  week 
at 4% of the regular rate to all full-time employees who have 
been employed continuously for less than one ( I )  year, but 
more than six (6)  months, prior to July 1st of the year in 
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which the vacation is to be taken. Vacation pay will be paid 
on the basis of an employees’ normal work week for each 
week of vacation eligibility except for individuals on vol- 
untary leave andlor Long Term Disability who will receive 
a percentage of their earnings. 
Employees who shall have completed one (1) to five (5) 
years of continuous service, prior to July 1st of the year in 
which the vacation is to be taken, shall receive two (2) weeks 
at 4% vacation pay. 

Employees who shall have completed five (5) to ten (10) 
years of continuous service, prior to July 1st of the year in 
which the vacation is to be taken, shall receive three (3) 
weeks at 6% vacation pay. 

Employees who shall have completed ten (10) to fifteen (15) 
years of continuous service, prior to July 1 st ofthe year in 
which vacation is to be taken, shall receive four (4) weeks 
at 8% vacation pay. 
Employees who shall have completed fifteen (15) to twenty 
(20) years of continuous service, prior to July 1st of the year 
i n  which vacation is to be taken, shall receive five (5 )  weeks 
at 10% vacation pay. 

Employees who shall have completed twenty (20) years or 
more of continuous service, prior to July 1st of the year in 
which the vacation is to be taken, shall receive six (6) weeks 
at 12% vacation pay. 

1 1.02 Vacations shall be taken in the year in which they are 
due, and may not be accumulated unless mutually agreed upon. 

11.03 
(a) If a Statutory Holiday occurs during an employee’s 

vacation period, an extra day’s vacation shall be 
scheduled, by the Company, immediately preceding 
or following his vacation period. 
If granting an extra day’s vacation will hamper op- (b) 
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erations or interfere with the arrangements of vaca- 
tion schedules, an extra day’s pay , in accordance 
with Article 7 of this Agreement, <hall be given in 
lieu of an extra day’s vacation, by mutual agreement. 

11.04 A vacation request form shall be posted between March 
1 and April 30 and all employees who are entitled to request 
vacations shall indicate on the form within three (3) weeks, 
the dates on which they wish to have vacation. The choice of 
vacation dates will be according to seniority, providing that it 
does not result in a schedule which interferes with the opera- 
tion of the business. However, after April 30, any further sched- 
uling shall be on a first-come, first-served basis. In order to 
ensure equitable distribution of vacations, those employees 
entitled to three (3) weeks of vacation or more, will only have 
priority over less senior employees with respect to the sched- 
uling of two (2) such weeks in the period between June 1st 
and September 1st each year. No vacation time will be sched- 
uled by the Company during the period from December 1st to 
December 25th. It is understood that all full-time employees 
shall have preference of vacation dates over all part-time em- 
ployees up until April 30. 
It is understood employees may use this form to indicate 
their desire to have their regular day off scheduled imme- 
diately preceding andlor following any vacation of one or 
more weeks duration. 
11.05 An employee who submits a written request for advance 
vacation pay to the Store Manager, at least six (6) weeks prior 
to going on vacation, shall receive (from either Payroll or a cash 
advance from the Store Manager) their advanced net vacation 
pay for that vacation period prior to going on that vacation. 
In the event that an employee receives a store cash advance, 
this advance will be deducted from the employee’s vaca- 
tion pay. 
The vacation pay advance shall be identified separately on 
their pay cheques. 
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ARTICLE 12 - MATERNITY LEAVE 

12.01 Maternity/Parental Leave 
The Company agrees to provide Maternity and Parental 
leave in accordance with the Employment Standards Act of 
Ontario. 
12.02 Notwithstanding Article 12.01, an employee, for 
medical reasons (mother or child), may apply for an addi- 
tional leave of absence for up to seven (7) weeks. Such re- 
quest shall be accompanied by a certificate from a quali- 
fied medical practitioner. 

12.03 The employer will contribute one hundred percent 
(100%) to all benefits for an employee while on maternity 
leave. 

ARTICLE 13 -JURY DUTY 
13.01 If an employee is required to serve as a juror in any 
Court of Law or is required by subpoena to attend a Court of 
Law in connection with a case arising from the performance 
of his duties with the Company, or is required by subpoena to 
act as a witness for the Crown, he/she shall not lose hidher 
regular pay because of such attendance provided that helshe: 

(a) notifies the Company immediately upon hidher no- 
tification that she/he will be required to attend Court; 

(b) presents proof of service requiring herihis attendance: 

(c) promptly repays to the Company the amount paid to 
him for such service or attendance other than for his 
expenses. 

ARTICLE 14 - NO STRIKE - NO LOCKOUT 
14.01 It is mutually agreed upon that there shall he no 
strikes, lockouts, stoppages of work or slowdowns during 
the life of this Agreement. 
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ARTICLE 15 - SENIORITY 

15.01 Seniority shall be defined as length of continuous 

iority shall be effective only after an employee has com- 
pleted the forty-five (45) calendar day probationary period, 
and shall be computed from the date of his first employ- 
ment. New employees hired as “Management Trainees” 
subsequent to date of ratification of this Agreement, shall 
serve a ninety (90) calendar day probationary period com- 
puted from the date of their first employment. 
Seniority shall be the governing factor in matters such as 
vacations, layoff, transfers, demotions, promotions, reduc- 
tion to part-time, rehire after layoff, and in the filling of 
new positions, providing the employee has the ability and 
willingness to perform the work as required. 
15.02 
(a) 

employment with the Company in the bargaining unit. Sen- 

Full-time employees who wish to be considered for a 
promotion, transfer, or a new position shall inform the 
Human Resources Department using the proscribed 
form. Confirmation of receipt will be returned to the 
employee. When a promotion, transfer, or a new posi- 
tion becomes available, employees who have so in- 
formed the Human Resources Department will be given 
preferential consideration provided that they have the 
necessary skill, ability, experience and qualifications. 
Where two (2) or more employees entitled to such pref- 
erential consideration are approximately equal in skill, 
ability experience and qualifications, seniority will be 
the governing factor. 

Every month the Company will publish for display, on 
each bulletin board, a list of promotions, transfers and 
new positions filled within the bargaining unit during 
the previous month. This list shall indicate the success- 
ful employee’s name, classification, seniority, and the 
store location where the position was filled. 

(b) 
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15.03 Seniority rights shall be terminated and an employee 
shall be deemed to have quit if he or she: 

is duly discharged by the Company; 
voluntarily quits or resigns or retires; 
has been laid off or promoted out of the bargaining 
unit continuously for a period of more than twelve 
(12) months. Upon return from layoff an employee 
will be provided a 14 day familiarization period to 
the responsibilities of their position; 
is called back to work, by registered mail to her last 
known address, after a layoff and does not return 
within ten (10) days of the date on which the regis- 
tered letter of call back was mailed by the Company. 
The employee is responsible for advising the Human 
Resources Department, in writing, of any change in 
his or her address; 
fails to return to work on the completion of an au- 
thorized leave of absence, unless such failure is due 
to provable sickness. 
is absent without leave for three (3) consecutive shifts 
and fails to advise the Company without a legitimate 
reason. 

15.04 The company agrees to give two (2) weeks’ notice prior 
to changing an employee’s status from full-time to part-time. 
15.05 A part-time employee will be placed on the perma- 
nent full-time staff where her normal work week exceeds 
thirty-one (31) hours per week for a period in excess of ten 
( I O )  consecutive weeks, except if relieving for sickness, 
vacation, holiday, or leaves of absence. 
15.06 Where it will not interfere with the efficiency of the 
Store operation, employees will be offered an opportunity 
of employment in the Company Store nearest to their resi- 
dence, if a vacancy arises in that classification. 
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15.07 The Company agrees to supply the Local Union Of- 
fice with seniority lists by Store, Region, and bargaining 
unit in October of each year. 
15.08 LAY-OFFS 
1. Layoffs - Full-Time 

Where the Company lays off staff, the following pro- 
cedures will apply: 

Employees laid off shall have the option to displace 
the least senior employee with less seniority than 
themselves in one of the following situations: 

(A) Their own classification in any one of the fol- 
lowing locations: 
I .  their own Store 
2. the City 
3. a Store within a 20 mile radius of their own 

Store 
4. the business region 
5 .  the bargaining unit 

(B) lateral classifications (at the same pay rate): 
Where they have the ability and willingness to 
perform the work in any one of the following 
locations: 
1. their own Store 
2. the City 
3. a Store within a 20 mile radius of their own 

Store 
4. the business region 
5. the bargaining unit 

(C) Lower classification (at a lower pay rate): 
Where they have the ability and willingness 
after a two (2) day training period to satisfac- 
torily perform the work in any one of the fol- 
lowing locations: 
1, their own Store 
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2. the City 
3. a Store within a 20 mile radius of their own 

Store 
4. the business region 
5 .  the bargaining unit 

(D) Part-Time classifications: 
Where they have the ability and willingness 
after a two (2) day training period to satisfac- 
torily perform work in the classifications (lat- 
eral or lower), as described in (a), (b),and ( c) 
above, in any one of the following locations: 
I .  their own Store 
2. the City 
3. a Store within a 20 mile radius of their own 

Store 
4. the business region 
5. the bargaining unit 

(E) In the event of a Staff reduction andor layoff in 
the Stock Clerk classification, the affected em- 
ployee may bump a junior employee in the Sales 
Clerk/Driver Classification. If necessary the com- 
pany will provide two (2) working days of train- 
ing to the affected employee to enable him to func- 
tion satisfactorily as a Sales ClerkDriver. 

