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ARTICLE1 -~ PURPOSE

1.01  The general purpose of the agreement is to
establish mutually satisfactory relations between the
Employer and its employees, and to provide machinery
for the prompt and equitable disposition of grievances,
and to establish and maintain satisfactory working
conditions consistent with the Human Rights Code,
hours and wages for all employeeswho are subjectto the
provisions of this Agreement.

1.02  Itisunderstood that any changes in municipal,
provincial or federal law which may void any individual
portions of this Agreementwill be compliedwith, yet will
not be construed void the remainder of the Agreement.

ARTICLE2 - SCOPE

2,01  The Sheraton Centre recognizes the Union as
the sole and exclusivebargainingagent for all employees
who are employed in the Departments listed in Schedule
A, save and except, supervisors, persons above the rank
of supervisors, coordinators, accounting, security, front
desk, reservations, general administration, purchasing,
receiving, sales and catering, activity centre, customer
service agents, students in a community college hotel
management course who work without remuneration
for the Company as part of their program of studies
and management trainees.

2.02 For the purpose of this agreement:

a) Full-time employee means an employee employed
in the bargaining unit who is regularly scheduled to
work more than twenty-four (24) hours per week;

b) Part-time employee means an employee employed
in the bargaining unit who is regularly scheduled to
work twenty-four (24) hours per week or less;



¢) Forthe purposes of greater clarity, an employee shall
only move from part-time to full-time status where:

M

(i)

He/she has been the successful applicant for a
full-time position pursuant to article 20.06;

He/she has worked a total of 1249 hours or
more in a calendar year calculated on or about
January 31 each year excluding casual banquet
hours. For the purpose of computing hours
worked, these shall include: statutory holidays,
vacations, weekly indemnity, WSIA leave and
parental leave;

(iii) An employee will not move from full-time to

part-time unless the employee consents or the
employee consistently refuses available full-
time hours. Prior to attaining full-time status
pursuantto this Article, an employee must indi-
cate their willingness to be available to work
full-time hours;

(iv) A part-time employee who goes to full-time

2,03

will go to the bottom of the full-time seniority
list. A full-timeemployee who goes to part-time
will carry their classification and departmental
seniority and their seniority will be inter-
mingled on the part-time seniority list.

Article 22.01, 22.02,22.04 and Articles 27 and

30 shall not apply to part-time employees classifications
except where specified in such schedules. The Employer
shall insure that any new hires within the references
existing scope of the General Agreement resulting from
the creation of new work areas shall become Union
members and shall enjoy the appropriate rates of pay and
benefits for the classifications concerned.



2.04  The Employer shall ensure that new classifica-
tions created and not listed but forming part of the
Departmentsin Schedule A and Article 35.00 but subject
to Article2.01, shall form part of the bargaining unit. The
Employer shall set a rate of pay for the new classifica-
tions and notify the Union within seven (7) days of the
commencement of the classification. The Union may,
within ten (10) days of being notified, request a meeting
with the Employer, to discuss the rate. If no agreement
is reached, the Union, may within thirty (30) days of
ratification, file agrievance contesting the rate and refer
it to arbitration pursuant to the procedures in the
collective agreement.

2,05 The Union and the Company agree that
employees who are not covered under the scope, will not
normally be scheduledto work and perform duties under
any of the classifications, except for the purpose of
instruction, management training in which cases it will
not result in the replacement of employees under the
scope provision; or in the event of emergency.

ARTICLE 3-RECOGNITION

3.01  The Employeracknowledgesthat the Employees
in the unit described above have selected the Union as
their sole and exclusive bargainingagent, and recognizes
the Union as such for all employees in the said unit

ARTICLE 4 - RELATIONSHIP

4,01  The Employer and the Union agree that there
will be no discrimination, interference, restraintexercised
or practiced by either of them or their representatives or
members because of an employee’s Union activity.



4,02  The Union undertakes that no Union activity
shall be carried on in the premises except as otherwise
provided herein with respect to visits by Union Officials.

4.03  Properly authorized representatives of the Union
shall be permitted to enter the premises at all reasonable
times for the purpose of interviewing employees and
investigating working conditions that may affect the
members. Notice upon entering shall be given to a
representative of Management. It is understoodthat such
representatives will in no way interfere with the duties
of an employee or unreasonably disturb them in the
performance of their duties, bearing in mind that Union
Representatives have regular duties to perform on behalf
of all parties to this Collective Agreement.

4.04  The Employer shall not prohibit the wearing of
union pins and buttons provided they are of a reasonable
size and style and management approves of their use
beforehand.

4.05  The Hotel will provide an available meeting
room at no cost to the union, to address new hires as part
of their orientation to the Hotel. The Employerwill inform
the Chief Shop Steward in advance of the meetings.

The employer will endeavour to provide the Union with
a meeting room for the purpose of meeting with
members, without charge, so long as it does not result
in the loss of business

ARTICLE 5 - UNION SECURITY AND
UNION OFFICE

5.01  The parties agree to acompulsory dues check off
(includinginitiation fees, union dues and assessments) for
all employees within the scope of this Agreement.



5.02  Itisunderstood thatthe amountof initiationfees
and dues and the frequency of deductions is determined
by the Local Union, or by Union International Conven-
tion and may be changed by providing sixty (60) days’
notice in writing to the Employer of any such change.
Such notice of change must be signed by the Secretary
Treasurer or the President of the Local Union.

5.03  Unless notified otherwise by the Union, all
deductions shall be collected from the employee’s first
pay in each month.

5.04  All new employees will be provided a Union
Application card by the Employer to be filled out at the
time of hiring. The Employer will forward two (2)
copies of the completed Union Application Card to the
Union office within two (2) working days of hiring.

5.05  All bargaining unit employees must become
and remain a member in good standing in the Union as
a condition of employment. Upon receipt by the
Employer of written advice from the Union that an
employee is not in good standing with the Union, the
Employer shall immediately terminate the employee
from their employment.

5.06 All sums deducted shall be forwarded to the
Treasurer of the Local Union. These sums must be
received by the Union on or before the fifteenth (15th)
day of each month following the month in which the
deductions are made.

5.07  Accompanying the submission of deductions
will be a list of bargaining unit employees. The list will
contain the following information:

(a) the amount of dues/initiation fees/assessments
deducted for each member;
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(b) ifno sum is deductedfor amember, the reasons there-
fore (eg. Sick, WSIB leave, layoff, quit, termination);

(c) employees’ full-time or part-time status, their social
insurance number, updated address and telephone
number, classification, department and wage rate;

(d) the aforementioned list will be provided electroni-
cally or on computer disk if requested by the Union,
and if feasible to do so.

5.08  On request and with reasonable notice, the
Employer will allow the Union to access payroll records,
schedules, sign-in and sign-out sheets and any other
information reasonably required to satisfy the Union
that dues and initiation fees are being deducted correctly.

5.09  Ifdirected to do soby the Union, the Employer
will provide Union originated withdrawal cards to
employees whose absence is expected to last beyond a
one (1) month period.

5.10  The Union agrees to indemnify and save the
Employer harmless against all claims or other forms of
liability that may arise out of, or by reason of, deductions
made or payments made in accordance with this Article.

5.11  Nothing in this above Agreement or in the
general body of the Contract shall be construed as
limiting to any degree the right to the Employer to
assess the relative efficiencies of any employee and to
pay wages in excess of those contained in the scales;
such wages shall be considered to be completely apart
from the contract and shall be regarded as premium
rates for special skill or ability; such special rates shall
not become the basis for a general increase in the scale
in the classifications concerned.



5.12  Atthe same time that income & T-4 slips are
made available, the Employer shall type onthe slip the
amount of Union dues and initiation fees paid by each
Union member in the previous year.

ARTICLE 6 - RESERVATION OF
MANAGEMENT RIGHTS

6.01  The Union acknowledges the exclusive func-
tion of the Employer generally to manage the enterprise
inwhich it is engaged and particularly to:

a) maintain order, discipline and efficiency;

b) hire, transfer, promote, demote or retire and, withjust
cause, to suspend, discipline or discharge employees
and to increase and decrease the working force in a
manner consistent with the terms of this Agreement;

¢) the right to determine the direction of the working
force, the schedules of work, methods, in order to
perform any services that may be necessary to
manage the enterprise and its business;

d) itisagreed that the Employer may, at its discretion,
issue and enforce from time to time reasonable rules
and regulations in order to assure the successful
operation of its business. Breaches of such rules by
an employee may be cause for disciplinary action;

e) limit, suspend or cease operations, subcontract, or
make necessary arrangements due to a change in the
Employer’s policies;

f) itisunderstood and agreed that these rights shall not
be exercised in a manner inconsistent with the terms
of this Agreement and it is understood that a claim



by an employee or employees that the Employer has
so exercised these rights shall be proper subject
matter for a grievance.

ARTICLE 7 - NO STRIKEOR LOCK-OUT

7.01  The Employer agrees that during the life of the
Agreement it will not cause or direct any lock-outs of its
employees, and the Union agrees that during the life of
the Agreement there will be no strikes or other collective
action of employees covered by this Agreement, which
will stop or interfere with production or services.

7.02 The words “strike” and “lock-out” in this
Agreement shall mean “strike” and “lock-out’” as defined
in the Ontario Labour Relations Act.

7.03  Ifanillegal strike occurs the Union will instruct
its members to carry out the provisions of thisAgreement
and to return to work and perform their duties in the
usual manner.

7.04  The Employer, whenever possible, will provide
safe working conditions in the event of any dispute that
may arise between any other employer during the life of
the Agreement, provided however, that subject to the
above, employees work each and every scheduled work
day occurring during this Agreement regardless of any
labour strike or problems confronting the Employer or
any other employers,

ARTICLE 8 ~ NEGOTIATING COMMITTEES

8.01  The Employer acknowledges the right of the
union to appoint or otherwise select a Negotiating
Committee of not more than six (6) employees. Commit-
tee members shall not suffer any loss of regular hourly
wages or contributionsto both the Health and Welfare
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Trust and the Pension Trust for those hours, for
scheduled meetings between parties for the negotiation
of the CollectiveAgreement. There will be no compensa-
tion for time spent outside of regular working hours, nor
will hours under this provision attract overtime pay.

8.02  Any amendments to this Agreement during its
current term shall only be incorporated by mutual
consent of the Union and the Employer.

8.03 It is clearly understood that the Negotiating
Committee is a separate entity, and will deal with such
matters as are properly the subject of negotiations,
including proposals for the renewal or modifications of
this Agreement at the proper time as provided for herein.

ARTICLEY - SHOPSTEWARDS

9.01  The Hotel acknowledges the right of the Union
to appoint or otherwise elect a reasonable number of
Stewards, one of which would be the Chief Shop Steward
to assist employees in presenting their grievances to the
representatives. There will be no more than one steward
per department/ food and beverage outlet as outlined in
Scheduled A with the exception of housekeeping where
there will be a maximum of two.

9.02  The Union will inform the Employer in writing
of the identity of the Stewards and the Employer shall
not be obliged to recognize such personnel until it has
been so informed.

