COLLECTIVEAGREEMENT
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COURIER
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(a Division of Information Communication Services (ICS) Inc.)
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and
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ARTICLE1 - PURPOSE

1.01

The general purpose of this Agreement is to establish and to
maintain collective bargaining relations between the Company
and the employees, and to establish and maintain mutu-
ally satisfactory working conditions, hours of work and wages
for all employees who are subject to the provisions of this
Agreement.

The parties hereto recognize their mutual interest and respon-
sibility for the successful operation of the Company, and agree
it is the duty of the employer and the employees to promote at
all times the progress of the Company by co-operating to the
fullest extent in all matters having to do with the successful
operations of the Company.

ARTICLE2 - RECOGNITION

2.01

2.02

2.03

The Company recognizes the Union as the sole collective bar-
gaining agent for all employees of the Company classified as
follows:

All employees of the company in the Municipality of
Metropolitan Toronto, excluding Brokers, Couriers, Clerical,
Office and Sales staff, Route Auditors, Maintenance Personnel,
Supervisors and those above the rank of Supervisor.

Employees excluded from the Bargaining Unit shall not per-
form work normally performed by employees in the Bargaining
Unit to the extent that performance of such work directly results
in the layoff or reduction of the employee’s regular scheduled
shift.

The word “Employee” or “Employees” wherever read in this
Agreement shall mean any and all employees in the Bargaining
Unit as defined above, except where the context otherwise pro-
vides.



2.05

Casual Pool & Temporary Agency Employees

It is understood that the Company may require the use of a
casual pool to ensure the completion of required work in order
to meet the service needs of its customers. No casual pool
employee will be used to deprive a regular employee of work,
resulting in a layoff.

Casual pool employees will be used for the following purposes
only:

1. Replacement of employees who are absent due to vaca-
tion, illness, injury, WSIB, bereavement, jury duty, or
excused absence.

2. Replacement of employees who are on leave of absence,
maternity leave, compassionate leave, Union leave, etc.

3. Short term extra staffing needs not known to exceed 30
days.

4. Emergency conditions (i.e. postal strike)

Casual employees shall progress on the wage schedule based on
the formula that twenty (20) days worked equals one month.

The Company will continue to remit union dues in the form
currently in use, including names and addresses of Casual Pool
employees.

The Company agrees that the Union may audit monthly the
agencies’ payment of the proper wage rate as follows:

1. The Union picks two (2) names per agency per month
from the dues remission information.

2. The Company will obtain from the agency a payroll sum-
mary for that month demonstrating the rate paid and the
dues deducted with respect to those persons.



2.06

3. The Company will report monthly to the Bargaining Unit
Chairperson a record of days each employee is absent and
the reason reported by the employee (if any).

The Company has the right to use temporary agency employ-
ees for reasons including, peak periods, vacation and leave of
absence coverage, emergency situations and high absenteeism.
Temporary agency employees shall not be covered under the
collective agreement. However, temporary agency employees
shall be paid equivalent wage rates as outlined under the collec-
tive agreement and the Company shall continue to submit union
dues in respect of the use of temporary agency employees.

Where the masculine pronoun is used herein it shall mean and
include the feminine pronoun where the context applies.

ARTICLE 3 - NO DISCRIMINATION

3.01

The Company and the Union agree that no employee shall in
any manner be discriminated against or coerced, restrained or
influenced on account of membership or non-membership in
any labour organization or by reason of any activity or lack of
activity in any labour organization.

There shall be no discrimination, interference, coercion, harass-
ment, intimidation, action exercised or practiced with respect
to an employee by reason of age, race, ancestry, place or
origin, colour, creed, political or religious affiliation, gender,
pregnancy, physical or emotional disability, sexual orientation,
sexual identity, marital status, family status, record of offences,
membership or activity in the Union, or exercising any rights
under the collective agreement. These prohibited grounds shall
be given the same meaning as they are given in the Canadian
Human Rights Act. The Canadian Human Rights Act is incor-
porated herein and shall form part of this collective agreement.



3.02 Anti Harassment Policy

The parties agree that every individual has the right to dignity,
respect, and the right to be treated fairly and are committed to
ensuring a work environment that is free of discrimination and
harassment.