(F) Take the layoff with recall rights. 

As per the full-time application. It is understood that 
part-time employees may not displace full-time em- 
ployees. 

(a) 

2. Lay-offs - Part-Time 

3 .  Recall 
At the time that an employee selects B., C., D., 
or E. above, as a result of layoff, he/she will indi- 
cate, in writing, one of the following locations to 
which he/she will return to work upon recall: 
1. their own Store 
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2. the City 
3. a Store within a 20 mile radius of their own 

Store 
4. the business rcgion 
5. the bargaining unit 

(b) Full-time employees who elected A., B., C., D., 
or E. above shall have the "preferred" right to 
return to their former position in their former 
store for 6 months. 

(c) Full-time employees who elected B. or C. 
above, will lose their recall rights to their former 
classification for declining to accept recall to 
their former classification or after six months 
have elapsed since layoff. 
Employees who elect D. above, as a result of lay- 
off, will have "preferred" seniority over part-time 
employees for the selection of hours, and for fur- 
ther layoffs, for one full selection of hours period 
as per Part-Time Article 11.05. Refusing to accept 
recall to their full-time classification will result in 
a loss of preferred seniority over part-time employ- 
ees for the selection of hours and further layoffs. 
Employees who have elected D. above, as a result 
of layoff, will lose their full-time seniority rights 
after six (6) months have elapsed since layoff. 
Full-time employees who elected E. above, will 
lose their bargaining unit seniority for failure 
to respond to recall as per Article 15.03 (d). 

(d) 

(e) 

(f) 

ARTICLE 16 - 
DISCHARGE OF EMPLOYEES 
SUBJECT TO ARBITRATION 

16.01 If an employee is of the opinion that there has been 
an improper dismissal and same is not adjusted by mu- 
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tual agreement, then such dismissal may constitute a 
grievance to be adjusted through utilizing the procedure 
under the Grievance and Arbitration Article of this Agree- 
ment. 
16.02 It is understood that the Company may discharge an 
employee who has not completed her probationary period 
for any reason satisfactory to the Company, and such dis- 
charge shall not be the subject of a grievance. It is also un- 
derstood that the Company may discharge an employee who 
has been found unacceptable to the Company’s Bonding 
Company, and such discharge shall not be the subject of a 
grievance . 
16.03 The specific penalty for proven pilferage shall be dis- 
charge. 

ARTICLE 17 - 
NOTICE REQUIRED FOR PAY IN LIEU OF 

NOTICE IN CASES OF DISMISSAL 
17.01 The Company agrees to abide by the current Employ- 
ment Standards Act in respect to notice required or pay in 
lieu of notice in cases of layoff as defined in the Emplov- 
ment Standards Act. 

ARTICLE 18 - BUSINESS AGENTS VISITS 
18.01 The authorized Business Agent, or Representative of 
the Union, shall receive permission from the Store Man- 
ager, or Assistant Manager, to talk with any employees, who 
are members of the Local, regarding Union matters during 
regular working hours. All interviews of employees by the 
Union Representative shall be carried on in a place in the 
Store provided by the Company. Providing that such inter- 
views will not interfere with the efficiency of the operation 
of the Store, time taken for such interviews shall not be in 
excess of ten (10) minutes. 
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ARTICLE 19 - 
COMPLAINTS AND GRIEVANCE PROCEDURE 

19.01 Complaints 
Any employee, subject to this Agreement, believing she has 
been unjustly dealt with, or that any of the provisions of this 
Agreement have not been complied with, may lake up the com- 
plaint with the Store Manager orally in an effort to effect a 
settlement. The matter shall be taken up with the Store Man- 
ager within five ( 5 )  working days after the circumstances giv- 
ing rise to the complaint have occurred. The employee’s Stew- 
ard shall he involved at the request of the employee. The Store 
Manager shall respond orally to the employee within two (2) 
working days thereafter. If the employee wishes, she may go 
directly to the Steps of the Grievance Procedure without fol- 
lowing this complaint procedure. 
19.02 Adjustment of Grievances 
Any complaint, disagreement, or differences of opinion 
between the Company and the Union, or between the Com- 
pany and an employee covered by this Agreement, which 
concerns the interpretation, application, operation or alleged 
violation of the terms and provisions of this Agreement may 
be considered as a grievance. 
19.03 Any individual grievance which is not presented 
within fourteen (14) days following the event giving rise to 
such grievance, or within fourteen (14) days of the last day 
worked in the case of dismissal, shall be forfeited and 
waived by the aggrieved party. 
19.04 Either the Company or the Union shall file a Policy 
Grievance concerning the interpretation, application, opera- 
tion or alleged violation of the Collective Agreement on a 
matter arising directly between the Union and the Company. 
Such grievances may commence at the third Step of the 
procedure set out below in Article 19.05. However, Policy 
Grievances shall not be used to avoid the proper process- 
ing of individual employee grievances, in accordance with 
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the procedure set out below in Article 19.05. Grievances 
arising from Article 5.05 (b) may be referred to Step 3 in 
the Grievance Procedure. 
19.05 The procedure for adjustment of grievances and dis- 
putes by an employee shall be as follows: 

STEP NO. 1 
Any individual grievance must first be submitted to the Store 
Manager. The employee’s Steward shall be involved at the 
request of the employee. The grievance will set out, in writ- 
ing, the nature of the grievance, and the remedy requested. 
The Store Manager shall reply, in writing, within five (5 )  
working days thereafter. If the employee does not receive a 
satisfactory response, she may proceed to the next Step of 
the Grievance Procedure. 

STEP NO. 2 
The grievance may be submitted by the Union to the Re- 
gional Manager within a further ten (10) working day pe- 
riod from the decision of Step No. I .  The grievance will set 
out, in writing, the nature of the grievance, the Section or 
Sections of the Agreement alleged to have been violated, 
arid the remedy requested. Within the next ten (10) work- 
ing days, the Regional Manager may schedule a meeting 
with the Union, which the grievor may be requested to at- 
tend, prior to answering the grievance although the Regional 
Manager will answer the grievance, in writing, within fif- 
teen (15) working days of the receipt of the grievance. If a 
satisfactory settlement cannot be reached, then; 

STEP NO. 3 
Within ten (10) working days from receipt of the reply at 
Step No. 2, the grievance may be submitted to the Vice 
President, Operations Department or their designate, who 
may schedule a meeting with the Union, which the grievor 
may be requested to attend, prior to answering the griev- 
ance although the grievance will be answered in writing 
within fifteen (15) working days of the receipt of the griev- 
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ance. Policy Grievances, as referred to in Article 19.04, shall 
be commenced at this Step. 