9.03 The Union acknowledges that Stewards,
members of committeesand Union Officers have regular
duties to perform on behalf of the Employer, and that
such persons will not leave their regular duties without
obtaining permission of their Department Head, and
will give any reasonable explanation which may be
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requested with respect to their absence. In the event
that the Department Head is absent he/she will appoint
an alternative person to act on their behalf.

9.04  Where a Shop Steward, Union Committee
member or Union Official employed by the Employer
is temporarily absent with permission, as aforesaid,
he/she shall receive his/her regular straight time rate of
pay during such period of absence, provided that the
Employer shall not be obliged to make any payment for
time spent by a Steward, Committee member or Union
Official outside his/her regular working hours.

9.05  Union Stewards appointed in accordance with
the provisions of the Collective Agreement and having
at leastone (1) year seniority shall not be laid off because
of lack of work except where all employees in their
department have been laid off and so long as they have
the skill and ability to perform any work available in
their respective departments.

ARTICLE 10 -QUALIFICATION OF STEWARDS

10.01 It is mutually agreed that Employees shall not
be eligibleto serve as Stewardsor members of the Union
Committee established under this Agreement until after
they have completed their probationary period. An
employee on layoff, or on notice of layoff, cannot be
appointed as a steward.

10.02 1t is understood that Stewards and other Union
Officers will not absent themselves from their regular
duties unreasonably in order to deal with the grievances
of employees, or with other Union business, and that in
accordance with this understanding the Employer will
compensate such employees for time spent in negotiating
with the Employer, in handling grievances of employees,
and attending meetings of the grievance committee as
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well as educational seminars, at their regular rate of
pay, and that this does not apply to time spent on such
matters outside of regular working hours. Payment of
Educational Seminarswill not exceed three (3) hours per
month (non-cumulative). Notwithstanding the above,
the Union will be required to notify the Employer
fourteen (14) days in advance and that it will not prevent
the Employer to maintain an adequate and qualified
work force.

ARTICLE 11 - DISCIPLINE AND DISCUSSION

11.01  Disciplinenoticesissued to the Employees must
contain information and reasons for which the notice is
issued. Such notices shall be issued to an employee as
soon asthe Employer is aware of the event leading to his
actionsand has a reasonable period of time to investigate
the matter. A copy shall be signed by a Management
representative and the Employee will be asked to sign
such notices as acknowledgment of receipt of same. The
signing of this notice is not an admission of guilt.

11.02

a) Employee warning notices and suspensionswill be
taken from the employee’s file after two (2) years,
shouldthe offense not be repeated during that period.

b) In all cases of discipline a Union Steward shall be
present, unless the employee specifically requests
otherwise. Every effortshall be made to find a Union
Steward. If a Union Steward is not present, this
shall not void the discipline. If no Union Steward is
present, then the employee may request the presence
of another employee as a witness.

¢) Employees will be granted access to their personnel
file. Twenty-four (24) hours of advance notice must
be given and the employee must be accompanied by
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a Shop Steward and a member of the Human
Resources Department. The meeting will take place
during regular business hours of the Human
Resources Department. Should the employee wish
to remove or alter any contents of his/her file other
than provided for elsewhere in the Contract, the
grievance procedure must be invoked.

11.03 The Union acknowledges that probationary
employees may be disciplined or discharged for a lesser
standard than may warrant the discipline or discharge of
a non-probationary employee. This does not prevent a
probationary employee from lodging a grievance either
at step #1 for discipline or step #2 in the case of
discharge. The Employer shall in its evaluation of
probationary employees act in good faith taking into
consideration the employees conduct, attitude,
attendance and appearance.

ARTICLE 12 - GRIEVANCE PROCEDURE

12,01  For purpose of this Agreement, a grievance is
defined as a difference arising between the parties
relating to the interpretation, application, administration
or alleged violation of the Agreement including any
question as to whether a matter is arbitrable.

For the purpose of Articles 12, 13, 14, 15 and 16,
reference to “days” relating to Steps in the grievanceand
arbitration procedure shall exclude Saturdays, Sundays
and paid holidays.

12,02 Itisthe mutual desire of the parties hereto that
complaints of employees shall be adjusted as quickly as
possible. It is understood that an employee has no
grievance until he/she has first given his/her immediate
supervisor the opportunity of resolving his/her com-
plaint. The employee may be accompanied by a Union
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Steward if he/she so chooses. If an employee has a
complaint, he/she shall discuss it with his/her immediate
supervisor within seven (7) days after the circumstances
giving rise to the complaint having occurred or ought to
have reasonably come to the attention of the employee.
The supervisor shall give his/her response in the
complaint within three (3) days and, failing settlement,
or failing a response, it may then be taken up as a
grievance within seven (7) days following advisement
of the immediate supervisor’s decision in the following
manner and sequence:

Step #1

The employee and/or his/her Steward may present
his/her grievance to his/her department head and/or
designate. The grievance shall be in writing on a griev-
ance form and shall include the nature of the grievance,
the remedy sought and the provisions of the Agreement
which are alleged to have been violated. The employee
and/or Steward and the departmenthead and/or designate
will have such discussion as is necessary to explain the
nature of the grievance. Failing settlement, the depart-
ment head and/or designate shall deliver his/her decision
in writing and the reasons therefore within five (5) days
following the presentation of the grievance to him/her.
Failing settlement:

Step #2

Within seven (7) days after the decision in Step#1, the
Union may submit the grievance in writing to the
Director, Human Resources, or his/her designate. A
meeting will then be held between the Director, Human
Resources or designate, and Union Steward or designate
and the grievor, or any other person reasonably required
to fully discuss the grievance, if either party requests.
Such meeting shall be held within fourteen (14) days of
submission of the grievance at Step#2 unless extended
by written agreement of the parties. It is understood
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and agreed that a staff representative of the Union and/or
the Chief Shop Steward may be present at such meeting
at the request of either party and that the Employer may
also have such counsel and assistance as it may desire.
The decision of the Director, Human Resources, or
his/her designate shall be delivered in writing within five
(5) days following the date of such meeting or such
longer period as may be mutually agreed upon.

ARTICLE 13 —~UNION GRIEVANCES

13.01 If an employee or group of employees has a
complaint or grievance, but fail to take up the complaint
or grievance or exercise the General Grievance Proce-
dure, the Employer acknowledges the Union’s right to
make representation on their behalf, listing the names of
the employees prior to arbitration, within a thirty (30)
day period of such incident.

13.02  If such complaint is not settled to the mutual
satisfaction of the conferring Parties, it may be referred
to arbitration in the same way as the steps of the
grievance procedure of an employee. The Union may
refer the grievance to Step #2 without going through all
steps of the grievance procedure.

ARTICLE 14 - MANAGEMENT GRIEVANCES

14.01 Itisunderstoodthat the Managementmay bring
forward at any meeting held with the Union Repre-
sentative any complaint with respect to the conduct of
the Union, or Stewards, and that if such complaint by
Management is not settled to the mutual satisfaction of
the conferring Parties, it may be treated as a grievance
and referred to arbitration in the same way as the
grievance of any employee.
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ARTICLE15 -DISCHARGE CASES

15.01 A claim by a non-probationary employee that
he/she has been unjustly discharged from his/her
employment shall be treated as a grievance if a written
statement of such grievance is lodged with the Manager
of the Hotel within five (5) days after the employee
ceases to work for the Employer. All preliminary steps
of the grievance procedure prior to Step #2 will be
omitted in such cases.

15.02 Such special grievances may be settled by
confirming the Management’s action in dismissing the
non-probationary employee, or by reinstating the non
probationary employee with full compensation fortime
lost or by any other arrangement which is just and
equitable in the opinion of the conferring Parties.

15.03 When a non-probationary employee has been
dismissed or if dismissal and resignation have been
discussed, the Employerwill inform the non-probationary
employeeof his/her right to interview a Shop Steward for
areasonable period of time before leaving the premises.

15.04 No non-probationary employee shall be
disciplined or discharged on his/her day off. In any event,
the Employer reserves the right to instigate disciplinary
action should a non-probationary employee engage in
misconduct while on the Employer’s premises on his or
her day off.

ARTICLE16 ~ARBITRATIONOFGRIEVANCES

16.01 Failing settlement under the foregoing pro-
cedure of any grievance between the parties arising
from the interpretation, application, administration or
alleged violation of this Agreement, including any
question as to whether the matter is arbitrable, such
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grievance may be submitted to arbitration as hereinaftgr
provided. If arbitration is to be invoked, the request for
arbitration must be made in writing within fifteen (15)
days after the decision at Step #2 is given.

16.02  When either party requests that a grievance be
submitted to arbitration, it shall make such request in
writing addressed to the other party and, at the same
time, either propose a sole arbitrator or name a nominee
to a board of arbitration. Within five (5) days thereafter,
the other party shall respond to the proposal (by accepting
the proposed sole arbitrator or proposing another sole
arbitrator) or shall appointa nominee, as the case may be.
If applicable, the two nominees shall attempt to select by
agreement a chairperson for the board of arbitration. If
they are unable to agree upon such chairpersonwithin ten
(10) days, either may request the Minister of Labour to
assist them in selecting a chairperson.

16.03  No person may be appointed as an arbitrator
who has been involved in an attemptto negotiate or settle
the grievance.

16.04  Each of the Parties heretowill bear the expense
of the arbitrator appointed by it, and the Parties will
jointly bear the expenses of the Chairman of the Arbitra-
tion Board, if any.

16.05 The Arbitration Board shall not be authorized
to make any decision inconsistent with the provisions of
this Agreement, nor to alter, modify or amend any part
of this Agreement.

16.06 No matter may be submitted to arbitration
which has not been properly carried through all previous
steps of the grievance procedure.



16,07 The proceedings of the Arbitration Board will
be expedited by the Parties hereto, and the decision of
the majority of such board will be final and binding
upon the Parties hereto. If a majority decision is not
possible, then within aten (10) day period the decision
in writing of the Chairman shall be final and binding
upon the Parties hereto.

16.08 At any stage of the grievance procedure
includingarbitration,the conferring Parties may have the
assistance of the employee or employees concerned and
any necessary witnesses, and all reasonable arrange-
ments will be made to permit the conferring Parties to
fully investigate all the circumstances.

16.09  The parties acknowledge that the time limits set
out in both the grievance and arbitration procedures
must be strictly complied with except by written agree-
ment to extend them.

ARTICLE 17 - LABOUR
MANAGEMENT MEETINGS

17.01  Thepartiesagree that regular meetings between
Employer and Union representatives (including the
Chief Steward and Union Stewards) can be useful in
anticipating and resolving issues. The parties agree to
schedule meetings on a quarterly basis, which will take
place if either party provides to the other a written
agendaat least one (1) week in advance. Responsibility
for chairing and taking minutes will alternate with each
meeting. Union Stewardsfrom the pertinent departments
as reflected on the written agenda will be expected to
attend, and will be released from work with no loss of
compensation.



ARTICLE 18- BULLETIN BOARDS

18.01 The Employer will provide bulletin boards at
the employees’ entrance of the hotel for the convenience
of the Union for posting notices of Union activity. All
such notices must be signed by the proper officer of the
Local Union, and submitted to the Director, Human
Resources for his/her approval before being posted.