Discrimination and harassment in the workplace by any
employee, union representative or customer will not be toler-
ated.

Harassment is broadly defined as any unsolicited, unwelcome,
disrespectful or offensive behaviour that is based on the prohib-
ited grounds of discrimination outlined in the Canadian Human
Rights Act, including:

Race, national or ethnic origin, colour, religion, age, sex, sexual
orientation, gender identity, marital status, family status, dis-
ability and conviction for which a pardon has been granted.

Harassment may be related to any of the discriminatory grounds
contained in the Canadian Human Rights Act as described
above.

Harassment is defined as one, or a series of, hostile, offensive
or inappropriate comments or conduct which is known to be
unwelcome or which a reasonable person would know to be
unwelcome without it being explicitly stated, and is based on
one of the prohibited grounds.

Examples of harassment include, but are not limited to, unwant-
ed comments or remarks, jokes, slurs, graffiti, and literature
including pictures and posters, depicting people in a negative
light based on the prohibited grounds, e.g. racial or religious
harassment, age harassment, etc.

Sexual harassment is defined as any conduct, comment, gesture
or contact of a sexual nature that is likely to cause offence
or humiliation to any employee, or that might, on reasonable
grounds, be perceived by that employee as placing a condition
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of a sexual nature on employment or on any opportunity for
training or promotion.

Examples of sexual harassment include, but are not limited to:

An implied or expressed threat of reprisal for refusal to
comply with a sexually oriented request;

A demand for sexual favours in return for (continued)
employment or more favourable treatment;

Unwelcome remarks, jokes, innuendoes, propositions, or
taunting about a person’s body, attire, sex or sexual orien-
tation;

Displaying of pornographic or sexist pictures or materi-
als;

Leering (suggestive persistent staring);

Physical contact such as touching, patting, or pinching,
with an underlying sexual connotation;

Sexual assault (an offense under the Criminal Code).

COMPLAINT PROCEDURE
If an employee believes they are being harassed:

I.

The employee should not ignore the behaviour and should
report it.

The employee is to tell the individual his/her behaviour
is unwelcome and ask him/her to stop. It is a requirement
to tell the individual that his/her behaviour is no longer
welcome if the employee has previously found the conduct
acceptable or participated in the conduct.

The employee should keep a record of incidents, dates,
times, locations, possible witnesses and their response.
Employees do not have to have a record to make a com-



plaint, but a record can strengthen the case and help the
employee remember details over time.

The employee can make a complaint by reporting the situ-
ation to:

e  Hiss/her Supervisor

e  Branch Manager

e HR Representative

e Union Representative

Once a complaint is received by any of the above manage-
ment representatives, it will immediately be reported to
Human Resources, and it will be kept confidential to the
extent possible having regard to the requirement for inves-
tigation of the complaint.

The complainant and the alleged harasser may both be
interviewed along with any individuals who may be able
to provide relevant information.

If the investigation reveals evidence to support the com-
plaint of harassment, appropriate action will ensue, includ-
ing disciplinary measures up to and including suspension
or dismissal.

If the investigation does not reveal evidence to support the
complaint of harassment, both parties will be advised and
will be required to review and agree understanding of the
joint policy.

Regardless of the outcome of a harassment complaint
made in good faith, the employee lodging the complaint,
as well as anyone providing information, will be protected
from any form of retaliation by either co-workers, supervi-
sors, management or union representatives.



Notwithstanding the complaint procedure above, nothing pre-
vents an employee from filing a complaint with the Canadian
Human Rights Commission, however the parties agree that
complaints filed with the Canadian Human Rights Commission
cannot also be the subject of an arbitration hearing and vice
versa.

ARTICLE 4 - NO STRIKE OR LOCK OUT

4.01

4.02

In view of the orderly procedure established by this Agreement
for the settling of disputes and the handling of grievance,
there shall be no strikes or lockouts during the term of this
Agreement.

The word “strike” and the word “lockout” as used in Article
4.01 shall have the same meaning given to those words in the
Canada Labour Code.