STEP NO. 4 
If the Union and the Company cannot reach a settlement, 
either party may, within thirty (30) calendar days of the re- 
ply given in Step No. 3, submit the grievance to Arbitration 
by nominating an Arbitrator. These time limits may be ex- 
tended, with mutual agreement. 
STEP NO. 5 
Within fifteen (15) days thereafter, the other party shall also 
nominate an Arbitrator, and the two nominees shall attempt 
to agree upon a third member. The third member shall act 
as Chairman of the Board. If agreement cannot be reached 
in respect to the appointment of the Chairman of the Board 
of Arbitration, the matter shall be referred to the appropri- 
ate Government Agency. No person involved directly in the 
controversy under consideration shall be a member of the 
Board of Arbitration. If the other party fails to nominate an 
Arbitrator, the grieving party may ask the appropriate Gov- 
ernment Agency to make the appointment. 
19.06 If the party filing a grievance does not process it from 
one Step to the next within the time limits set out above, then 
the grievance will be considered to have been dropped by the 
party instituting the grievance. If the responding party does not 
respond within the time limits of the Grievance Procedure, then 
the grieving party may process the grievance to the next step. 
19.07 No matter may be submitted to Arbitration which has 
not been properly carried through all previous steps of the 
grievance Procedure, except in the case of terminations 
where the Grievance Procedure will commence at Step No. 
3, and such grievance will be submitted directly to the Vice 
President, Operations Department, 
The Union Business Representative and the Company Regional 
manager may by mutual agreement have a Step 2 Meeting to 
discuss the termination during the ten (10) day period. 
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19.08 Any agreement reached between the Company and 
the Union to resolve a grievance shall be binding on both 
parties and upon any employee involved. 

19.09 The Board of Arbitration shall receive and consider 
such material evidence and contentions as the parties may 
offer. Also, the Arbitration Board may request from the par- 
ties such other evidence as is relevant to its determination 
of the issues involved. In reaching its decisions, the Arbi- 
tration Board shall be governed by the provisions of this 
Agreement, and shall have no authority to alter, amend, or 
change the provisions of this Agreement. 
19.10 The findings and decisions of the Board of Arbitra- 
tion on all arbitrable questions shall be binding and enforce- 
able on the parties and the employees. 

19.1 I The expense of the Chairman of the Board shall be 
borne equally by the parties to the Arbitration. 

19.12 It is the intention of the parties that the provisions 
of the Article shall provide a peaceful method of adjusting 
grievances so that there shall be no suspension or interrup- 
tion of normal operations as a result of any grievance. The 
parties shall act in good faith in proceeding to adjust griev- 
ances in accordance with the provisions in this Article. 
19.13 When an employee has given twelve (12) consecu- 
tive months with no unsatisfactory conduct documentation 
on hidher file, the company agrees it will not use such past 
documentation when addressing future discipline. Suspen- 
sions of five (5 )  days or more shall remain for eighteen (18) 
months, as described above. The Employer will, upon writ- 
ten request by the employee, provide the employees' home 
store with a complete copy of their personnel file which may 
be viewed in the presence of the Store Manager. 

19.14 The Union acknowledges that the stewards have their 
regular duties to perform and that such persons will not leave 
their regular duties without receiving permission from the 
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0 
Store Manager or appointee, which permission will n c h e  
unreasonably withheld. The Company will compensate such 
Steward at their regular straight time hourly rate for time 
spent servicing complaints or grievances hereunder during 
their regular working hours within the store. 

ARTICLE 20 - CASH SHORTAGES 
20.01 No employee may be required to make up cash reg- 
ister shortages unless she is given the privilege of checking 
the money and daily receipts upon starting and completing 
the work shift, and unless the employee has exclusive ac- 
cess to the cash register during the work shift, except as 
specified below. 

20.02 No employee may be required to make up register 
shortages when Management exercises the right to open the 
register during the employee’s work shift, unless the regis- 
ter is opened in the presence of the employee, and the em- 
ployee is given the opportunity to verify all withdrawals and/ 
or deposits. 

ARTICLE 21 - SICK LEAVE WITH PAY 
21.01 All full-time employees, hired after June 12, 1994, 
and after completion of three (3) months’ continuous serv- 
ice, shall be entitled to receive pay for absence on account 
of sickness, as specified below: 

(a) All cases of sickness, to qualify for allowance, mush 
be reported by the employee to the Store Manager 
(or her designate) within three (3) hours after the time 
at which the employee should have reported for duty. 
Wherever possible, employees should report their 
absence to the appropriate Store authority in advance 
of their scheduled starting time. 
The allowance for sick pay shall commence on the (b) 
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first day of illness, provided the illness is reported 
as requested in (a) above. 
The maximum pay allowance shall be as follows: 

(i) During the first three ( 3 )  months of service - 
no allowance; 

(ii) During the following nine (9) months of serv- 
ice (that is the remainder of the first year of 
service), an employee will be credited with nine 
normal work days, to be paid at 90 percent of 
their normal hourly rate, to be utilized at any 
time during the rest of the year, hut to be earned 
on the basis of one (1) day per month; 

(iii) At the commencement of each subsequent year 
of service, an employee will he credited with 
twelve ( I  2 )  normal work days, to be paid at 90 
percent of their normal hourly rate, for sick 
leave, which credits may be used at any time 
during the year, but which will be earned on the 
basis of one ( I )  day per month to a maximum 
of twelve (12) days per year; 

(iv) If an employee leaves the employ of the Com- 
pany, it is agreed that the Company may deduct 
any used but unearned portion of the sick pay 
from the wages of the employee; 
Effective June 13, 1994 employees may accumu- 
late or re-accumulate to a maximum of fifteen (15) 
normal work weeks to be paid at 90 percent of their 
normal hourly rate for use in subsequent years. 
Once the bank is reduced below fifteen (15) nor- 
mal work weeks the employee may re-accumulate 
up to a maximum of fifteen (15) normal work 
weeks at 90 percent of their normal hourly rate. 

Management reserves the right to require sickness 
to be proven by satisfactory evidence; 

(c) 

(v) 

(d) 
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Sick leave and allowances are approved and provided 
for causes of illness only, and if it is proven an em- 
ployee has abused her sick leave privilege, such em- 
ployee may be subject to disciplinary action; 
The above Sick Leave with Pay clause shall be snb- 
ject to revision if and when the “Employment Insur- 
ance Act” is revised to include sick pay privileges 
for employees of the Company. 
Full-time employees who transfer to part-time sta- 
tus will retain any accumulated sick leave credits. 

21.02 All employees hired prior to June 13, 1994 shall be 
entitled to sick leave as follows: 

All cases of sickness, to qualify for allowance, mush 
be reported by the employee to the Store Manager 
(or her designate) within three (3) hours after the time 
at which the employee should have reported for duty. 

Wherever possible, employees should report their 
absence to the appropriate Store authority in advance 
of their scheduled starting time. 
The allowance for sick pay shall commence on the 
first day of illness, provided the illness is reported 
as requested in (a) above. 
The maximum pay allowance shall be as follows: 

(i) Effective January I ,  1994 employees may ac- 
cumulate or re-accumulate sick leave credits to 
a maximum of fifteen ( 1  5) normal work weeks. 
Prior to January 1, 1995 sick leave will be paid 
at 100 per-cent of their normal hourly rate and 
after January 1, 1995 sick leave will accumu- 
late and be paid at 90 percent of their normal 
hourly rate for use in subsequent years. Once 
the bank is reduced below fifteen (15) normal 
work weeks the employee may re-accumulate 
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up to a maximum of fifteen (15) normal work 
weeks at 90 per-cent of their normal hourly rate. 

(ii) Sick leave credits for 1994 will be increased 
from ten ( IO)  normal working days to twelve 
(12) at 100 per-cent of their normal hourly rate. 
All past sick bank credits (to a maximum of 1 I 
weeks) accumulated up to December 31, 1994 
will be paid at 100 per-cent, in the event of sick- 
ness, at their normal hourly rate and will be ex- 
hausted prior to the application of (i) above. 

Management reserves the right to require sickness 
to be proven by satisfactory evidence; 
Sick leave and allowances are approved and provided 
for causes of illness only, and if it is proven an em- 
ployee has abused his or her sick leave privilege, such 
employee may be subject to disciplinary action; 
The above Sick Leave with Pay clause shall be sub- 
ject to revision if and when the “Employment Insur- 
ance Act” is revised to include sick pay privileges 
for employees of the Company. 

ARTICLE 22 - BEREAVEMENT LEAVE WITH PAY 
22.01 Full-time employees shall be granted leave of ab- 
sence for a period of 
(a) five ( 5 )  days - husband, wife, children, parents, 

brother, sister, parents-in-law, grandparents, grand- 
children; step-parents, step-children, common-law 
spouse as defined by law. 

(b) three (3) days - brother-in-law, sister-in-law, son- 
in-law, and daughter-in-law. 