18.02 Itisrecognized by the Parties that from time to
time the Union may have notices which they may wish
to address to one specific department of the hotel, should
abulletin board be available in said department and the
notices are in the form of information only. Under these
circumstances the Union will present to the Director,
Human Resources said notices for his/her approval and
the Director, Human Resources will post the notice.
Removal date of said notices will be agreed upon at the
time of approval by the Director, Human Resources.

ARTICLE 19 -SENIORITY

19.01  An employee will be considered on probation
and will not be placed on a seniority list until after
he/she has completed a total of fifty (50) days worked.

19.02  Separate seniority lists will be established for
Full-time, Part-time employees for each departmentand
suppliedtothe Union. An employee can obtain seniority
ononly one list ata time. Seniority listswill be posted each
January 1, May 1, and September 1 showing house,
departmentand classificationseniority. The list provided
to the Union shall contain the above informationas well
as social insurancenumber, addressand telephonenumber.

19.03 When an employee is transferred to another
departmentor food and beverage outlet in the Bargaining



Unit, he or she shall retain house seniority, however,
unless the transfer is of a temporary nature for the
probationary period or less, he or she must start accumu-
lating seniority in that new department or food and
beverage outlet. When the transfers are for less than the
probationary period and the employee is returned to the
original department or food and beverage outlet within
that period of time, by the Employer or by mutual
consent, the seniority for that employee will continue to
accumulate in the original department or food and
beverage outlet during the employee’s absence.

19.04  Temporary Transfers- In the event an employee
isassignedto ajob otherthan that to which he/she is per-
manently assigned for a minimum of one (1) hour or
more, he/she shall receive his/her own rate or the rate of
the job to which he/she is assigned, whichever is the
higher, for all hours worked in the assigned position.

19.05 An employee cannot be transferred or assigned
to ajob outside of his/her department or food and
beverage outlets unless by mutual agreement. Such
agreement shall be in writing between the employee
and supervisor. The Union agrees that this provision
will not apply in the event that a major plant breakdown
occurs, a flood, electrical, fires, etc., a breakdown
beyond the control of management.

19.06 Department Seniority will be the governing
factor in cases of promotions, or upgrading of employees
where all other factors including skill, ability and
efficiency are equal.

19.07 Classificationseniority applies to entitlementto
available weekly scheduled shifts; available days off;
available scheduled vacation; lay off and reduced hours.
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19.08 Where it is necessary to reduce the work force
in adepartment or food and beverage outlet,job classifi-
cation seniority will be the guiding factor.

19.09  When recallingemployeesto work after lay-off,
they shall be recalled in inverse order to that in which
they are laid-off.

19.10 In the case of a lay-off in any one department
or food and beverage outlet, for a period that exceedstwo
normal work weeks, the employeewith the most seniority
will have the right only to bump the employee with the
lesser seniority in a lower or equal classification within
that department or food and beverage outlet for the
schedule available, providing they are willing to do the
job, and they have the skills, ability, and efficiency to do
the job of that employee they are bumping. Where an
employee is bumped from a higher rated classificationto
a lower one, the lower rate shall apply. It is understood
that in the event of layoff, each department or each food
and beverage outlet will stand on its own asa department.

19.11  Areduction of hours during a shift or reduced
hours or shifts during a period of two or less weeks, does
not constitute a layoff.

19.12 Part-timeemployees have seniority only within
the Part-time classification. A Full-time employee has
preferred status to a Part-time employee.

19.13  An employee shall lose all seniority and shall
be deemed to be terminated if he/she:

a) Voluntarily leaves the employ of the Hotel,

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



¢) Islaid off for a period of twenty six (26) weeks. The
individual may be retained onthe seniority list with
the consent of the parties of this agreement which
shall not be unreasonably withheld.

d) Is absent without leave for three (3) working days
and without properly calling in with a valid reason.

e) Uses a leave of absence for purpose other than
which it was granted.

f) Isabsent from work due to Workers Compensation
or sickness in excess of twenty-four (24) months.
During the six months following the loss of seniority
and termination of employment the Employer will
continue to forward to the employee, copies of all
postings for which the employee may have the
requisite skillsforthe hotel or where possible other
hotels inthe chain in the immediate area, for which
the employee may then be considered.

19.14 It shall be the duty of the employee or laid-off
person to notify the Employer’sHuman Resources office
promptly, in writing, of any change in his/her address or
telephone number; if an employee shall fail to do this,
the Employer shall not be responsible for the failure of
the notice to reach him/her and any notice which appears
on the employee’s personnel records shall be conclu-
sively deemed to have been received by the employee
or laid-off person on the third day after it was sent.

19.15  Unless an employee signifieshis/her intention
to return to work within five (5) days after being recalled,
his/her name shall be passed over and, unless within ten
(10) days after being recalled he/she reports to work, or
gives a legitimate reason for being unable to do so,
he/she shall be struck off the seniority list.
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19.16 Should the Hotel close a food and beverage
outlet or department the employees involved will be
provided with sixty days notice inclusive of any
obligations under the Employment Standards Act.

The affectedemployee may exercise his/her seniorityand
displace an employee in an equal or lower classification,
in another comparable food and beverage outlet, with
lesser classification seniority providing the employee
has the skill, ability, and efficiency to do the job. The
employee must be willing to assume the shift of the
displaced employee. Where skill, ability, and efficiency
to do thejob are equal then classification seniority will
be the governing factor and the employee shall retain
house seniority while being required to accumulate
departmental seniority in his/her new occupation.

Should the hotel close a department the employer will
undertake to place the affected employee into another
department, if a position is available and the employee
has the skill and ability to do the work involved. Where
skill and ability are equal then seniority will be the
governing factor and the employee shall retain their
house seniority while being required to accumulate their
departmental seniority in their new occupation. Should
no suitable position be available then the affected
employee shall have the following options:

a) The employee may elect to stay on the seniority
list for a period of twenty-six (26) weeks and be
subject to recall for suitable employment as noted
above; or,

b) The affected employee may electto acceptseverance
pay in accordance with Employment Standard Act
for the Province of Ontario and be removed from the
seniority list.



19.17 JOBPOSTING

Should a position become available and a replacement
is required, the Employer will post on a notice board,
within the work area of the vacancy, and the principal
posting area of each hotel, the availability of this position
for a period not less than seven (7) calendar days. This
applies only to the immediate work area where the
vacancy exists. The above will be in conjunction with
the seniority provision as outlined in the general body
of this Contract (see Articles 19.06 through 19,12), so
long as it does not prevent the Employer from maintain-
ing an adequate and qualified workforce.

19.18 TRAINING FOR LAID-OFF
EMPLOYEES (NEW)

If there is a full-time vacancy and there are no other
senior qualified applicants for the position, any full-time
employee on one occasion only, who has received a
permanent lay-off notice or who is on actual permanent
lay-off and who has elected to maintain his/her recall
rights, may, if he/she is interested, apply for said position.
Provided that said employee possesses the skill, ability,
efficiency and the basic qualifications to learn, the
Employer shall, on written request by an employee,
provide in-house training of up to ten (10) days at the
regular hourly rate of the vacant position, while in training.

ARTICLE20 - SUBCONTRACTING

20.01  Notwithstandingthe terms and conditions in the
Management Rights clause (subcontracting) to further
clarify the intent of the parties to this Agreement, should
Managementexercisetheir prerogative of subcontracting
ajob listed within the article of cash wage rates
(Schedule ""A™), Management will otherwise assign or
offer alternative employment to the displaced person(s)
providing such person(s) are willing to accept the
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position and working conditions that are available and
management is not restricted in maintaining a fully
qualified work force as a result.

20.02 Notwithstanding the above, the Parties further
agree the person(s) affected by the application of this
section of the Agreement will not receive a lesser rate
of pay as shown in Schedule “A” than that received at
the time the position change was made. It is further
understood and agreed that this section is not applicable
when management is closing an area for a reasonable
period of time that is to be renovated or refurbished.

20.03 The Employer agrees to negotiate regarding
the ramifications of subcontracting with a Union Officer
prior to implementation.

20.04 |fafood and beverage outlet isto be leased, the
Employer will advise those affected employees immedi-
ately sothat they may join the new employer or electto
seek alternateemploymentwithinthe hotel in accordance
with Article 19.16. However, it is understood that notice
to those affected employees will not be less than seven
(7) days.

20,05 The Employer will, prior to the commencement
of the lessee’s term, arrange a meeting between the
Union, the lessee, and the Hotel. The purpose of the
meeting is to inform the lessee of his/her obligations
concerning the collection and submission of union dues,
and the payment of health and welfare, and pension
monies. In the event of a dispute arising from non-
payment on the part of the lessee, the Hotel, without
assuming any of the lessee’s liabilities, will endeavour
to assist the Union in collecting monies owing.

20.06 Notwithstanding the right of the employer to
subcontractwork, the employerwill neverthelessprovide
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the employees with ninety (90) days written notice prior
to the effective date of any subcontract.

ARTICLE 21 - LEAVE OFABSENCE

21.01  Leaves of Absence without pay and benefits as
herein provided shall be in writing and granted at the
Employer’s discretion, and his/her seniority shall con-
tinue to accumulate. An employeewho works for another
employer while on a Leave of Absence as herein pro-
vided shall be deemed to have terminated his/her
employment, provided that such proof of employment
can be produced by the Employer.

21.02 Any employee elected to a full time term of
office with the union will be granted a leave of absence
without pay and benefits for the term of their office. Any
employee who is appointed as a full time union repre-
sentative will be granted a leave of absence without
pay and benefits for a period of up to one (1) year.

These may be extended by mutual consent.

21.03  Requests for Leave of Absence must be made
in writing to the Manager as early as possible, but no
later than two (2) weeks prior to the desired date of
commencement of such leave. The request must state:
date of commencement, duration of Leave of Absence
and reason for requesting the Leave.

21.04 The Employer will reply in writing to the
employee within seven (7) days after receipt of the
request for Leave of Absence.

21.05 Employees serving asjurors will receive full

pay while absent from work injury duty. The employee
will present proof of service and will turn over to the

As



Employer the payment excluding traveling, meals and
other expenses they received for saidjury services.

21.06 Pregnancy and parental leave will be extended
to an employee in accordance with the Employment
Standards Act.

ARTICLE 22 -HOURS OF WORK AND
WORKING CONDITIONS

22.01 Thenormal work week in all departments of the
hotel shall be forty (40) hours per week. The forty (40)
hour week shall consist of five (5) days per week and
eight (8)hours per day.

22.02 Work schedules shall provide employees with
two (2) consecutive days off each week, with possible
exceptions in some departments where arrangements
are made, subject to the approval of the employee and
the supervisor.

22.03  Departmental weekly work schedules shall be
posted where deemed necessary, not less than seven (7)
days prior to the scheduled period. The Employer may,
on giving four (4) days notice to the employee(s)
concerned and subject to the provisions of Article 22.01
hereof revise such schedule(s) without the payment of
premium time. The posting of schedules does not
constitute any guarantee that work will be available. In
the event of lost time due to lay-off within a department
or group, work may be offered to employees on their
scheduled days off at their regular basic hourly rate of
pay in order to make up such regular time lost.