ARTICLES - UNION SECURITY

5.01

5.02

a) All new employees of the bargaining unit shall become
members of the Union and shall as a condition of employ-
ment remain members in good standing. The Company
shall be entitled to hire and shall not be required to termi-
nate a bargaining unit employee whose membership in the
Union is refused or terminated by the Union.

b) The Company, when hiring new employees of the bargain-
ing unit; will have them sign Union membership cards, as
provided by the Unit Chairperson. The signed cards will
be returned to Local 333 with the Union Dues Listing.

¢) Atthe time of hiring all new employees of the bargaining
unit shall be given a copy of the current collective agree-
ment.

All present employees and all future employees shall, as a con-
dition of employment, be required to authorize the Company
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in writing to deduct from their wages the amount equal to the
regular monthly union dues and an initiation fee.

5.03 a)

b)

The Company will deduct from all bargaining unit
employees, the amount of monthly dues and an initiation
fee which the union uniformly levies upon its members
in accordance with its Constitution and Local Union
By-Laws once each pay period and remit same to the
Treasurer of Local 333 not later than the 15th day of the
following month. Should the union require any change in
the amount of Union dues, the Local Union will advise the
Company in writing thirty (30) days prior to the effective
date of such change.

The Company shall furnish to the Union:

On a monthly basis, a list of the names, hourly rate,
hours of work and dues of those employees for and
on behalf of whom deductions have been made;

On a monthly basis, a list of current employees, their
addresses and telephone numbers.

All present and future employees shall be required to
update the Company immediately using a Personal
Information Change Form with any change of address
or telephone number. The Company will provide
copies of these Forms to the Union along with the
monthly list of addresses and telephone numbers.
The Company shall not be responsible to either the
Employee or the Union for any adverse consequences
of any kind resulting from the failure of the Employee
to provide this information on an up-to-date basis.

The Company agrees to record the annual dues for each
employee on his T-4 forms.



ARTICLE 6 - UNION REPRESENTATION

6.01 The Company acknowledges the right of the Union to appoint
or otherwise select from among the employees of the Company
a Union Committee comprised of Stewards inclusive of the unit
chairperson as follows:

1 Bargaining Unit Chairperson +4 Stewards

Not withstanding the above, the Union may appoint one (1)
Steward per shift per facility. Each member of this Committee
shall have completed his probationary period with the Company
and shall be regular employees of the Company during their
time in office.

The Company will recognize and bargain with members of this
Committee on any matter properly arising on negotiations for
the renewal of this Agreement as follows:

1 Bargaining Unit Chairperson +2 Stewards

The privileges of members of the Union Committee to leave
their work is granted on the following conditions:

a) There will be loss of pay while absent from work. The
members of the Union Committee required to leave his/
her work for official union business shall have their pay
and benefits continued and the Union shall be billed the
cost of such pay and benefits on a monthly basis by the
Company at the rate of 122.2% of the Employee’s regular
base hourly rate. The Union shall remit payment to the
Company within fifteen (15) days.

6.02 a) The name and jurisdiction of each of the Stewards of the
Union Committee from time to time selected shall be
given to the employer in writing and the employer shall
not be required to recognize any such steward until it has
been notified in writing by the Union of the name and
jurisdiction of same.



6.03

6.04

6.05

b) The Company will supply the Union with the names of
supervisors and managerial personnel who have responsi-
bilities relative to the bargaining unit.

For the purpose of this Agreement the Stewards shall be deemed
to be an official of the Union. The parties hereto agree that the
Union official occupy positions of leadership and responsibility
for the purpose of insuring that this Agreement is faithfully car-
ried out.

The Steward has regular duties to perform on behalf of the
Company and he shall not leave his duties to attend to any
Union business or to discuss any grievances without the express
prior consent of his immediate Supervisor, or in the absence of
such supervisor, the Branch Manager. Such consent will not be
unreasonably withheld. The time shall be devoted to prompt
handling of necessary Union business. The Company reserves
the right to limit such time if it considers the time so taken to
be unreasonable.

Where such consent has been granted, the Steward resuming his
regular duties will report to his immediate Supervisor, or in his
absence to the Branch Manager. In accordance with this under-
standing the Company agrees to compensate a Steward(s) for
his regular scheduled work time spentin servicing grievances of
employees up to but excluding arbitration. It is understood that
only one (1) Steward, and where applicable, the unit chairper-
son shall be recognized for purposes of attendance at scheduled
grievance meetings with management.