(c) one ( I )  day - grandparents in law, aunt, uncle, 
niece, nephew 

with full pay for the purposes of making arrangements for 
and attending the funeral. 
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ARTICLE 23 - 
LEAVE OF ABSENCE WITHOUT PAY 

23.01 Employees shall be entitled to request, in writing, one 
special two-week leave of absence, without pay, at a time 
mutually satisfactory to both parties which may be adjacent 
to her vacation, if sufficient notice is given to the Company. 
Such request shall be made to the Human Resources De- 
partment. A request for a longer period will not be unrea- 
sonably denied. If an employee’s request for leave is de- 
nied, the Company will notify the employee, in writing, 
concerning the reasons for such denial. 

ARTICLE 24 - DOCTOR’S APPOINTMENT 
24.01 Where an employee is unable to schedule her doc- 
tor’s appointment on her day off, the Company agrees to 
allow the employee time off from work without pay, for the 
purpose of attending to her doctor’s appointment, provided 
the employee endeavours to provide at least one (1 )  days’ 
notice of such appointment. 

ARTICLE 25 - HEALTH AND WELFARE 
25.01 
(a) Life Insurance Benefits 

The Company agrees to pay 100% of the premium 
cost (effective July Ist, 1976) for each full-time em- 
ployee, effective the first of the month upon com- 
pletion of three (3) months continuous service. To- 
tal Life Insurance is $25,000. 

Accidental Death and Dismemberment Benefits 
The Company agrees to pay 100% of the premium cost 
(effective July Ist, 1976) for each full-time employee, 
effective the fint of the month upon completion of three 
(3) months continuous service. Total Accidental Death 
and Dismemberment Insurance is $25,000. 

(b) 
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(c) Long Term Disability 
Effective July lst, 1994 the Company agrees to pay 
fifty (50) per-cent of the premium cost for each full- 
time employee, effective the first of the month upon 
completion of three (3) months continuous service. 
Effective July 1, 1994, Coverage - 66 2/3 of base 
salary to a monthly maximum of $2,000.00 monthly, 
effective after 15 consecutive weeks of absence due 
to illness as set out in the Pharma Plus Benefits Sum- 
mary. 

The Company agrees to pay 90 per-cent of premium 
cost for each full-time employee and her dependants 
when eligible for the following benefits, effective the 
first of the month upon completion of three (3) 
months continuous service: 

(i) Semi-private Room 

(d) Extended Health Care 

Semi-private hospital room and board charges 
incurred in Canada in excess of ward accom- 
modation up to the hospital charges for accom- 
modation: 

(ii) Major Medical 
Co-insurance at 75 per-cent insurer and 25 per- 
cent insured. Eligible expenses are as per the 
Pharma Plus Benefits Summary. 

(iii) Effective date of Ratification, March 10, 2002, 
coverage will be extended to include orthopedic 
inserts, to a maximum of three hundred dollars 
($300.00) in a 24 month period. 

(e) Ontario Health Insurance Plan (O.H.I.P.) 
The Company agrees to pay 100% of the premium 
cost for each full-time employee and her dependants 
for the Ontario Health Insurance Plan (O.H.I.P.), ef- 
fective the first of the month after completion of three 
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(3) months of continuous service by the employee 
involved. 

Pay Direct Drug Plan 
The Company agrees to pay 100% of the premium 
cost (effective July lst, 1976), for each full-time 
employee effective the first of the month upon com- 
pletion of three (3) months continuous service. 

Optical Plan 
The Company agrees to pay 100% of the premium 
cost for each full-time employee effective the first 
of the month upon completion of three (3) months 
continuous service. Coverage - maximum of two 
hundred and fifty dollars ($250.00) every two (2) 
years for new or changed prescriptions for the em- 
ployees and their reported dependants. 

It is understood that all coverages, listed above are for full- 
time employees covered under this Agreement. 

25.02 Dental Insurance 
Effective March 10, 2002 the Company agrees to contrib- 
ute twenty-four (24) cents for each hour worked by each 
employee in the bargaining unit to a maximum of forty (40) 
hours per week for each employee, to the United Food and 
Commercial Workers Trusteed Dental Plan. Effective Janu- 
ary 5 ,  2004, the Company agrees to contribute twenty-five 
cents (2SG) for each hour. 

ARTICLE 26 - 
CANADIAN COMMERCIAL WORKERS 

INDUSTRY PENSION PLAN 
26.01 Effective January 5,  2001, the Company agrees to 
contribute fifty-four (54G) cents per hour to the Canadian 
Commercial Workers Industry Pension Plan (“Pension 
Plan”) for all non-overtime, vacation, holidays, and sick 
days hours paid, in accordance with the Collective Agree- 
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ment, for all full-time and part-time employees in the bar- 
gaining unit, to a maximum of forty (40) hours per week 
per employee. Effective March 10, 2002, the Company 
agrees to increase the contribution to fifty-nine (599) cents 
per hour. Effective January 5,2003, the Company agrees to 
increase the contribution to sixty-one (61$) cents per hour. 
Effective January 5 ,  2004, the Company agrees to increase 
the contribution to sixty-two (629) cents per hour. Effec- 
tive November 1,2004, the Company agrees to increase the 
contribution to sixty-five (65$) cents per hour. 

26.02 The contributions made by the Company and the 
Fund assets accruing therefrom, shall be used to provide 
retirement benefits and, if applicable, disability benefits, 
death benefits, termination benefits and such other additional 
benefits as the Trustees of the Pension Plan may decide, 
from time to time, as being applicable to the Pharma Plus 
employees who are or have been members of the Pension 
Plan, and applicable to their families and/or designated ben- 
eficiaries who may be entitled to benefit. 
26.03 The Company shall forward all contributions, to- 
gether with a list of all full-time and part-time employees, 
and the number of hours paid and worked for each report- 
ing period, within fifteen (15) days following the end of each 
of the Company’s four (4) week accounting periods. 
26.04 The Employer’s liability for contributions to the Pen- 
sion Plan shall be limited solely to the payment of the 
amount due to the Fund, in accordance with paragraph 26.01 
above and Appendix B. 

26.05 As a consequence of the Agreement in this Article 
between the Company and the Union, the Company will 
enter into a “Participation Agreement” with the Board of 
Trustees of the Canadian Commercial Workers Industry 
Pension Plan, and supply such actuarial data as may be rea- 
sonably required with respect to the administration of the 
Pension Plan. 
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26.06 The other undertakings and obligations of the Com- 
pany and the Union shall be as per the Letter of Understand- 

ment as Appendix “B”. 

26.07 Effective March 26, 1990, the Company will sign the 
Canadian Commercial Workers Industry Pension Plan Par- 
ticipation Agreement provided such Agreement is identical 
to the Agreement signed by the former Company (Boots 
Drug Store (Canada) Ltd.) 

ing between the parties attached to this Collective Agree- 

ARTICLE 27 - COMPANY MEETINGS 
27.01 Employees who voluntarily agree to attend Company 
meetings, or approved training courses that the employee 
has been authorized to attend by the Company, during their 
off hours, will be given equivalent time off at a time mutu- 
ally agreed upon between the employee and the Store Man- 
ager, within four (4) weeks of the date of the meeting. 

ARTICLE 28 - SUPPLIER’S REPRESENTATIVE 
28.01 The Company will endeavour to ensure that salesmen, 
other than those working for greeting card companies, book 
and magazine vendors, cosmetic companies, potato chip com- 
panies, Nivel, or their successors, shall not perform bargain- 
ing unit work normally performed by clerks. However, the 
above-mentioned company salesmen may order and reset mer- 
chandise, and select merchandise for return or credit. In addi- 
tion, the current practice shall not be extended. 
28.02 It is agreed that the total bargaining unit hours in a 
store will not be reduced solely as a direct result of the use 
of any of the supplier salesmen listed above. 

ARTICLE 29 - FATIGUE MATS 
29.01 The Company will provide in each Store, Fatigue 
mats at the front, Post Office and Pharmacy cash points and 
replace as needed. 
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ARTICLE 30 - EMPLOYEE PRIVILEGES 
30.01 Employee privileges presently in effect, but which 
are not specifically mentioned in this Agreement and are 
not contrary to the purpose and intent of this Agreement, 
shall continue in full force. 

ARTICLE 31 - DISCIPLINARY INTERVIEWS 
3 I .01 
(a) When an employee is to be interviewed by the Com- 

pany or Security regarding discipline or dismissal, 
the union steward, or in the absence of the union 
steward any other bargaining unit member of the 
employee’s choice in their store will be present to 
observe the discussion. 
Should any reprimand, warning or disciplinary meas- 
ure by issued in writing, the employee in question 
shall receive a copy of such written reprimand, warn- 
ing or disciplinary measure. 