22.04 The Employer may schedule employees for

lesser periods than eight (8)hours, so long as the senior
employees are given what full shifts are available first
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onagivenday and are availableto work. Employeeswho
are scheduledto work less than eight (8) hours per day will
not be scheduled less than four (4) hours. Should a full
time employee, working short schedules, elect to work
other shifts that may come available due to unexpected
business, then the parties agree the Hotel will not be
required to make any overtime paymentsto accommodate
their requested changes in days off or shift changes.

22.05  Part-time employeeswill be guaranteed a four
(%hour reporting for work allowance in accordance with
the above.

22.06 The Union agrees that this provision will not
apply in the event that a major plant breakdown occurs,
a flood, electrical, fires, etc., a breakdown beyond the
control of Management. The reporting for work
allowance is as described above, notwithstanding
Articles22.01 or 22.04 of this Agreement.

22.07 TheforegoingAtrticle 22.06 will apply when a
known situationexists. However, in the event of a drastic
decline, a decline beyond the control of management, the
employees will be asked as a group of more than three.

22.08 Except inthe case of an emergency, or in the case
of a shift exchange agreed to between the employees and
supervisor, or if an employee consents, the Employer
shall ensure that there are nine (9) hours free from work
between the end of a regular daily shift and the start of
the next daily regular shift. (Banquet servers excluded)

ARTICLE23 - OVERTIMEREGULATIONS~
DAILY BASIS

23.01 Employees shall, with exceptions, receive for
hours of work in excess of eight (8) hours of work daily,
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overtime pay at the rate of time and one half their hourly
rate for hours of work.

23.02  Servers shall complete service on guest not-
withstanding the fact that the employee has reached his
or her quitting time, and such additional time in excess
ofeight (8) hours shall be paid at the employee’sregular
rate for the first half hour after eight (8) hours and time
and one half his or her regular rate for all time after eight
and one half hours.

23.03 Each employee must obtain from his or her
Department head authorizationin writing in advance of his
or her overtimework before overtime money will be paid.

This provision will not be administered by supervisors
and managers, inconsistent with Article 23.01, which
provides overtime pay at the rate of time-and-one-half
for hours of work in excess of eight (8) hours of work
daily, with exceptions.

23.04 Any work performed on the sixth (6th) or
seventh (7th) consecutive day shall be paid for at the rate
of time and one half (1-1/2) of his or her regular hourly
rate of pay.

23.05 Itis agreed by the Parties that if an employee
requests a change in his or her scheduled days off (as
provided for under Seniority Clause) or requests to work
on his/her scheduled days off to make up for a shortage
of hours, which results in work being performed on a
sixth (6th) or seventh (7th) day, the Employer shall not
be required to pay overtime rates to honour this request.

ARTICLE 24 -OTHERWORKING CONDITIONS

24.01 No allowance will be made for time on the
time records prior tothe regular starting time, without

~n



authorizationby a Department Head. Unless the Depart-
ment Head’s authorization is secured on each occasion,
the additional time shown on the time record at the
commencement of awork period will be considered as
time not worked.

24.02  If anemployee punches/signs out late, it will be
assumed that the employee was delayed for personal
reasons and that the time shown on the time card beyond
the regular quitting time is the employee’s personal time.

24.03 Employees neglecting to punch/sign in and out
at all required times throughout working hours may be
subject to disciplinary action. Any employee who
punches/signs a time card of another employee is subject
to immediate dismissal.

24.04 Employees will be given one fifteen (15)
minute rest period for the first four (4) hours scheduled
to work, and worked. Should the employee be scheduled
for a second four (4) hours in any one day, then they will
be given asecond fifteen (15) minute rest period during
that four (4) hours. These rest periods will be taken at
a time determined by the company and will be consistent
with efficient operations in each work area of the hotel
and will not be cumulative and not be paid if not taken.

24.05 An employee is entitled to a one half hour
unpaid meal break following five hours of work.

24.06 Corkage Fee - When the regular corkage fee is
charged, and bar service provided, the Employer shall
pay the server a service charge of fifteen (15) percent of
said corkage fee.

When there is no corkage being charged, or corkage is
charged at a reduced rate, the bar service provided, the
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Employer shall pay the servera service charge often (10)
percent of the published corkage charge.

24.07 When aperson calls to make reservations fora
Party of eight (8) or more for lunch or dinner in one of
the Hotel dining rooms, it is suggested to the person
making the reservation that a suggested gratuity of 15%
will be added to the bill. If the person making the
reservation objects, no such gratuity is added. Further-
more, as it is asuggested gratuity, even though it may be
shown on the bill the guest is under no obligation to pay
it. Finally, even if the guest has agreed to a suggested
gratuity, if the guest subsequently complains about the
service, the gratuity is not added to the cheque.

24,08 When an employee is scheduled to report to
work and they absent themselves, Management will
have the right to inquire asto the reason or reasons for
their failure to report. All cases of absence must be
reported to the Human Resources Department or
Assistant Manager on duty, on the first day within a
period of three (3) hours prior to the normal reporting
time of the employee concerned.

24.09 The employer will endeavor to correct pay-
cheque errors in excess of $20.00 caused by the
employer and issue a manual cheque within 48 hours, not
including weekends.

ARTICLE 25 - UNIFORMS

25.01 Uniforms or special style of clothing and
special equipment if required by the Employer shall be
furnished, laundered, cleaned and kept in repair by the
Employer at no cost to the employee, and the Employer
agrees to maintain adequate and clean facilities for the
uniforms or special style of clothing.
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25.02  Any change from the standards in effect as of
the date of ratification in the style of uniforms that
would require support colour coordinated garments
would be a subject of discussion with the Union.

ARTICLE 26 -VACATIONS

26.01  All full time regular employees of the Employer
who have completed one (1) year of continuous service
with the Employer, but less than five (5) years in their
anniversary year shall receive two (2) weeks vacation
with four percent (4%) of gross wages.

26.02  All full time regular employees of the Employer
who have completed five (5) years continuous service
with the Employer, but less than twelve (12) years in
their anniversaryyear shall be entitled to three (3) weeks
vacation, with six percent (6%) of gross wages.

26,03  All full time regular employeesofthe Employer
who have completed twelve (12) years or more of
continuous service with the Employer shall receive four
(@weeks vacation with eight percent (8%) of grosswages.

26,04  (1995) All full time regular employees of the
Employer who have completed twenty-five (25) years or
more of continuous service with the employer, shall
receive five (5) weeks vacation with ten percent (10%) of
gross wages.

26,05 Vacations shall be granted within ten (10) months
following the date on which an employee qualifies.

26.06 Dueto the peculiarities ofthe hotel business, it
is recognized that during certain periods, minimum
scheduling of vacations is necessary, therefore, the
Employer may grant vacations so as it does not prevent
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the Employer from maintaining a qualified and adequate
work force.

26.07 Vacation credits shall not be cumulative from
year to year.

26.08 Part-time employees will receive the same
percentages for vacation pay asthe full time employees
and will likewise receive the equivalenttime off from the
workplace.

26.09 The usual deductions from an employee’s pay
will be deducted from the employee’s vacation money.

26.10  All full-time employees with the greatest length
of continuous service will be given first choice of
vacation dates, provided that the Employer shall be
entitled to maintain a qualified and adequate work force.

26.11  The Employer will arrange for a vacation
schedule to be posted by department by March 1st of
each year.

26.12 The vacation schedule in its final form will be
posted by department by April 30th of each year.

26.13  Employees shall receive vacation payments on
the pay period prior to their departure for vacation,
provided it is requested two weeks prior to the pay day.

ARTICLE 27 - PAID HOLIDAY PRIVILEGES

27.01 The hotel will grant to all full-time regular
employees who are on the seniority list within the scope
of the Contract and who have completed fifty (50)days
worked prior to the holidays concerned, pay for the
days listed:
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New Year’s Day Good Friday

Victoria Day Canada Day

Civic Day Labour Day
Thanksgiving Day Christmas Day
Boxing Day Remembrance Day

Employee’s Birthday
Anniversary Date (Employment Start Date)

27.02  When not required to work, the hotel will grant
the employee one (1) day’s money according to his/her
regular rate for the above noted twelve (12) days. When
the Employee is required to work on any one (1) of the
above noted twelve (12) days, he/she shall be paid in
addition to his/her regular rate of pay, his/her regular
day’s money. It is also agreed that by mutual consent in
the case of Beverage Service and Beverage Production
employees, Statutory Holidays may be exchanged in
lieu of enforced closures of the department, as required
by law.

27.03 In the event of a holiday, as specified in this
Atrticle, falling within an employee’svacation period, the
Employer has the choice of either:

a) extending the vacation period by one working day
with pay,

or
b) paying an extra day’s vacation pay.

In either case, the rate of pay will be the same rate as
used in calculating an employee’s vacation pay.

27.04 Employees required to work, but who absent
themselves from employment on the above dates shall
be considered absent without leave, and do not qualify
under this provision.



27.05 In order to qualify for payment on a statutory
holiday as provided for above, the eligible employee
must work his scheduled shift on the day immediately
prior to and his scheduled shift immediately following
the holiday.

27.06 It is understood and agreed that should the
Provincial Government of Ontario legislatean additional
paid holiday that is not mentioned in any one of the
twelve (12) days prescribed, then the Hotel and the
Union will mutually agree to substitute for this day one
(1) of the four (4) present unlegistated days.

27.07 When a holiday fallson an employee’s working
day they may request to work that holiday at regular
wages for the hours worked and identify another day off
at the employee’s regular rate of pay in lieu of the
double payment for the statutory holidays. The request
must be made in writing by the employee at leasttwo (2)
weeks prior to the holiday and will be taken either
during that two (2) weeks, or a maximum of two (2)
weeks after that holiday, and under no circumstances
may be cumulative. Once the request has been made, the
granting of the lieu day will be at the sole discretion of
the Department Head. These requests will be granted
according to classification seniority.

ARTICLE 28— HEALTHAND SAFETY

28.01  An employee who is required by law to submit
to a medical examination, shall not be compensated for
any loss of income by the Employer. An employee
who is required by the Employer and not by any law
to submit to a medical examination during working
hours shall be paid at his/her straight time hourly rate
of a reasonable amount of time spent in attending to
such examination.



28.02 If any employee upon being So examined is
found not to fulfill the medical requirements or his/her
position, such employee will be allowed at their own
cost, to consult a physician of their choice. If the reports
of the two physicians conflict, a third physician will be
selected by the two physicians. His/her employment
may be terminated and such termination may be the
proper subject matter of a grievance within the meaning
of this Agreement and shall be arbitrable.

28.03 The Employer and the Union agree that they
will mutually cooperate and maintain reasonable
standards of health and safety in order to prevent injury
and illness, and further agree to abide by the provisions
of the Ontario Occupational Health and Safesy Act.

28.04 The Employer and the Union agree to establish
and maintain a “Joint Health and Safety Committee”
with equal representation. The Union will select its own
representatives.

28.05 Two co-chairpersonsshall be selected from the
members of the Committee. One of the co-chairpersons
shall be a Union member. The other co-chairperson
shall be a Company member.

28.06 The Committee will meet regularly to discuss
and review the application of the Ontario Occupational
Health and Safety Act and regulations as applicable to
this industry and general health and safety concerns.