The Company will provide paid leave to each of the bargaining
units in each year of the Collective Agreement for the purpose
of attending union business, which is away from the depot as
follows:

5 employee days (i.e. I employee x 5 days or 5 employees
x 1 day)
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6.06

The maximum number of Employees that can be away from the
bargaining unit for official union business at the same time is
three (3) except for collective bargaining and for circumstances
agreed in advance with the Company. Requests for leave for
official union business shall be in writing, at least two (2)
weeks in advance and shall be subject to reasonable operational
requirements. This limit does not include Stewards dealing with
grievances at their own depot.

ARTICLE7 - GRIEVANCEPROCEDURE

7.01

7.02

7.03

The purpose of this Article is to establish a procedure for the
settlement of all grievances arising in respect of the interpreta-
tion, application, administration or alleged violation of this
Agreement. Whenever the term “Grievance Procedure” is used
in this Agreement, it shall be considered as including the arbi-
tration procedure.

“Grievance” shall mean a complaint or claim concerning
improper discipline or discharge, or a dispute with reference to
the interpretation, application, administration, or alleged viola-
tion of this Agreement.

It is the mutual desire of the parties hereto that complaints of
employees be adjusted as quickly as possible. It is understood
that the Supervisor or Branch Manager, as applicable, and the
employee, with the assistance of the Steward or Chairperson, as
applicable, if desired, will fully explore and attempt to resolve
the complaint which must be raised within 3 working days from
the date the incident occurred or should have been known by
the Grievor. The Supervisor or Branch Manager, as applicable,
shall provide a verbal response within 3 working days. It is
understood that an employee has no grievance until he has first
given his immediate Supervisor or Branch Manager, as applica-
ble, the opportunity to adjust his complaint.
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STEP#1

The grievance shall be referred in writing and presented to the
Branch Manager within three (3) working days of the receipt of
the Supervisor’s verbal decision. The grievance shall identify
the facts giving rise to the grievance, the section or sections of
the Agreement claimed violated and the relief requested. The
grievance shall be signed by the employee and countersigned
by the Steward. A meeting will be held within five (5)working
days between the Branch Manager or his designate, the Grievor,
if requested by the Union, and the Unit Chairperson or his des-
ignate. In Toronto, the Branch Manager, the Human Resources
Representative, the Chairperson, the Grievor, if requested by
the Union, and a Steward will attend the meeting.

Following the meeting, if the Company or Union requires addi-
tional information in order to properly answer the grievance
the Union or Company agree to make its best efforts to provide
this information. The decision of the Branch Manager or his
designate shall be delivered to the Union in writing within five
(5)working days after such meeting.

STEP#2

Failing satisfactory settlement at Step One, the Union may
within five (5) working days request a meeting to be held with
the Union Staff Representative, Chairperson and Steward, if
applicable, the Grievor if requested by the Union, the Regional
Manager or his designate, and the Branch Manager, or desig-
nate. Such meeting will be held within ten (10) working days
following receipt of the Union’s written request. The Regional
Manager or designate will provide the Union with a written
decision within ten (10) working days after such meeting.

STEP#3

Should a mutually satisfactory conclusion not be reached
through the foregoing steps of the Grievance Procedure then
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7.04

7.05

7.06

the Union may within twenty-one (21) working days from the
third step decision, refer the matter to Arbitration as provided in

Article 8 hereof. If the request for arbitration is not given within

the said twenty — one (21) working day period, the grievance
shall be deemed to have been abandoned and all rights to arbi-
tration forfeited.

The Union or the Company may initiate a grievance beginning
at Step One of the Grievance procedure. Such grievance shall
be filed within two (2) working days of the incident giving rise
to the complaint or within two (2) working days of the date
that the incident giving rise to the complaint became known to
the Union or the Company and shall commence with Step One
under the Grievance Procedure. A policy grievance is defined
and limited to one which alleges an actual violation of a spe-
cific provision of this Agreement affecting the Union as such
or the employees as a whole and which could not otherwise be
resolved at a lower step of the Grievance Procedure because
of the nature and scope of the grievance. Provisions of this
paragraph 7.04 shall not be used by the Union to institute a
grievance directly affecting an employee or employees which
such employee or employees could themselves institute and the
provisions of Article 7 hereof shall not thereby be bypassed.