(b) 

ARTICLE 32 - UNION DECAL 
32.01 The Company agrees to display the current official 
Union Decal of the United Food and Commercial Workers 
International Union in a location where it can be seen by 
customers. 

ARTICLE 33 - EXPIRATION AND RENEWAL 
33.01 This agreement shall be effective from January 5 ,  
2002 to January 4,2005 and shall continue in full force and 
effect thereafter from year to year, except that either party 
may, at any time within ninety (90) days before the expiry 
date of such Agreement, give notice in writing to the other 
party of their intentions to revise or abrogate this Agree- 
ment. 
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DATED at Mississauga, Ontario, this 25th day of 
2002. 

FOR THE UNION 
Mona Bailey Peter Davidson 
Joe Demelo Norm Puhl 
Julie Flynn Barb Springgay 
Norma Hurley Elio Roppa 
Marilyn Miller 
Alison O’Brien 
Shelley Ortepi 
Velma Parks 
Krista Porter 
Robin Roth 
Primrose Short 
Harry Sutton 

FOR THE COMPANY 
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PART-TIME APPENDIX 
All matters relative to part-time employees an the wa 
and working conditions shall be contained within this Ap- 
pendix which forms part of this Collective Agreement. 

ARTICLE 1 - BARGAINING AGENCY 
As per Article 1 of the Full-time Agreement 

ARTICLE 2 - MANAGEMENT RIGHTS 
As per Article 2 of the Full-time Agreement 

ARTICLE 3 - 
EMPLOYEE AND UNION CO-OPERATION 

As per Article 3 of the Full-time Agreement 

ARTICLE 4 - UNION SECURITY 
As per Article 4 of the Full-time Agreement 

ARTICLE 5 - HOURS OF WORK 

Part-time employees shall receive a minimum of four 
(4) hours pay, provided that there are four (4) hours 
of work available from the time they report for work 
until the store is closed. No employee shall be sched- 
uled andlor receive less than four (4) hours. 

The Company agrees to post in ink an Hours of Work 
Schedule for part-time employees by Wednesday noon 
of each week for the next two weeks, for their infor- 
mation. It is understood that such schedule may be 
changed by mutual agreement between the Manager 
and employee. Such schedule shall be accessible to all 
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employees and Union Representative. Work schedule 
shall refer to an employee by hislher full name, and 
copy of the work schedule shall be kept by the Store 
Manager for one hundred and twenty (120) days. The 
Company will copy the Steward, if requested. 

5.02 Authorized overtime at the rate of time and one-half 
(1-1/2) of the regular hourly rate, shall be paid for time 
worked over forty (40) hours in any one ( I )  week or over 
eight (8) hours in any one ( I )  day. 

5.03 The Company agrees that employees shall not work 
split shifts. 

5.04 The Company will adjust the wages of any employee 
who performs the key functions of a higher position for more 
than two (2) hours of continuous work in the higher position 
pursuant to the formula outlined in Article 9.02 full-time. 

ARTICLE 6 - STATUTORY HOLIDAYS 
6.01 There shall be nine (9) paid holidays for part-time 
employees during the terms of this Agreement. These holi- 
days are as follows: 

New Year’s Day Good Friday 
Victoria Day Canada Day 
Civic Holiday Labour Day 
Thanksgiving Day Christmas Day 
Boxing Day 
provided: 
They have earned wages on at least ten (10) work- 
ing days during the four (4) weeks immediately pre- 
ceding the holiday. 
They have worked their regularly scheduled day be- 
fore and after the holiday, unless the absence was 
justified on bona fide grounds provided for under this 
collective agreement. 
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(c) Part-time employees required to work on a holiday re- 
ferred to in Article 6.01 above, shall be paid, in addi- 
tion to any holiday pay, at the rate of time and one-half 
( l - l /Z)  for such hours worked on the holiday. The pay- 
ment for the holiday will be based on the total hours 
worked, including any paid holiday time taken, and any 
paid bereavement leave time taken during the four (4) 
weeks immediately preceding the holiday divided by 
the number of shifts worked. For the purpose of deter- 
mining entitlement and payment calculation, where an 
authorized leave for vacation occurs during the above 
four (4) weeks, the four (4) week period will be ex- 
tended by the equivalent vacation period. That four (4) 
week period (preceding the holiday) shall be used for 
entitlement and calculation of holiday pay. 

6.02 The Company and the Union may agree in advance to 
change Good Friday for Easter Monday in a particular store. 

ARTICLE 7 - REST PERIODS 
As per article 8.01 of the Full-time Agreement 

ARTICLE 8 - VACATIONS 
8.01 
vacation pay as follows: 

Employees working other than full-time shall receive 

Up to one year service as of June 30th - 4% of earn- 
ings 
Over one year as of June 30th - 4% of earnings; 
Over five years as of June 30th - 6% of earnings; 
Over ten years as of June 30th - 8% of earnings; 
Over fifteen years as of June 30th - 10% of earn- 
ings; 
Over twenty years as of June 30th - 12% of earn- 
ings. 
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8.02 
(a) The Company will provide an employee with a sepa- 

rate vacation pay cheque prior to the actual vacation 
of the employee, provided sufficient notice of a re- 
quest for such a cheque is made to Payroll. 
The Company will pay all outstanding earned vaca- 
tion pay to part-time employees in the first full  pay 
period of July each year. 

8.03 Employees will take a minimum of two (2) weeks 
vacation time off work after completion of one or more years 
of continuous service prior to July 1st of the year in which 
the vacation is to be taken. Employees may elect to take 
time off i n  addition to the two week minimum, up to their 
equivalent percentage entitlement, as per I I .O1 full-lime. 

8.04 Vacations shall be taken in the year in which they 
are due, and may not be accumulated unless mutually agreed 
upon. 
8.05 A vacation request form will be posted between 
March 1 and May 7, and all employees who are entitled to 
request vacations shall indicate on the form within three (3) 
weeks, the dates on which they wish to have vacation. It is 
understood that from March Ist, to April 30th, full-time em- 
ployees shall have preference of vacation dates over part- 
time employees, provided such dates were requested dur- 
ing the posting period. The choice of vacation dates will be 
according to seniority, providing that i t  does not result in a 
schedule which interferes with thc operation of the busi- 
ness. However, after May 7th, any further scheduling shall 
be on a first-come first-served basis. No vacation time will 
be scheduled by the Company during the period from De- 
cember 1st to December 25th. 

(b) 

ARTICLE 9 -JURY DUTY 
As per Article 13 of the Full-time Agreement 
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ARTICLE 10 - NO STRIKE - NO LOCKOUT 
As per Article 14 of the Full-time Agreement 

ARTICLE 11 - SENIORITY 

Seniority shall be defined as length of continuous em- 
ployment with the Company in the bargaining unit. Sen- 
iority shall be effective only after an employee has com- 
pleted her probationary period, and shall be computed 
from the date of her first employment. 
The probationary period for part-time employees will 
be forty-five (45) worked days or ninety (90) calen- 
dar days, whichever occurs first. 
Seniority rights shall be terminated and an employee 

shall be deemed to have quit if he or she: 
is duly discharged by the Company; 
voluntarily quits or resigns or retires; 
has been laid off or promoted out of the bargaining 
unit continuously for a period of more than twelve 
(1 2) months. Upon return from layoff an employee 
will be provided a 14 day familiarization period to 
the responsibilities of their position; 
is called back to work by registered mail to her last 
known address after a layoff and does not return within 
ten (10) days of the date on which the registered letter 
of call back was mailed by the Company. The employee 
is responsible for advising the Human Resources De- 
partment, in writing, of any change in her address; 
fails to return to work on the completion of an au- 
thorized leave of absence, unless such failure is due 
to provable sickness. 
is absent without leave for three (3) consecutive shifts and 
ljils to advise the Company without a legitimate reason. 
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11.03 
(a) Part-time employees who are desirous of becoming 

full-time employees shall inform the Human Re- 
sources Department using the proscribed form. Con- 
firmation of receipt will be returned to the employee. 
Where there is more than one part-time employee 
desirous of becoming a full-time employee, the Com- 
pany will take into account seniority, skill, ability, 
and qualifications. Where skill, ability, and qualifi- 
cation are relatively equal, the Company will give 
priority to the most senior part-time employee. 
Part-time employees who are desirous of increasing 
their hours of work shall inform their Regional Man- 
ager in writing. Where there is more than one part- 
time employee desirous of increasing their hours, the 
Company will take into account seniority, skill. abil- 
ity, and qualifications. Where skill, ability, and quali- 
fication are relatively equal, the Company will give 
priority to the most senior part-time employee. 
Every month the Company will publish for display 
on each Store Bulletin Board, a list of promotions 
and new positions filled within the Region during the 
previous month. This list shall indicate the success- 
ful employee’s name, classification and seniority, and 
the Store location where the position was filled. 