28.07 Both parties agree that employees have the
right to be informed about the hazards to their health and
safety and to participate in the establishment and the
maintenance of a healthy and safe workplace.



The Joint Health and Safety Committeewill promote and
encourage all employees to actively participate in health
and safety matters.

28.08 So long as reasonable notice is provided, the
Employer will not unreasonably deny a Union request
for a leave of absence without pay to any unionized
employee who is @ member of the Joint Health and
Safety Committee, to attend training sessions offered by
the Union.

28.09 The parties agree that the customer is the
principal stakeholder in the Hotel. However, there are
occasions when a customer is unruly, rude or abusive.
The Employer acknowledges its responsibility for
providing a safe and healthy workplace, and will make
available training in how to deal with such situations.

ARTICLE 29 - HEALTH AND
WELFARE/WEEKLY INDEMNITY PLAN

29.01 The Employer will contribute to H.E.R.E.
Union Local 75 Health and Welfare Trust the following
amount for each hour paid on behalf of each bargaining
unit employee who has completed his/her probation-
ary period:

Effective date ofreceipt of written notice of ratification
(December 19, 1999): $0.71 per hour

July 1,2000  $0.76 per hour
July 1,2001  $0.81 per hour

It is understood that hours “paid” includes holidays,
vacations, parental leave, disability and sickness (non-
work related), and adjustmentsto pay cheques.



In addition, the Employer will continue to make
contributions on behalf of an employee for the first
month of an authorized leave of absence.

For greater clarity, the Employer is responsible for any
provincial or federal sales tax imposed on such
contributions, and any such taxes are in addition to the
above contribution rates.

29,02 All Health and Welfare payments shall be
calculated from the first day (1st) of each month to the
last day of each month, and shall be remitted and
received by the trust of the Health and Welfare Plan of
Local 75, prior to the fifteenth (15th) day of the fol-
lowing month.

The Employer will be responsible for loss of benefits to
any employee because of any Employer’s default action
in payments.

29.03 REVIEW OF THE EMPLOYER’S
PAYROLL RECORDS:

The Employer shall allow the properly authorized

Trusteerepresentativeto review payroll records to ensure

that the proper contributions are being made pursuant to

Atrticle 29.01 of this Agreement.

29.04 In the event that the Trustee intends to review
the Employer’s payroll records, the Union shall first
serve written notice on the Employer giving the
Employer a reasonable period of advance notice.

29.05 CONTRIBUTIONREPORTS:
The Employer will submit to the Plan Administrator, a
report that shows:

a) the pay period



b) foreach employee - name, SIN, status (full-time or
part-time), hours paid, department, classification,
address and phone number

¢) total hours paid

d) total contribution

e) total taxes paid

f) total amount of cheque

Upon request, the employer will submit the above listed
information on disk or electronically, if feasible.

29.06 INTEREST ON DELINQUENT
CONTRIBUTIONS

The Trustees of the H.E.R.E. Union Local 75 Health and
Welfare Plan may charge interest on contributions to the
Health and Welfare Trust which are overdue by more
than 30 days at the rate of the Scotiabank 30 day GIC
rate on the first day of the month in question plus 2%
compounded monthly.

29.07 NEW BENEFITS (i.e. Drug Card, etc.)
Upon a decision of the Trustees of the H.E.R.E, Union
Local 75 Health and Welfare Plan to change or improve
benefits the employer will cooperate with the Plan
Administrator in the introduction of any new benefit to
eligible members, or change in benefits.

ARTICLE 30 - BEREAVEMENT LEAVE

30.01 Full-time regular employees of the Employer
on completion of the probationary period of fifty (50)
days worked shall be entitled to receive bereavement
leave as follows:



An employee shall be entitled to receive three (3) days
leave of absence with three (3) days pay at the time of
death of a spouse, or child, or father or mother, or sister
or brother, or mother-in-law, or father-in-law, or
grandchildren or grandparents. Such leave must
commence within seven (7) calendar days of the death.
An employee shall be entitled to receive three (3) days
leave of absence with three (3) days pay at the time of
death of the same sex partner. Such leave must
commence within seven (7) calendar days ofthe death.

30.02 In order to qualify for the foregoing bereave-
ment leave, employees must supply proof by way of
doctor’s certificate or newspaper clipping. Department
Heads must be promptly notified.

30.03 The total allowance in any one (1) year of an
employee’s employment shall be a maximum of six (6)
days with pay.

ARTICLE31 - PENSIONPLAN

31.01 The Employer will pay thirty (30) cents per
hour worked effective February 1, 2001 and the
employee will pay twenty (20) cents where an employee
has completed fifty (50) days worked and an employee
works regularly twenty (20) or more hours per week.

31.02 When the H.E.R.E. Union Local 75 Pension
Trust advises the Employer that an eligible part-time
employee has requested voluntarily tojoin the pension
plan, the employer will commence contributions
remittance on the first of the month following receipt of
such advice.

31.03  All pension plan payments shall be calculated
from the first (1st) day of each month to the last day of
each month, and shall be remitted and received by the



trust of the Pension Plan of Local 75, prior to the
fifteenth (15) day of the following month.

31.04 Shouldthe trustees of the plan however wish to
replace the defined contribution plan with another form
of plan, the employers and employees will continue to
remit any contributions to such new plan in accordance
with the formula of Article 31.01.

ARTICLE 32 - CASHWAGES

32.01 The wage ratesin effect will be asper Schedule
(A) attached.

32.02

a) It isagreed that all gratuity employees (excluding
Banquet employees) working split shiftswill not be
paid less than 8 hours per day over a 12 hour period.

b) Itisagreedthat forthe Apprentice Cooks, the incum-
bents will receive in addition to their percentage of
wages which is governed by the Apprenticeship Act,
the increase applicable to non-tipped employees.

32.03 LEGISLATEDWAGE RATES:

a) Itisagreed by the Parties to the principle of retaining
duringthe life of this Agreement a twenty (20) cents
per hour differential above the Provincial minimum
wage for all employees who are affected.

b) This twenty (20) cents differential will at no time
compound the regularly scheduled wage increasesin
the provided for wage adjustments attached hereto.

32.04 The fact that a classification exists shall not
oblige the Employer to have employees in every
classification.



32,05 The Parties agree to a starting rate. New
employees will receive 80% of the contract rate in effect
atthe time of hiring after the date of ratification, for six
months. This rate will only apply to new hires. It is
further understood that probationary employees will
only qualify for those benefits legislated by the Province
of Ontario.

Starter rate differentials adjustment will commence with
the date of ratification in accordance with that shown in
ScheduleA.

32.06 Notwithstanding Article 32.05, Starting Rate,
the Schedule of Wages contained in Schedule A is the
minimum and shall be applicable to all employees; any
employee who is receiving a higher rate of pay than the
minimum shall not suffer any reduction because of the
signing of this Agreement, and he/she will be eligible for
increases where applicable.

32.07 Those classificationsin which the Hotel nor-
mally has employees shall not be eliminated during the
life of this Agreement without prior discussion between
the Employer and a Union Officer.

ARTICLE 33 - ROOM SERVICE

33.01 Inthe Room Service Department, a suggested
gratuity in amount of fifteen percent (15%) shall be
shown on the guest’s cheque, with the understanding that
non-payment of all/any service charge to the Hotel by
the guest will be recoverable from the employee.

33.02 The Service charge of any function held in a
hotel suite or private room, that is sold through sales and
catering shall be splitas follows; 75% to the unionized staff
servicingthe function; and, 25% will be at the disposal of
the catering manager as he/she feels best suited.
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ARTICLE 34 - SERVICE DEPARTMENT

34,01 The current $1.90 per bag in and out will
remain in effect until January 31, 2000.

This article does not apply to transportation crews unless
the baggage fee is part of the crew contract with the
hotel. The Union will have reasonable access to relevant
documents which would support Management’s claim
that the crew contract does not contain a baggage fee.

It is further agreed that effective February I, 2000, the
amountwill changeto $2.10 per bag in and out. Effective
February 1, 2001, the amount will change to $2.20 per
bag in and out.

34.02 Notwithstanding the above, the Parties agree
that this will not affect those tour contracts signed prior
to the ratification and signing of this Agreement. It is
further agreed Management will make every effort
within reason to contract, subject to this formula.

ARTICLE 35- BANQUET DEPARTMENT
35.01
Feb.1 Aug.1 Feb.1 Aug.1 Feb.1 Aug.1
1839 1933 2000 2000 2001 2001

Captain $9.21 $9.35 $9.49 $9.63 $9.82 $10.02

Server 781 782 804 816 832 849
Convention

Services

Porter 11.68 1186 12.16 12.34 1259 1284

Bartender 12.23 1241 1260 1279 1305 1331
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35.02 Full-time employees under Article 35 shall
enjoy all benefits of all full-time regular employees
unless otherwise stated in this schedule. Part-time
employees under Article 35 will be entitled to all terms
and conditions so spelled out in this schedule and shall
be booked according to seniority and will receive
vacation pay in accordance with the Employment
Standards Act.

3503 HOURS OFWORKAND OVERTIME
Hours of work and overtime provisions for all employees
under this schedule shall be in conformity with the
Employment StandardsAct of the Province of Ontario,
with the exception of Convention Services Porter who
will be scheduled in accordance with the general body
of this Agreement.

35.04 SERVICECHARGE FOOD

It is agreed that of the total amount of the service charge
left by the guest, seventy-five (75) percent will be set
aside for the sharing among the servers who serve the
food. Two (2) percent of the total amount will be set
aside for the Convention Services Porter, and twenty-
three (23) percent of it will be set aside for the disposal
of the Catering Manager for distribution ashe/she feels
best suited.

35.05

a) Payment of service charge shall be equally divided
amongst the servers who provide the service and
they shall receive from the Hotel an itemized
breakdown for each function worked and their
service charge every two (2) weeks.

b) Paymentsof service charges shall be equally divided
amongst the Convention Services Porters and they
shall receive from the hotel an itemized breakdown
for each function every two weeks.
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3506 The Partiesrecognize and agree for the need to {
standardize the method in the distribution of service
charge to Banquet (Union) Captains and provide the
following mechanismto achievethis goal. The Hotel will
continue to pay, from the Management portion, the
current distribution to these employeesfor the duration
of this Agreement.

3507 A SERVICE CHARGE BEVERAGE:
Effective the date of ratification, it is agreed that any
service performed for banquet bar, and all other banquet
beverage service that of the total amount of the service
charge, seventy-five percent (75%) will be set aside for
the sharing amongstthe employees providingthe service.
Two percent of the total amount of the service charge
will be set aside for the Convention Services Porters and
twenty-three percent (23%o) of the service chargewill be
set aside for the disposal of the Catering Manager for
distribution as he/she feels best suited.

35.07B COD. BARS:

(199 The Hotel will charge fifteen percent service
charge. Effective the date of ratification it is agreed that
of the service charge, 75% shall be set aside for banquet
bartenders serving the function and 2% shall be set
aside for the banquet Convention Services Porters and
twenty-three percent (23%)of the service charge be set
aside for the disposal of the Catering Manager for
distribution as he/she feels best suited.

35.07C Bartenders and Convention Services Porters
shall receive an itemized breakdown for each function
worked and their service charge every two (2)weeks.