A claim by an employee who has attained seniority that he has
been unjustly suspended or discharged from his employment
shall be treated as a grievance if a written statement of such
grievance as required in Step One of the Grievance Procedure is
lodged with the Company within three (3) working days of his
discharge or suspension. All preliminary steps of the grievance
prior to Step One will be omitted in such cases.

A complaint or grievance which has been disposed of pursuant
to the grievance and/or arbitration provisions of this Agreement,
shall not again be made the subject matter of a complaint or
grievance.
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7.07

7.08

The time limits and other procedural requirements set out in
Article 7 may be extended by mutual agreement in writing.
Any grievance not appealed from one step of the Grievance
Procedure to the next within the specified time limit shall be
deemed to be abandoned. No matter may be submitted to arbi-
tration which has not properly been carried through all specified
previous steps of the Grievance Procedure.

Where a response is not given by a party within the specified
time limits in the Grievance Procedure, the other party may sub-
mit the grievance to the next step of the Grievance Procedure.
Settlement at any step of the Grievance Procedure shall be final
and binding upon both parties to this Agreement and upon any
employee affected by it.

It is understood that because of the nature of the work done
by the members of the bargaining unit, grievance meetings, as
discussed in this Article 7, shall normally occur either before
or after completion of the normal employee’s shift, at a time
mutually agreed upon.

It is understood and agreed that for purposes of Article 6 and
Article 7 where applicable, Stewards will not be paid overtime
pay for any time spent in servicing or dealing with grievances.

ARTICLE 8 -ARBITRATION

8.01

8.02

Both parties to this Agreement agree that any dispute or griev-
ance concerning the interpretation, application or alleged
violation of this Agreement, which has been properly carried
through all the steps of the Grievance Procedure outlined in
Article 7 above, and which has not been settled, will be referred
to a mutually agreed single Arbitrator, at the written request of
either of the parties hereto.

Should the parties be unable to agree upon a single Arbitrator,
application will be made to the Minister of Labour to appoint
an Arbitrator.
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8.03 The decision of the Arbitrator shall be final and binding upon
the parties hereto and any employee affected by it.

8.04 If the Arbitrator finds the grievance to be arbitrable, the
Arbitrator shall hear and determine the grievance and shall
issue a written decision setting out the reasons for his decision
and the findings of fact upon which the decision is based and
the decision shall be final and binding upon the parties and
upon any employee affected by it.

8.05 The Arbitrator shall not have any power or jurisdiction to alter,
change, amend or add to or detract from any of the provisions
of this Agreement or to substitute any new provisions for any
existing provisions or to make any decision inconsistent with
the terms of and provisions of this Agreement, nor to deal
with any matter not specifically covered by it, nor to deal with
any matter not contained in the written grievance filed by the
grievor. NO matter may be submitted to arbitration which has
not been properly carried through all previous steps of the
grievance procedure.

8.06 Each of the partics hereto will jointly share the expenses of the
Arbitrator.

ARTICLE9 - MANAGEMENT RIGHTS

9.01 The Union recognizes and acknowledges that the management
of the business enterprises and its facilities, equipment and
direction of the working forces are fixed exclusively in the
Company and without limiting the generality of the foregoing
the Union acknowledges that it is the exclusive function of the
Company to:

a) Maintain order, discipline and efficiency and in connection
therewith to make, alter and enforce from time to time
reasonable rules and regulations, policies and practices
to be observed by its employees, discipline or discharge
employees for just cause provided that a claim by an
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b)

c)

employee that has been discharged or disciplined without
cause may be the subject of a grievance and dealt with as
hereinafter provided;

Select, hire and direct the working force and employees;
to transfer, assign, promote, retire at age 63, schedule and
classify, layoff or recall employees; to plan, direct and
control its operations; to select and retain employees for
positions excluded from the bargaining unit; to transfer
employees into or out of the bargaining unit; to operate
and manage the enterprise in all respects in order to satisfy
its commitments and objectives including those set out in
Article 1.01 hereof,