For the purpose of calculating full-time seniority, part- 
time employees hired prior to January I ,  1979, shall 
be credited with all their calendar years of part-time 
service prior to January 1, 1979, should they be trans- 
ferred to a full-time classification subsequent to that 
date. They shall also be credited, as will part-time em- 
ployees hired after January I ,  1979, with one-half ( I /  
2) of their calendar years of part-time service snbse- 
quent to January 1 ,  1979, provided, however, that the 
maximum credit in all cases shall be fifteen (15) years. 

(b) 

1 I .04 
(a) 
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(b) In the event a full-time employee’s status is changed 
to part-time, the employee will be granted her length 
of continuous service with the company as a new 
part-time seniority date. 

Employees selecting 24 hours per week will work 
them over 5 days unless mutually agreed. 
Part-time employees with more than six (6) months 
seniority at the time of selection shall be entitled 
on February 28th and August 31st of each year, to 
select their number of regular hours per week, in 
the Store concerned, up to a maximum of twenty- 
four (24) hours per week, and shall work such 
hours if all of the following conditions are ful- 
filled: 

(a) that the number of regular hours selected are 
available in the employee’s classification pur- 
suant to the requirements of the Store as deter- 
mined by the Store Manager. Should the 
number of hours selected by the employees not 
be available, the right to claim the number of 
hours selected shall be on the basis of senior- 
ity; 

that the employee has the ability and willing- 
ness to perform the work required; 
that the employee has, prior to February 28th 
and August 31st of each year, completed the 
form provided by the Company, selecting the 
number of regular hours per week he/she wishes 
to work. (Such selection of the number of regu- 
lar hours per week shall be fixed for the entire 
six (6) months in question.) 

(d) that once an employee has selected hidher 
number of regular hours per week, in writing, 

11.05 ( i) Scheduling 

(b) 

(c) 
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the employee shall have no right to claim addi- 
tional hours in excess of the number of hours 
he/she has selected. 

the Employer shall endeavour not to schedule 
employees on a regular basis in excess of the 
number of hours selected. 

where it will not interfere with the efficient op- 
eration of the store, senior employees will be 
able to choose available day shifts over junior 
employees. 

Subsequent Assignment 
Preference for hours of work which require as- 
signment subsequent to scheduling, shall be of- 
fered to senior part-time employees within the 
store concerned so far as such offer is consist- 
ent with their ability, availability, and willing- 
ness to perform the work required. 

If no employee accepts the offer, the junior em- 
ployee contacted with the ability to perform the 
work required must perform the work. 

11.06 A part-time employee will be placed on the perma- 
nent full-time staff where her normal work weeks exceeds 
thirty-one (3 1) hours per week for a period in excess of ten 
(10) consecutive weeks except if relieving for sickness, va- 
cations, holidays, or leaves of absence. 

11.07 Two (2) or more employees shall not be scheduled 
in such a manner so as to displace or prevent the hiring of 
regular full-time employees. 

I 1 .OS As between regular part-timers, seniority shall be the 
governing factor with respect to the assignment of vacations, 
layoffs, and recall after layoff providing the part-time em- 
ployee has the ability and willingness to perform the work 
as required. 
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1 1.09 The Company agrees to supply the Local Union Of- 
fice with seniority lists by Store, Region, and bargaining 
unit in October of each year. 
I I .  10 Lay-offs and Recall 

As per Article 15.08 of the Full-time Agreement 

ARTICLE 12 - 
DISCHARGE OF EMPLOYEES 
SUBJECT TO ARBITRATION 

As per Article 16 of the Full-time Agreement 

ARTICLE 13 - 
NOTICE REQUIRED OR PAY IN LIEU OF NOTICE 

IN CASES OF DISMISSAL 
As per Article 17 of the Full-time Agreement 

ARTICLE 14 - BUSINESS AGENTS VISITS 
As per Article 18 of the Full-time Agreement 

ARTICLE 15 - 
COMPLAINTS AND GRIEVANCE PROCEDURE 

As per Article 19 of the Full-time Agreement 

ARTICLE 16 - CASH SHORTAGES 
As per Article 20 of the Full-time Agreement 

ARTICLE 17 - DENTAL PLAN 
As per Article 25.02 of the Full-time Agreement 

ARTICLE 18 -WAGES 
As per Article 9.01, 9.02, 9.03, and 9.04 of the Full-time 
Agreement 
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ARTICLE 19 - MATERNITY LEAVE 
As per Article 12 of the Full-time Agreement 

ARTICLE 20 - BEREAVEMENT LEAVE 
20.01 Part-time employees shall be granted leave of ab- 
sence, without loss of pay, for scheduled hours for consecu- 
tive days of bereavement leave as follows: 

(a) five ( 5 )  days - husband, wife, children, parents, 
brother, sister, parents-in-law, grandparents, grand- 
children; step-parents, step-children, common-law 
spouse as defined by law. 
three (3) days - brother-in-law, sister-in-law, son- 
in-law, and daughter-in-law. 
one ( I )  day - grandparents in law, aunt, uncle, niece, 
nephew 

(b) 

(c) 

ARTICLE 21 - SICK LEAVE 
21.01 All Part-time employees hired after June 12, 1994, 
who have regularly worked for the Company for at least one 
( I )  continuous year, shall be entitled to receive a sick pay 
allowance from normally scheduled work on account of 
sickness, subject the following rules: 

(a) Employees who, after June 12, 1994, have regularly 
worked for the Company for more than one continu- 
ous year, shall be credited with one ( I )  hour of sick 
pay allowance for every twenty-five (25) hours ac- 
tually worked by the employee, up to a maximum of 
fifty (50) hours of sick pay allowance. The same sys- 
tem of credit shall be applied in each subsequent year 
of continuous employment. 
Subject to rule (a) above, after June 12, 1994, when a 
part-time employee commences her second year of con- 

(b) 
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tinuous employment and subsequently upon the com- 
mencement of each year of' continuous employment 
thereafter, she shall be credited with one (1) hour of 
sick pay allowance (to be paid at 90 per-cent of their 
regular hourly rate) for every twenty-five (25) hours 
actually worked by the employee during the previous 
twelve (12) months, up to amaximum of fifty (50) hours 
of sick pay allowance. Sick leave credits will be paid 
at 90 per-cent of the employee's part-time hourly rate. 
The sick pay allowance shall commence on the first 
day of illness, provided the illness is reported as re- 
quested in (d) below, and shall cover only those hours 
for which the part-time employee would normally 
have been scheduled to work. 
All cases of sickness to qualify for allowance must 
be reported by the etnployee to the store Manger (or 
her designate), within three (3) hours after the time 
at which the employee should have reported for duty. 
Wherever possible, employees should report their 
absence to the appropriate Store authority in advance 
of their scheduled starting time. 
Sick leave shall be cumulative from year to year, to a 
maximum of ninety (90) hours of sick leave allowance. 
The Company reserves the right to require sickness 
to be proved by satisfactory evidence. 
Sick leave and allowances are approved and provided 
for sickness only, and if it is proven that an employee 
has abused her sick leave privilege, such employee 
shall be discharged. 
This Article shall be subject to revision if and when the 
Employment Insurance Act is revised to include sick 
pay privileges for employees of the Company. 
In the event that a full-time employee is transferred 
into a part-time position, her date of commeticement 

(c) 

(d) 

(e) 

( f )  

(8)  

(h) 

(i) 
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of employment shall remain the same. Full-time 
employees who transfer to part-time status will re- 
tain any accumulated sick leave credits 

21.02 All employees hired prior to June 13, 1994 who have 
regularly worked for the Company for at least one (1 ) con- 
tinuous year, shall be entitled to receive a sick pay allow- 
ance from normally scheduled work on account of sickness, 
subject the following rules: 

Employees who, on April 1 ,  1979, have regularly 
worked for the Company for more than one continu- 
ous year, shall be credited with one (1) hour of sick 
pay allowance, at 100 per-cent of their normal hourly 
rate, for every twenty-five (25) hours actually worked 
by the employee during the preceding twelve (12) 
months, up to a maximum of fifty (50) hours of sick 
pay allowance. 