35,08 Itis further agreed that the checks, or relevant
documents, showing the total amount of service charge
signed by the guest will be available for inspection by
the Union upon written request. Non-payment of such
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service charge to the hotel are subject to deduction from
subsequent lists. The company will include the service
charge on the function sheet.

35,09 The Union shall be notified accordingly of
such non-payments. Adjustments on any non-payments
will be made by the Catering Manager on a subsequent
list of employees concerned.

35.10 A representative of the Union, upon written
request, shall be permitted to make an audit of the
relevant documents covering service charge distribution
and submit an audit report to both Parties in writing
declaring his/her findings within 30 days of completion
of audit. Failure to produce this audit will nullify the
above clause and its intent.

35.11  Anemployee is entitled to one half (1/2) hour
unpaid meal break following four (4) hours of work.

35.12 BANQUETSOTHER

WORKING CONDITIONS
The number of steady Banquet Servers and bartenders
that should be scheduled as full-time in the Hotel are
twenty-five (25) and twelve (12) respectively.

35.13 It is further agreed between the Parties that
should the Hotel, either through increased volume,
decreased volume, expanded or decreased facilities find
it necessary to increase or decrease the capped numbers
they may do so by using a base of thirty-five (35) hours
per week. Such increase and/or decreases shall be
discussed with a Union officer prior to any changes.

35.14 It is further understood and agreed between
the Parties that the above noted capped numbers do not
constitute any guarantee that work will be available or
the hotel is required to keep them at that level.



35.15 The Parties further agree that all full-time
Banquet servers covered under Article 35 will be assigned
on arotation basis with a view to equalizingthe available
functions, coversand income earned through the service
charge where it is possible, without any restriction
mentioned in Article 35.18.

35.16 ThePartiesagree due to the potential variation of
earnings caused by this rotation system that could result
in a non-equal distribution of breakfasts, lunches and
dinners, no employee will have right to refuse assignments.

35.17 An employee who refuses two (2) scheduled
work assignments in any two (2) normal work weeks
shall be considered as having terminated their employ-
ment by the company.

3518 GOLDPLATEAND TRIAL FUNCTIONS
(a) It is agreed that nothing so noted in any of the
aforementioned language will supersede the existing
practice of gold plate-special functions where
Management reserves the complete right to select
those service persons that will be provided.

(b) The Parties agree that the service charge paid to the
employees for such noted service will be $65.00.

(c) Itisunderstood and agreed, where current practices
provide amounts in excess of this number, the hotel
will continue the present practice.

(d) Management Functions: The Employer agreesto a
10% service charge on retail price payable to service
staff for Hotel sponsored functions.

3519 CLEAN-UP FOR DINNER/DANCE

a) Servers will set up functions assigned to them for
service of food and after the function is over they
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b)

d)

will clean up the assigned function and leave the
tablecloths on the tables.

Where a Server is required to perform clean-up
work when there is no food service, or is required to
set up or clean another function and are not
scheduled to serve that function, they will receive a
rate of pay equal to that of the Convention Services
Porters for those hours worked.

Bartenders will clean-up glasses after dinner is
served. If extra help is required for clean-up, the
Maitre d” will request before the start of this function,
the number of servers needed to stay for cleaning up
of the function. If the Maitre d’ does not have a
response to his/her request, he/she will appoint the
number needed from part-time servers who worked
at that function. Full-time servers will have a first
refusal by seniority strictly on a voluntary basis.

Notwithstanding the above paragraph, should no
part-time servers be scheduled, the Catering
Manager will have the right to schedule from the
group of employees serving the function, and to
select in an inverse order of seniority the required
number of people for any clean-up work.

3520 SERVING THEWINE

a)

b)

It is understood that serverswill set up functions, and
serve the wine, put all glasses on the tables, clean up
bottles and wine glasses after the function.

It is also understoodthat when a bartender is requested
to setup the wine service, he/she will receive ashare
of the staft portion of the gratuities as follows:
Servers 58%
Bartenders 40%
Convention Services Porters 2%
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¢) Wherethere isboth bar and food servicerequested for
afunctionthere shall be one bartender scheduled with
the necessary servers.For 50 guests or less the servers
and the bartender shall be responsible for the service
of the food, bar, and wine service. The bar wine food
gratuity shall be combined and divided equally.

d) Itisalsounderstood that any function over 50 guests
shall be the responsibility of the bartender to service
the guests excluding the food and wine.

Food and wine service shall be paid at the server’s
rate, bar service shall be paid at bartender’s rate.

3521 A server shall not be required to perform a
Cook’s duty.

3522 (Part-timeemployees—clarification)
The Parties recognize that due to the peculiarities of the
hotel business and the Banquet Department there will be
periods during the employee’s year where they will
work in excess of the normal part-time cap of twenty-
one (21) hours, but for the above stated reasons will not
enjoy the full-time benefits as indicated.

35.23 Itisalsorecognized inthe interest in prioritiz-
ing work assignments to senior people they may work
in excess of the maximum required by the part-time
person however, in doing sowill not change their status
or benefits.

35.24  All other Banquet servers hired on a part-time
basis will be in accordancewith the Banquet Article35.03

ARTICLE 36 - RETIREMENT

36.01 Normal retirementage for all employeeswill be
age sixty-five (65) and employees shall retire from
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employment at the conclusion of the month during
which they turn 65,

36.02 Extension of employment beyond the age of 65
will be based on the needs and requirements of the
employee’s department, the capabilities and work
performance of the employee and at the sole discretion
of the Employer. The Employer’s decision in this regard
will not be subject to a grievance.

36.03 Any extensions granted will be for a one (1)
year period only on such terms and conditions as
determined by the company at the time of review, but
further 1-yearextensions may also be applied for under
the same terms and conditions as set out above.

ARTICLE 37 -TECHNOLOGICAL CHANGE

37.01 Technological change shall be defined as the
introduction by the employer of equipment or materials
of a different nature on hand than that previously used
by the Employer, in the manner, method or procedure in
which the Employer carries on his/her business that is
related to the introduction of that equipment or material,
and as a result of which fifty (50) or more full-time
bargaining unit employees will risk loss of employment.

Under such circumstances the Employer will pro-
vide sixty (60) calendar days notice to the Union of
such change.

Any full-time employee who is terminated as a direct
result of a technological change shall be eligible for
retraining to equip the employee to operate the new
equipment, provided the employee has the aptitude to
learn to operate the new equipment. If such training is
practical, it will be provided for by the Employer without
cost to the employee.



In cases where training is not practical and/or where the
employee has not taken advantage of the provisions of
seniority to obtain another position within the hotel,
the company undertakes to forward copies of all job
postings for six (6) months for which the employee
may have the requisite skills for the hotel or where
possible, other hotels in the chain in the immediate area
for which the employee may then be considered.

ARTICLE38 - LIFE-LONG LEARNING FUND

38.01 Theemployeragrees to contributeone (1) cent per
hour from date of ratification per hour worked per employee

intntha URD B T anal 78T ifa T nan T anealon Bowd

Dated at Toronto, this 22 day of December, 2000.

SHERATON H.E.R.E. UNION
CENTRE LOCAL?75
A en - “ g'g%é,(

.
Chris Collins P. Clifford
Director of

Human Resources



employeeinto the H.E.R.E. Union Local 75 Compassion
Fund/Sheraton Centre employee’s account.

ARTICLE 41 -TERMINATIONOR
MODIFICATIONS

41.01 This Agreement shall be in effect February 1,
1999 and continuein effectuntil January 31, 2002 unless
either Party gives notice in writing to the other party that
amendments are required, or that the party intends to
terminate the Agreement, it shall continue in effect until
the January 31, 2002 and so on from year to year thereafter.

41.02 Notice that amendments are required, or that
either Party intends to terminate the Agreement, may
only be given duringthe month of November, 2001 and
in subsequentyears in the said month of November.

41.03  The Parties hereto agree to meet for the purpose
of negotiations within ten (10) days after the giving of
such notice. The Collective Agreement shall remain in
effect until a new agreement is negotiated or until either

arty is in a legal strike/lockout position in accordance
Ith the OLRA,

It is understood that during any negotiations, following
upon notice of termination or notice of amendment,
either Party may bring forward counter proposals arising
out of, or related to the original proposals.

41.04 On completion of negotiations for a new
contract, if an agreementis reached between the Hotel
and the Union Negotiating Committee,a Memorandum
of Full Settlementshall be drawn up and signed by the
Parties covering all and every amendment to the Contract
before the Agreement is presented by the Union to the
membership for ratification.
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LETTER OF UNDERSTANDING #1
BETWEEN: SHERATON CENTRE

AND:
HOTEL EMPLOYEES, RESTAURANT
EMPLOYEES UNION, LOCAL 75

RE: GRIEVANCE AND
ARBITRATIONPROCEDURE

The Employer agrees not to enforce strict compliance
with the new time limits in the grievanceand arbitration
procedure for a period of six (6) months following the
date of receipt of written notice of ratification.

Dated at Toronto, this 22 day of December, 2000.

SHERATON H.E.R.E. UNION

CENTRE LOCAL7S

e Fall Cffet
f

Chris Collins P. Clifford

Director of

Human Resources
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LETTER OF UNDERSTANDING #2
BETWEEN: SHERATON CENTRE

AND:
HOTEL EMPLOYEES, RESTAURANT
EMPLOYEES UNION, LOCAL 75

RE: RULE OF 75

In recognition of employees who have age and service
equal to or greater than seventy-five (75), the “Rule of
75" has been created to assist employees and as an aid
towards retirement.

A list of employees, whose combination of age plus
house seniority are equal to or greater than 75 at
December 31 of each year, will be prepared by depart-
ment. Based on the operational capability of the
department to allow a certain number of employees to
be approved and in descending order of posted classi-
fication seniority, the eligible employees may identify
their desire of work their weekly schedule of less than
five (5) days. Approved employees will continue to
maintain their Full-time status and will not be scheduled
or entitled to hours beyond those agreed.

Where arrangements cannot be made to implement the
Rule of 75 in a department, discussion shall occur
between the Union and the Hotel with the above goal in
mind. In any event, this provision shall not constitute
super seniority.

Approvals will be for a one (1) year period only. Further

one-year extensions may be applied for under the same
terms and conditions set out above.
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Dated at Toronto, this 22 day of December, 2000.

SHERATON H.E.R.E. UNION

CENTRE LOCAL75

Al - al ;//,A
. . . /

Chris Collins P. Clifford

Director of

Human Resources

LETTER OFUNDERSTANDING#3
BETWEEN: SHERATON CENTRE
AND:

HOTEL EMPLOYEES, RESTAURANT
EMPLOYEES UNION, LOCAL 75

RE: COTS—
HOUSEKEEPING DEPARTMENT

The sum of $1.00 for the combination of set up/take
down of a cot by the Houseperson, and $1.00 for the
Room Attendant for the make-up of a cot will be
effective date of receipt of written notice of ratification.

Dated at Toronto, this 22 day of December, 2000.