Determine the location and extent of its operations and
their commencement, expansion, curtailment or discon-
tinuance; the work to be done; the products to be handled,
stored or distributed; the standards of performance; wheth-
er to perform or contract for products and/or services; the
scheduling of work; to pick the number of shifts and adjust
same from time to time to subcontract or transfer work; to
determine the size or composition of the workforce; the
direction of the working forces; to establish, change or
abolish job classification; to shut down permanently or by
day or week or for any other periods; to determine meth-
ods of pay and/or methods, process and means of perform-
ing work, standards of efficiency mid quality of work; job
content and requirements; the use of improved or changed
methods of equipment; the number of employees needed
by the Company at any time and how many shall work in
any job; the number of hours to be worked; starting and
quitting times; methods to be used to ensure security of the
company’s property; and generally the right to manage the
enterprise and its business are solely and exclusively the
right of the Company.
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d) Have the sole and exclusive jurisdiction overall operations,
buildings, machinery and equipment.

9.02 The Company agrees that it will not exercise its functions in a
manner inconsistent with the provisions of this Agreement and
will be fair and reasonable. Failure by the Company to exercise
any of its management rights or other rights shall not be con-
sidered to be an abandonment of those rights.

ARTICLE 10 - DISCIPLINE,SUSPENSIONAND DISCHARGE

10.01 a) An employee, other than a probationary employee, has
the right to be accompanied by a Union Steward (or
Representative if the Union Steward is unavailable) when
he is required to attend a meeting for disciplinary reasons
(counseling is not discipline). The employee and/or Union
Steward must sign the written disciplinary action as an
acknowledgement of receipt of the disciplinary action, not
as an admission of guilt. This does not prevent the disci-
plinary action from being grieved.

by The Company will notify the Union within two (2) work-
ing days of any suspension or discharge and shall state the
reason for the suspension or the discharge.

10.02 The Company will provide the employee with a copy of any
written disciplinary action.

10.03 Any verbal or written warning shall remain on an employee’s
file for a period of twelve (12) months and suspensions shall
remain on employee’s file for a period of fifteen (15) months.

ARTICLE 11 ~ HOURS OF WORK

11.01 The provisions of this Article 11 are not to be interpreted as a
guarantee of, or limitations upon, the hours of work to be done
per day or week or otherwise, nor is it a guarantee of working
schedules but shall serve to assist the parties in computation of
the regular pay and overtime pay
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11.02 a)

b)

)

Where it is not possible to provide for a normal work day
and a normal work week, the Company shall endeavour to
assign the junior employee in the applicable classification,
to such schedule, provided that the Company’s operations
are not adversely affected.

The Company will post shift, break and lunch break
(where applicable) times and will only make changes in
those times in cases of emergency, or upon giving (7)
calendar days written notice and posting said notice on the
bulletin board.

Sorters shall receive fifteen (15) minute paid breaks as fol-
lows:

e For shifts of four (4) hours or more — one (1) break

e For shifts of six (6) hours or more worked — one (1)
break and one (1) unpaid lunch

e  For shifts of eight (8) hours or more worked - two (2)
breaks and one (1) unpaid lunch

11.03 A minimum of one-half (1/2) hour lunch period will be pro-
vided without pay during each day of the normal work week.

11.04 a)

b)

)

For the purposes of this Article and this Agreement, the
work week shall be defined as Monday to Saturday.

A shift starting at or after 10:30 pm on Sunday evening
shall be a Monday shift. Notwithstanding the above, the
Company and the Union may mutually agree to an earlier
start on Sunday.

Persons employed as of August 8, 2006 will not be
required to work a regular schedule which includes a
Saturday and/or Sunday. However the Company may post
schedules that include Saturdays and/or Sundays and offer
those to existing employees. If such schedule including
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11.05

11.06

11.07

Saturday and/or Sunday work is not filled through the
posting procedure, new employees may be hired.

Overtime

It isrecognized by the parties that the needs of the business may
require overtime work as determined by the Company.

The Company agrees to pay time and one half (1-1/2) an
employee’s hourly rate for all hours worked in excess of eight
(8) hours per day or forty (40) hours per week and on the sixth
day of work in a work week even if it is less than forty (40)
hours worked.