Subject to rule (a) above, after April 1, 1979 and be- 
fore December 31, 1994, when a part-time employee 
commenced her second year of continuous employ- 
ment and subsequently upon the commencement of 
each year of continuous employment thereafter, she 
shall be credited with one (1 )  hour of sick pay al- 
lowance at 100 per-cent of her regular hourly rate 
for ever twenty-five (25) hours actually worked by 
the employee during the previous twelve (12) 
months, up to a maximum of fifty (50) hours of sick 
pay allowance. 

The sick pay allowance shall commence on the first 
day of illness, provided the illness is reported as re- 
quested in (d) below, and shall cover only those hours 
for which the part-time employee would normally 
have been scheduled to work. 

Prior to January I ,  1995 sick leave will accumulate 
and be paid at 100 per-cent of their normal hourly 
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rate and after January I ,  1995 sick leave will accu- 
mulate and be paid at 90 percent of their normal 
hourly rate for use in subsequent years. Sick leave 
creclits accumulated at 100 pcrcent will be exhausted 
prior to the application of sick leave at 90 percent. 
All cases of sickness to qualify for allowance must 
be reported by the employee to the store Manger (or 
her designate), within three (3) hours after the time 
at which the employee should have reported for duty. 
Wherever possible, employees should report their 
absence to the appropriate Store authority in advance 
of their scheduled starting time. 

Sick leave shall be cumulative from year to year, to 
a maximum of ninety (90) hours of sick leave allow- 
ance. 
The Company reserves the right to require sickness 
to be proved by satisfactory evidence. 

Sick leave and allowances are approved and provided 
for sickness only, and if it is proven that an employee 
has abused her sick leave privilege, such employee 
shall be discharged. 
This Article shall be subject to revision if and when the 
Employment Insurance Act is revised to include sick 
pay privileges for employees of the Company. 
In the event that a full-time employee is transferred 
into a part-time position, her date of commencement 
of employment shall remain the same. If the trans- 
ferred employee has regularly worked for the Com- 
pany for more than one (1) continuous year, her part- 
time sickness allowance of the time prior to the com- 
mencement of her next year of continuous employ- 
ment shall be all of her outstanding annual full-time 
sick pay allowance for the year in which the transfer 
occurred. 

(e) 

(f) 

( g )  

(h) 

(i) 

(i) 
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ARTICLE 22 - EMPLOYEE PRIVILEGES 
As per Article 30.01 of the Full-time Agreement 

ARTICLE 23 -WORK CLOSEST TO HOME 
As per Article 15.06 of the Full-time Agreement 

ARTICLE 24 - TRAVEL TIME 
As per Article 10 of the Full-time Agreement 

ARTICLE 25 - 
LEAVE OF ABSENCE WITHOUT PAY 

25.01 A part-time employee shall be entitled to request, in 
writing, one special two (2) week leave of absence, with- 
out pay, at a time mutually satisfactory to both parties which 
may be adjacent to her vacation, if sufficient notice is given 
to the Company. Such request shall be made to the Human 
Resources Department. A request for a longer period will 
not be unreasonably denied. If an employee’s request for 
leave is denied, the Company will notify the employee, in 
writing, concerning the reasons for such denial. 

ARTICLE 26 - 
CANADIAN COMMERCIAL WORKERS 

INDUSTRY PENSION PLAN 
As per Article 26 of the Full-time Agreement 

ARTICLE 27 - HEALTH AND WELFARE 
27.0 1 Optical Plan 
The Company agrees for each part-time employee effective 
first of the month upon completion of 2 years of continu- 
ous service, to cover a maximum of two hundred and fifty 
dollars ($250.00) every two ( 2 )  years for new or changed 
prescriptions for the employee only. 
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27.02 Drug Plan 
All part-time employees who have completed their proba- 
tianary period, will be provided with a drug plan at a mte 
of the cost of the drug. Spouses and dependent children of 
part-time employees who have completed the probationary 
period may purchase their drugs at cost in accordance with 
Letter of Agreement #8. 

ARTICLE 28 - FATIGUE MATS 
As per Article 29 of the Full-time Agreement 

ARTICLE 29 - COMPANY MEETINGS 
As per Article 27.01 of the Full-time Agreement 

ARTICLE 30 - DISCIPLINARY INTERVIEWS 
As per Article 3 I of the Full-time Agreement 

ARTICLE 31 - EXPIRATION AND RENEWAL 
As per Article 33 of the Full-time Agreement 
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APPENDIX “B-1” 
LETTER OF AGREEMENT #I 

Between: 
PHARMA PLUS DRUGMARTS LTD. 

And 
UNITED FOOD & COMMERCIAL WORKERS’ 

UNION 
LOCAL 175 

Re: PART OF THE COLLECTIVE AGREEMENT 
AND REFERRED TO IN ARTICLE 26 
WHEREAS it is provided in paragraph 1 .B of Ap- 

pendix “B’ to the Collective Agreement executed between 
the parties on June 12, 1990, past service contributions shall 
be made by the Company at the rate of eleven ( I  1) cents 
per hour and; 

WHEREAS it is provided in Article 26, Section 
26.01 the contribution levels to be made by the Company 
on behalf of the employees to the Canadian Commercial 
Workers Industry Pension Plan, such contributions include 
the eleven (1 1) cents per hour past service contributions, 
and; 

WHEREAS the past service liability is discharged, 
such Contributions to discharge the past service debt have 
been discontinued, current service contributions shall con- 
tinue at the rate of fifty-one (51) cents per hour for the term 
of the Collective Agreement executed on January 5 ,  1997. 
In the event members are found to have a deficiency in their 
past service credit which requires additional past service 
contributions to provide them with such past service credit 
as they are entitled to, the Company shall make such con- 
tributions at the rate of eleven ( 1  1 )  cents per hour in the 
event the amount is substantial or may make a lump sum 
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payment for an amount not considered substantial until the 
deficiency is paid in full to the fund. 
I n  either case once such liability is discharged, past service 
contributions shall cease. 

Dated this 25"' day of March, 2002 at Mississauga, Ontario 
For the Union 
Harry Sutton Peter Davidson 

For the Company 

- 58 - 



APPENDIX “B-2” 
LETTER OF AGREEMENT #2 

Between: 

PHARMA PLUS DRUGMARTS LTD. 
(FORMERLY KENT DRUG STORES) 

And 
UNITED FOOD & COMMERCIAL WORKERS’ 

UNION 
LOCAL 175 

Whereas the Company and the Union agree that on or about 
June 30, 1995 all employees of the former Kent Drugs hav- 
ing merged with Pharma Plus Drugmarts Ltd. shall become 
members of the Canadian Commercial Workers’ Pension 
Plan (“Pension Plan”) effective from that date. 

Effective January 5, 1997 the Company shall contribute 
fifty-one (51) cents per hour to the Pension Plan for all non- 
overtime, vacation, holiday, and sick pay hours paid in ac- 
cordance with the Collective Agreement, for all full-time 
and part-time employees in the bargaining unit, to a maxi- 
mum of forty (40) hours per week per employee. 
An employee who is enrolled and an activc member of the 
Oshawa Group Retirement Income Plan (“O.G.R.”) at the 
time of membership to the “Pension Plan” shall cease 011- 

going participation in the “O.G.R.” and have vesting as pro- 
vided in the “O.G.R.” for past service. 

Dated this 25‘” day of March, 2002 at Mississauga, Ontario 

For the Union 
Harry Sutton Peter Davidson 

For the Company 
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APPENDIX “C” 
LETTER OF AGREEMENT #3 

Between: 
PHARMA PLUS DRUGMARTS LTD. 

And 
UNITED FOOD & COMMERCIAL WORKERS’ 

UNION 
LOCAL 175 

Re: Drug Warehouse Retail Stores 
PURPOSE 
I .  The general purpose of the Appendix is to establish 

and maintain the collective bargaining relations be- 
tween the Company and the Union at the Compa- 
ny’s Drug Warehouse Retail stores in the bargaining 
unit. The Company recognizes the Union as the sole 
collective bargaining agency for all employees at its 
Drug Warehouse Retail stores in Ontario, except the 
stores in the Regional Municipality of Ottawa- 
Carleton, save and except Assistant Store Managers, 
persons above the rank of Assistant Store Manager, 
Graduate and Undergraduate Pharmacists, including 
Pharmacy Interns and Apprentice Pharmacist, book- 
keepers and Office Staff. It is understood that this 
Appendix forms part of the Collective Agreement. 
In the event the company desires to open Drug Ware- 
house Retail Stores, the terms and conditions will be 
discussed and agreed to prior to the opening. 