SHERATON H.E.R.E. UNION
CENTRE LOCAL75
A g Gl 4/,4:4
Chris Collins P. Clifford
Director of

Human Resources
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LETTER OF UNDERSTANDING#4
BETWEEN: SHERATON CENTRE

AND:
HOTEL EMPLOYEES, RESTAURANT
EMPLOYEES UNION, LOCAL 75

RE: CONTRACTINGOUT

From the date of receipt of written notice of ratification,
until April 1, 2001, the Employer agrees that no
employee employed on the date of receipt of written
notice of ratification shall be permanently laid off as a
direct result of the Employer contracting out any work
currently performed by present employees. This
limitation shall not apply to any work that is currently
contracted out.

From April 1, 2001 until the expiry of the collective
agreement, the Employer agrees that if any employee is
permanently laid off as a direct result of the Employer
contracting out any work that is performed by Hotel
employees,the employee(s) affected may either maintain
recall rights pursuant to the terms of the collective
agreement or request severance pay, in which case the
severance pay will be as follows:

0 -5 years
6- 12, years
15~ 19 years
20 +years

1 week per year

1 week 3 days per year
2 weeks per year

3 weeks per year

I

The rate of pay for gratuity employees will be deter-
mined per their earnings on their T4 slip.

The severance obligations herein are inclusive of all
Employment Standards Act payments.
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For the purposes of severance pay calculation, the
Employer will use forty (40) hours a week for full-
time employees. Part-time employees will have their
hours averaged over the one year preceding the
permanent layoff.

The parties agree that this Letter of Understanding shall
expire on January 31, 2002, save and except the sever-
ance provisions set out above.

Dated at Toronto, this 22 day of December, 2000.

SHERATON H.E.R.E. UNION
CENTRE LOCAL75

A il 4/&4
Chris Collins P. Clifford
Director of

Human Resources
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LETTER OF UNDERSTANDINGH#S
BETWEEN: SHERATONCENTRE
AND:

HOTEL EMPLOYEES, RESTAURANT
EMPLOYEESUNION, LOCAL 75

RE: CLARIFICATION OF CALCULATIONSFOR

1.

HEALTH AND WELFARE CONTRIBUTED
BY THEEMPLOYER

The Employer will contribute on hours during
disability and/or sickness from the beginning of
sickness or disability provided that the employee is
fully incapacitated and is in receipt of weekly
indemnity covered by H.E.R.E. Union Local 75
Health and Welfare Plan.

For the purpose of calculation, the present method
shall be used in the following situation.

Vacation: Total vacation pay divided by the base
hourly rate = total number of hours to use in the
computation of the Employer’s contribution to
the “Plan”.

Parental Leave: The Employer will, using the same
number of weeks as E.L., establish the average, the
weekly number of hours to use in the computation
of the Employer’s contribution to the “Plan”.

Non-Work Related Disability and/or sickness:
The Employerwill, using the same number of weeks
asE.L, establish the average, the weekly number of
hours to use in the Computation of the Employer’s
contribution to the “Plan”.
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Dated at Toronto, this 22 day of December, 2000.

SHERATON H.E.R.E. UNION
CENTRE LOCAL 75
Ao ol Cff

I
Chris Collins P. Clifford
Director of

Human Resources
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LETTER OF UNDERSTANDING #6
BETWEEN: SHERATON CENTRE

AND:
HOTEL EMPLOYEES, RESTAURANT
EMPLOYEES UNION, LOCAL 75

RE: BACKBUSSEWSTEWARDING

1. Inthe eventthat extra hours become available forthe
backbusser position, stewardingemployeeswho have
not yet received forty (40) hours will be given an
opportunity towork the available hours by seniority.

2. The same conditions apply with respect to back-
bussers where stewarding hours become available

3. For the purposes of clarity, extra hours may be
assigned to staff outside the department after all
full-time and part-time staff have been scheduled.

4. This Letter of Understanding shall expire at the end
of the current collective agreement.

Dated at Toronto, this 22 day of December, 2000.

SHERATON H.E.R.E. UNION

CENTRE LOCAL"75

Az Pl Cffet
i

Chris Collins P. Clifford

Director of

Human Resources
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LETTER OF UNDERSTANDING #7
BETWEEN: SHERATON CENTRE

AND:
HOTEL EMPLOYEES, RESTAURANT
EMPLOYEES UNION, LOCAL 75

RE: BANQUET DEPARTMENT
The parties agree to the following:

1. Equalization of Functions for Full-time Staff
Equalization of functions between the eighteen full-
time staff shall be obtained by the pooling of all
Breakfasts, Lunches, Receptions and Dinners on a
weekly basis. Employees will be selected on a rotation
basis starting from where booking stopped or ended for
aspecific function. The following day the booking will
continue with the next name on the list. Only full-time
servers, subject to operational efficiency should serve
Receptions before Dinner functions.

2. Equalization of Functions for Part-time Staff
Equalizationof functions between the fifteen part-time staff
shall be obtained by the pooling of all Breakfasts, Lunches,
Receptions and Dinners on aweekly basis. Employees will
be selected on a rotation basis separate from the full-time
rotation, starting from where booking stopped or ended for
a specific function. The following day the booking will
continue with the next name on the list.

3. The Rotation of Coffee Breaks

Only full-time Servers will be scheduled inthe rotation
of coffee breaks and the rotation shall be separate from
all other functions. Every coffee break shift worked
shall be counted as two functions. If a full-timeemployee
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does not work scheduled coffee break services he/she
shall be penalized by working two less functions.

4. Full-time Service Charge from Food

All service charges as outlined in the Collective Agree-
ment, givento all full-time employees from the Food and
Coffee service shall be pooled, the number of functions
added together and divided into the pooled amount.
Service charges will be distributed on the basis of the
number of functions that each full-time employee
worked during the bi-weekly period for which the
service charges were pooled.

5. Regular Part-time Charge from Food

All service charges as outlined in the Collective Agree-
ment, given to all part-time employees from the Food
and Coffee service shall be pooled, the number of
functions added together and divided into the pooled
amount. Service charges will be distributed on the basis
of the number of functions that each part-time employee
worked during the bi-weekly period for which the
service charges were pooled.

6. Wine Service Charges
All service charges as outlined in the Collective Agree-
ment will be handled as follows:

HOST WINE: Service Charges will be pooled with the
Food and Coffee service charges as detailed above.

CASH WINE: Service Charges shall be shown separately
and not pooled with Food and Coffee service charges.

7. Employee Involvement

The Employer shall recognize two representatives of the
Banquetto verify Service Charge in cooperationwith the
Employer. The Employer shall advise the Employer of
the names of the representatives.



The Employer shall ensure that all prices and Services
Charges are posted. The Employer shall recognize a
representative of the Banquet Department to verify it.
The Union shall advise the Employer of the name of the
representative.

8. Corkage

When corkage is charged the gratuity paid will be based
on the retail value of the house wine and liquor prices.
Every reasonable effort will be made to charge and
collect the corkage and distribute the full amount to
bargaining unit employees.

9. Assignment of Stations

Classification seniority will apply in assignment of
stations for full-time Servers except on functions of
over one thousand (1000) or where management deems
it necessary to provide serviceto V.I.P. guests.

10. Outside Caterers

In the event that the Employer negotiateswith an outside
vendor to supply food, the Union will be advised in
advance as soon as reasonably possible. Servers will be
paid gratuities on the closest retail price for the item, and
any premium for special services, where chargeable.

11. Reduced Price Functions

When the Employer negotiates reduced price based
functions the Serverswill be paid gratuities bases on the
closestretail price for them. When the function is deemed
a charity, gratuities will be based on the negotiated price
for the function and the Union will be so advised.

12. Cash and Carry Wine

The gratuity for cash and carry wine will be divided as
follows: 75% for Servers, 23% for Bartenders and 2%
for Convention Service Porters. All gratuities shall be
paid out on the employee’s paycheck. This includes any
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additional gratuities paid above the standard 15% which
will be distributed only between the employees who
provided the service.

13. Clean up for Dinner Dance and Dinner Meeting
Notwithstanding Article 36.10 Clean-Up for Dinner
(d),when no part-time servers are scheduled, the
Banquet Manager will waive the right to schedule from
the group of full-time employees serving the function
and will instead, select the required number of people
for any clean-up work in accordance with the current
equalizing practice.

14, Sub Classificationsof Banquet Staff for
Scheduling/Call-in Purposes
For clarification, full-time staff will be scheduled first,
then regular part-time staff, followed by bartenders.
Casual staff will be utilized after the above classifications
have been scheduled.
i) Current Full-time (18)
The Employer will reduce the cap to 18 through
attrition however, due to business conditions
this number may fluctuate up or down in
accordance with Article 36.14.

i) Regular Part-time (15)
15 employees who are available for all functions
as determined by the declaration process.

iii) Bartenders

iv) The Employer will call-in remaining casual
employees on an as needed basis.

This Agreement is made on a without prejudice and
without precedent basis and shall be relied upon only to
the extent necessary to enforce the terms of the Agree-
ment itself. This Agreement shall have no impact on any
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other matter, which may arise between the parties and
will continue in full force and effect until the expiry of
the Collective Agreement. Where this Agreement
conflicts with any Banquet provisionsas set out in the
existing Collective Agreement, the terms of this
Document will supercede the Collective Agreement.

Dated at Toronto, this 22 day of December, 2000.

SHERATON H.E.R.E. UNION

CENTRE LOCAL7s

Tizee  Fal i
/

Chris Collins P. Clifford

Director of

Human Resources



LETTER OF UNDERSTANDING #8
BETWEEN: SHERATONCENTRE

AND:
HOTEL EMPLOYEES, RESTAURANT
EMPLOYEES UNION, LOCAL 75

RE: REPAIRS AND
MAINTENANCE DEPARTMENT

The following letter of agreement is without prejudice
and precedent and applies to the house call function
within the Repair and Maintenance department of the
Sheraton Centre only and has no bearing or application
on other departments or other members of HEGT.

The parties agree that employee’s performing House
call duties will be allowed to waive their rights to the
timing of the fifteen (15) minute breaks as per Article
25.05. In consideration of this arrangement employees
when scheduledfor an eight (8) hour shift during which
they must combine their two fifteen minute breaks as per
Article 25.05, into one thirty (30) minute break. The
timing of which is in accordance with the requirements
of the Employment Standards Act.

Dated this 27th day of March, 1997 at Toronto.

For the Hotel For the Union
A g - al 4;/,4‘4
Chris Collins P, Clifford’
Director of

Human Resources
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LETTER OF UNDERSTANDING#9
BETWEEN: SHERATON CENTRE
AND:

HOTEL EMPLOYEES, RESTAURANT
EMPLOYEES UNION, LOCAL 75

RE: DOORPERSONS

April 3, 1996

It is understood and agreed that the following settlement
applies solely to the Doorpersons position of the
Sheraton Centre Toronto, Hotel as of April 3, 1996, and
has no effect whatsoever on other members of H.E.G.T.
and furthermore expires at the end of the current
collective agreement unless mutually agreed to by the
Sheraton Centre Toronto and Local 75.

1.

The past practice of providing ten (10) parking spots
for the exclusiveuse of Doorpersonswill discontinue.

Management will however provide eight (8) parking
spotsto be used by the Doorpersonsfor the exclusive
use of providing hotel guests only, with a parking
option in the motor court. These spaces shall at no
time be used as reserved spaces for guests, but
rather, to be used on a first come first served basis.