Dated this 25‘” day of March, 2002 at Mississauga, Ontario 
For the Union 
Harry Sutton Peter Davidson 

2. 

For the Company 

- 60 - 



LETTER OF AGREEMENT #4 

Between: 

PHARMA PLUS DRUGMARTS LTD. 

And 

UNITED FOOD & COMMERCIAL WORKERS’ 
UNION 

LOCAL 175 

Re: COSMETIC COMMISSION PAYMENT 

OBJECTIVE: 
To define how cosmetic commissions are calculated, who 
receive them and how and when they are paid. 

SCOPE: 
Applies to all staff classified as cosmetician, after completion 
of probationary period, employed by Pharma Plus Drugmarts 
Ltd., whether full-time or part-time, in the stores covered by 
this collective agreement. Effective January 1/93 - commis- 
sions will be paid on a pro-rata basis for relief time worked to 
individuals who are qualified as cosmetician who are reliev- 
ing for leave of absence and periods of illness for more than 
one week. 
Applies to all cosmetic products having the cosmetic col- 
oured ticket. 

HOW CALCULATED: 
The primary basis for the calculation of cosmetic commis- 
sions payable is the net cosmetic sales figure for your store. 
This figure is obtained from data on the Daily Weekly Store 
Cash Summary and is the same information that shows for 
“cosmetic sales ‘‘ on the Store Performance Report. 

Commission amount due will be calculated by the paid 
through the Payroll department. Any questions regarding the 
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payment of commission should be directed to the Payroll 
department. 

Commission will be paid to eligible cosmeticians within 30 
days of the end of the relevant quarter. Commission pay- 
ments will be included with the regular pay, and details of 
the entitlement will be provided. 

Commission quarters are outlined as follows: 

1 st quarter - Periods 1, 2 and 3; 
2nd quarter - Periods 4, 5, 6 and 7; 
3rd quarter - Periods 8, 9 and 10; 
4th quarter - Periods 1 1 ,  12 and 13; 

The amount of commission for which the cosmetician(s) in 
a store are eligible currently remains at 2% of net cosmetic 
sales. 

Where relevant for purposes of paying commission, hours 
worked will include all vacation hours, and exclude sick 
lcave and leave of absence. 

COMMISSION PAYMENT 

One CosmeticiadStore 
The total scheduled hours for the accounting period are 
totaled. If the cosmetician worked 100% of the scheduled 
hours she will receive 100% of the commission. If she 
worked less than 100% of the scheduled hours, the percent- 
age must be calculated. 

Example: Commission is ... $2,360.52 
Scheduled hours ... 480.00 
Hours worked ... 464.00 
464 divided by 480 ... 97% 
$2,360.52 97% ... $2,289.70 (Commission paid) 

Two or more CosmeticiatdStore 
Where more than one cosmetician is employed in a store 
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during the accounting period, payment is divided accord- 
ing to hours worked plus a weekly hourly bonus of two 
hours for every year of service as a cosmetician, up to a 
maximum of 10 years. 

Example: 
Start Hours Years Bonus Hours &Total Total Commission 
Dateas Wrkd of Wks in Bonus Comm. Hours Paid 
Cosm. Service Quarter 

A) 01/01/96 320 t (5 x 2 x 12) = 440 x $2,500 % 760 = $1,447.37 
B) 01/01/94 152 t (7 x 2 x 12) = 320 x $2,500 % 760 = $1,052.63 

Dated this 25Lh day of March, 2002 at Mississauga, Ontario 
For the Union 
Harry Sutton Peter Davidson 

For the Company 
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APPENDIX “D” 

LETTER OF AGREEMENT #5 

Between: 

PHARMA PLUS DRUGMARTS LTD. 

And 

UNITED FOOD & COMMERCIAL WORKERS’ 
UNION 

LOCAL 175 

Re: 

In order to facilitate the growth of the Company, the Union 
and Company agree to the following protocol in the event 
of new store openings and acquisitions: 

1. “Green field” sites ( new physical locations with 
no acquisition) 
Full-time positions will be filled first by employees 
on layoff, then on file as per article 15.02 full-time 
and 11.03 part-time. Thereafter unfilled full-time po- 
sitions will be posted throughout the bargaining unit. 

Acquisitions rolled into a new Pharma Plus store. 
For acquisitions rolled into a new Pharma Plus store, 
qualified employees on file are entitled to full-time 
positions to match the number of full-time comple- 
ments transferring-in from the new acquisition. How- 
ever, it is understood that the full-time positions be- 
ing offered to the employees on file may not always 
be in the same location or classification, but will be 
in the geographic area. 

For acquisitions not rolling inlo an existing Pharma 
Plus store, future positions will be filled pursuant to 
article 15.02 full-time and 11.03 part-time. 

2. 

3. Acquisition 
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4. 

5. 

Acquisition Wages & Benefits 
Employees hired through acquisitions will be placed 
on the wage grid based on their recognized previous 
sei-vice with theii former employcr. They will a l b o  
be given credit for vacation entitlement only based 
on their prior service. 
Acquisition Seniority and Service Dates 
Employees hired through Acquisitions will receive 
their original date of hire with their former employer 
as their service date and such date shall be used in 
item #4 above. 

Seniority dates shall be based on the date the em- 
ployee entered the bargaining unit. In the event that 
more than one (1) employee has the same seniority 
date, then the employee with the longer service date 
will be deemed to have the higher seniority date. 

Dated this 25"' day of March, 2002 at Mississauga, Ontario 
For the Union 
Harry Sutton Peter Davidson 

For the Company 
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LETTER OF AGREEMENT #6 

Between: 
PHARMA PLUS DRUGMARTS LTD. 

And 
UNITED FOOD & COMMERCIAL WORKERS’ 

UNION 
LOCAL 175 

Re: Technological Change 
The Employer agrees that in the event of the introduction 
of new technology which may result in the loss of hours, or 
layoff of employees that the Union and the Company shall 
meet prior to such introduction in an effort to minimize such 
impact on affected employees. 

Dated this 25Ih day of March, 2002 at Mississauga, Ontario 

For the Union 
Harry Sutton Peter Davidson 

For the Company 
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LETTER OF AGREEMENT #7 
Between: 

PHARMA PLUS DRUGMARTS LTD. 
And 

UNITED FOOD & COMMERCIAL WORKERS’ 
UNION 

LOCAL 175 
Re: Staff Training 
The Company recognizes the need to provide training on 
an ongoing basis. The Company agrees to offer training to 
employees on a regular basis as deemed required by the 
regional director, in keeping with the needs of the region, 
and at no cost to the employee. Such training will include 
the cosmetician course and the merchandise clerk course. 
The Company agrees that this letter will not be unreason- 
ably applied. 
Dated this 25‘” day of March, 2002 at Mississauga, Ontario 

For the Union 
Harry Sutton Peter Davidson 

For the Company 
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LETTER OF AGREEMENT #8 

Between: 
PHARMA PLUS DRUGMARTS LTD. 

And 
UNITED FOOD & COMMERCIAL WORKERS' 

UNION 
LOCAL 175 

Re: Part-time Drug Benefit 
The cost to Part-time employees for drugs purchased pur- 
suant to article 27.02 will be the same cost as a drug ben- 
efit recipient pays. This applies on behalf of purchases for 
employees and their dependents. No co-pay applies. 

Dated this 25"' day of March, 2002 at Mississauga, Ontario 
For the Union 
Harry Sutton Peter Davidson 

For the Company 
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LETTER OF AGREEMENT #9 
Between: 

PHARMA PLUS DRUGMARTS LTD. 

And 
UNITED FOOD & COMMERCIAL WORKERS’ 

UNION 
LOCAL 175 

Re: UFCW Leukemia Fund 
The Company agrees to deduct once during the month of 
May from each employee’s pay an amount of ten ( I O )  dol- 
lars subject to authorization by such employee and forward 
said deductions to UFCW Local 175 by the end of May. 
The amount forwarded shall be donated to the UFCW 
Leukemia Fund. 

Dated this 2Sh day of March, 2002 at Mississauga, Ontario 
For the Union 
Harry Sutton Peter Davidson 

For the Company 
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