These spots will be restricted to four (4) spaces
between the pillars bordered between the drive ways
on the Richmond Street side of the motor court,
and four (4) spaces located next to the Thrifty car
rental booth.



4. Theareain front of Traders must be clear of vehicles
at all times and used for drop off and pick up
purposes only.

5. Atnotime will guests be solicited by any employee
for any set charge for the option of parking in these
spaces, determination for a gratuity will e at the
discretion of each guest.

Effective date of ratification, the Sheraton Centre,
Toronto Hotel and H.E.R.E. Local 75 agree to the above
conditions.

For the Union For the Hotel
ol E A Fome
/ .

P. Clifford / Kosta Tomazos

General Manager

Ay

Chris Collins
Director of
Human Resources
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LETTER OFUNDERSTANDING#10
BETWEEN: SHERATON CENTRE

AND:
HOTEL EMPLOYEES, RESTAURANT
EMPLOYEES UNION, LOCAL 75

RE: ROOM SERVICE

It is understood and agreed that the following settlement
applies solely to In Room Dining department of the
Sheraton Centre, Toronto Hotel and has no effect
whatsoever on other members and furthermore expires
at the conclusion of the current collective agreement
unless mutually agreed to by the Sheraton Centre,
Toronto Hotel and Local 75.

In Room Dining servers, when delivering F and B
amenities to Guest rooms, will receive a delivery charge
of $2.00 per delivery.

Effective date of ratification, the Sheraton Centre,
Toronto Hotel and H.E.R.E. Local 75 agree to the above
conditions.

For the Union For the Hotel
ol ot C Frep2 |
. / - (/
P. Clifford Kosta Tomazos

General Manager

Chris Collins

Director of
Human Resources

68



1

DULY EXECUTED BY THE PARTIES HERETO:

F R ”IE,EEME?&OYER FOR THE }JNION
e A Fal
General Manager

lee

ki Babb?
1vy %/W

Director of
Human Resources
“Tow J) %)
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SCHEDULE A — SHERATON CENTRE TORONTO CASH WAGE RATE 1998-2001

EFFECTIVE JAN. 1, 2000: Unionlnitiation: $33.00

TITLE

HOUSEKEEPING
Houseperson
Room Attendants
Lobby Porter
Seamsperson
UniformAttendant

FOOD PREPARATION
Station Chef

1stAsst. Cook

2nd Asst. Cook

3rd Asst. Cook

Aug. 1
1998

$11.63
1163
1183
1163
11.63

$15.49
141
1312
12.53

1 15%

$11.80
11.80
11.80
11.80
11.80

$15.72
14.32
1332
1272

Starterd 1.5%

Rate
{80%)

$9.44
9.44
944
9.44
9.44

$12.58
11.46
10.65
10.17

Dec.10,
1999

$11.98
11.98
1198
11.98
11.98

$15.96
1454
1352
1291

Non Tipped: $ 3.30 plus 2 hrs.

{1.5%)
{80%)

$9.59
9.59
959
959
959

$12m
11.63
1081
10.33

Feb. 1; Feb. 1E Ratif.§ Ratif. | Feb. 1,
1993 ;1 1999 | Datei Date{ 2000

1.5%

$12.16
12.16
1218
12.16
1218

$16.20
14.75
1372
13.10

Feb.1,
2000
Starter:
Rate
{80%)

$3.73
9.73
973
9.73
9.73

$12.96
11.80
1098

Aug. 1,
2000
1.5%

$12.34
12.34
1234
12.34
12.34

$16.44
14.98
13.93

10.48

13.30

Tipped: $11.30 plus 2 hrs.

Aug. 1,
2000
Starter:
Rate
{80%)

$9.87
9.87
9.87
9.87
987

$13.15
11.98
11.14

10.64

fFeb. 1,
2001
2.0%

$12.59
12.59
1258
12.59
12.59

$16.77
15.28
14.20
13.56

Feb. 1,
200

Rate
{80%)

$10.07
10.07
10.07
10.07
10.07

$13.42
1222
11.36

10.85

Starter

Aug. 1}Aug. 1,

2001
20%

$12.84
12.84
12.84
12.84
12.84

$17.10
15,58
14.48
1384

2001
Starter
Rate
(80%)

i

$10.27
10.27
10.27
10.27
10.27

$13.68
12.46
11.58
11.07




Kitchen Helper
1st Year Apprentice
2nd Year Apprentice
3rd Year Apprentice
F and B Stores

11.52

9.92
113
1269
11.17

REPAIR and MAINTENANCE

Maintenance TV

General Maintenance
Maintenance Yardperson
Maintenance Electrician
Maintenance Painter
Maintenance Helper

STEWARDS
Garbage Pots
Steward Helpers

$13.46

13.45
11.63
13.46
13.46
1163

$11.63

11.62

11.69
10.07
11.48
12.88
11.34

$13.66
13.66
11.80
13.66
13.66
11.80

$11.80
"7

9.35
8.06
8.18
10.30
9.07

$10.93
10.93
9.44
10.93
10.93
9.44

$9.44
9.44

1187
1022
11.65
13.07
11.51

$13.87
13.87
11.98
1387
13.87
11.98

$11.98
11.97

9.49
8.18
932
10.46
9.21

$11.09
11.09
9.59
11.08
11.09
9.59

$9.59
9.58

12.05
10.37
11.83
1327
11.68

$14.07
14.07
12.16
14.07
14.07
12.16

$12.16
12156

9.64
8.30
9.46
10.62
9.34

$11.26
11.26
8.73
11.26
11.26
9.73

$3.73
9.72

12.23
10.53
12.00
13.47
11.86

$14.29
14.29
12.34
14.28
14.28
12.34

$12.34
12.33

9.78;
8.421
960
10.77;
9.48!

1247} 9.98
1074 859
1224} 980
13741 10.99
1209 967

$11.43 $14.57 511,66

1143
987!
1143

14.57; 11.66
1258] 10.07
1457 11.66

11.43; 1457 11.66

9871

1259} 10.07

$9.87 181259 $10.07

987!

12,58 10.06

12.72
10.95
12.49
14.01
12.33

14.86
14.86
12.84
14.86
14.86
12.84

12.84
12.83

10.18
8.76
9.98

nan
9.87

$11.89
11.89
10.27
11.89
11.89
10.27

$10.27

10.27
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€L

CAFETERIA
Cook
Attendant

LAUNDRYNVALET
Washer/Extractor
Utility

Laundry Runner

Rapid Response
Agent- Level 1

Agent - Level 2

Agent - Level 3

Midnight Rapid Response
Agent

Mini Bar Attendant
PARKING

Valet
Cashier

$12.62 $12.81
13121 1332
14,12 1433

$12.62 $12.81

$11.10 81127

$10.24 $10.39
11481 1165

$10.65
935

$9.46
9.44
9.44

$10.25
10.65
11.47
$10.25
$9.01

$8.31
932

$13.52
11.87

$12.00
11.98
11.98

$13.00
1352
1455
$13.00
$11.44

$10.55
11.83

$10.81
949

$9.60
9.59
959

$10.40
10.81
11.64
$10.40
$9.15

$8.44
9.46

$13.72
12.05

$12.18
12.16
12.16

$13.20
1372
14.76
$13.20
$12.16

$10.71
12.00

1098 1$13.93
964} 1223

$9.75 1$12.36
973! 1234
9731 12.34

10,56 1$13.39
10.96:13.93
11811 14.99
1056 1$13.39
$9.73 [$12.34

$857 $1087
9.60)12.18

$11.14
9.78

$9.89
9.87
987

$10.72
1.14
11.99
$10.72
$9.87

$8.69
8.75

$14.20
1247

$12.61
1259
1259

$13.66
14.20
156.29
$13.66
$12.59

$11.09
1243

$11.36
9.98

$10.09
10.07
10.07

$10.93
11.36
12.23
$10.93
$10.07

$8.87
9.94

$14.49%11.59
12.72 10.18

$12.86$10.28
1284 1027
12.84] 1027

$13.94811.15
14.49)1159
16.59] 12.47
$13.94811.15
$12.84$1027

$11.311 $9.05
1268} 1014



vl

SCHEDULEA — SHERATON CENTRE TORONTO CASH WAGE RATE 1999-2001

TITLE

POOL
Lifequard

CLUBLEVEL
Club Level Attendant

SHOW SERVICES
Electrician
Audio Technician

UNIFORMSERVICES
Bell Captain
Doorperson

Bellperson

Night Person

§11.63 1§11.80
$11.101$11.27

$13.80'514.01
1346} 1366

$8.45 $8.58
812! 824
770 7.82
803! 815

,iFeb.1,

1999

Starter;

Rate
(80%}

$9.44

$3.01

n2
10.93

$6.86
6.59
6.25
6.52

Ratif.
Date
1.5%
Dec.10
1999

$11.98

$11.44

$14.22
13.87

$8.71
8.37
793
8.27

Ratif.
Date
{1.5%)
{80%)

$9.59

$9.15

$11.37
11.09

$6.96
6.69
6.35

6.62

eb. 1,1 Feb.1,
| 2000
{ Starter
! Rate
§ (80%)

2000
1.5%

12.16

1161 $9.29

1443
14.07

$8.84
8.43
8.05
8.40

19973

H

Rate
{80%)

12.34 $9.87
111.78  $9.42

$11.54 131465 1172
11.26§ 14281 11.43

i

$2.071 $8.97] $7.17
673! 862! 689
644 817 654

672 852 68

i
i
i
i

12.59
12.02

1494
1457

$3.15
8.79
8.34
8.69

§Starte|
! Rate
1 (80%)

1$10.07

| $961

$11.9¢
11.6€

$7.32
7.0¢
6.67
6.9¢

2.0%

$12.84

$12.26

$15.24
14.86

$3.33
8.97
8.50
8.87

\ug. 1, Aug. 1,i Feb. 1,}Feb. 1, Aug. 1iAug. 1,
2000 2000 ; 2001 12001 2001
15% Starter; 2.0%

2001
Starter
Rate
(80%)

$10.27
$9.81

$12.19
11.89

$7.48
717
6.80
7.09




SL

Package Person $7.7s§$7.88§$6.30§$7.99§$6.4o§$8.11 $6.49.i $8.24 $659 $8.40} $s72 $8.57! $6.86 |

H

i § § i ;
i i i

i

i

BANQUETDEPARTMENT i i i i ] i

Captain $9.07] 921 | $736 $934 $7.4 9.48 $759 $963 $770 $982] $7.86 | 1$10.02] $8.01 |
Food Server 769! 781 624] 792 63 B04; 643; 816! 653) 833 666, 849 679
Banquet Bartender 12,05 1223x 978] 1241} 9931 12601 10.08] 1279} 10.23} 1305 1044 | 13.31} 1064

ConventionServicesPorter 11511 1168 9351 11861 9491 2.04’2 9631 12.22% 977 121161 997 1271*‘1017

Note: Following non-gratuity/jobclass rate increasedto "Room Attendant effective Feb. 1,2000:"

Cashier Storeroom Person
Stewards Helper Minibar Attendant
ConventionService Porter Maintenance Yardperson

Maintenance Helper

Nigth Shift Premium (from Ratification Date): $0.50/hr.
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