An employee shall be paid at double time for all hours worked
on his 7th consecutive day of work. “Day” for the purposes of
this clause, shall mean the calendar day on which the majority
of hours on a shift are worked.

Overtime work will first be offered to employees who are
actually performing the work at the time of the overtime
assignment. Thereafter, the overtime work will be offered to
employees who normally work in the classification where the
overtime is required. If there are insufficient volunteers after
following the above-note steps, the Company shall select the
junior employee(s) in the classification to perform the overtime
work.

ARTICLE 12 - REPORTING PAY AND CALL IN

12.01

Unless employees are notified not to report for work, employ-
ees who report for work at their regular starting time and for
whom no work is available, shall receive not less than four (4)
hours of work at their straight time hourly rate, or if no work is
available shall receive four (4) hours pay at their straight time
hourly rate.

This provision shall not apply if the failure to provide work is
caused by reason of strike or other work stoppage, equipment
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break down, fire, flood, snow storm, power failure or other like
cause beyond the control of the Company.

12.02 Where an employee has completed his shift and has left the
Company’s premises and is called back to work, the employee
shall be guaranteed a minimum of three (3) hours of work at his
straight time hourly rate or time and one-half (1 1/2) for hours
worked, whichever is greater. This shall not apply where the
employee is called in and continues to work his next scheduled
shift or where the employee is asked to continue to work fol-
lowing, his scheduled shift.

ARTICLE 13 -WAGES

13.01 Classifications and rates of pay for bargaining unit employees,
excluding brokers, are set forth in Schedule “A” attached here-
to, and are hereby declared to form part of this Agreement.

13.02 a) When an employee is transferred temporarily, he shall be
paid at the rate of the job to which he transferred or his
own occupational rate, whichever is greater.

If the transfer is for the convenience of the employee or to
avoid a layoff, he shall be paid the rate of the job to which
he has been assigned.

b) When a new classification is created, or there are sig-
nificant changes to current classification(s), the Company
shall determine the rate of pay for such new classification.
If the Union challenges the rate, it shall have the right
to request a meeting with the Company to endeavour to
negotiate a mutually satisfactory rate. If an agreement can-
not be reached, the matter may be referred to arbitration
as provided in this Collective Agreement, within fifteen
(15) working days of such meeting. The decision of the
Arbitrator shall be based on the relationship established
with the rates for other classifications in the bargaining
unit having regard to the requirements of such classifica-

—20—



tion and shall be effective the date the Arbitrator renders
his decision.

13.03 The Company will advise the Union of any new job classifica-
tions thirty (30) days before any new classifications are put into
effect.

ARTICLE 14 - JOB POSTINGS

14.01 a)

b)

c)

d)

When a new job classification in the bargaining unit is
added or additional employees are required or a vacancy
arises in any of the job classifications within the bargain-
ing unit, the Company will post a notice of a vacancy for a
period of three (3) consecutive working days on a bulletin
board. The notice will specify the classification, the wage
scale and the qualifications required for the position. An
employee who wishes to be considered for the position
so posted must do so within the three (3) working days
period by signing the posting and using the form supplied
by the Company. All postings shall show the position, the
route number, the normal hours of work and days off, and
expected duration of the position (if applicable). There
will be a designated location in the depot for postings.

There shall be a maximum of three (3) postings per
branch. A successful bidder may not bid for a further
vacancy within three (3) months of being awarded the first
successful bid or within six (6) months of being awarded
the second successful bid. There shall be no more than
three (3) successful bids in any twelve (12) month period.

In filling any posted vacancy under this Article, seniority
shall govern. If the job posted is not filled as a result of
the posting, or if no suitable applications are received, the
Company reserves the right to hire.

Should the successful applicant for such vacancy be unsat-
isfactory following a minimum of ten (10) working days in
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the new position, he shall be returned to his formerjob and
the vacancy may be filled in accordance with the original
posting.

e) The successful applicant shall be scheduled into his/her
posted position within ten (10) working days from the time
the posting is removed from the board or the announced
start date of the vacancy, or paid the rate of pay for the
posted position or his own rate, whichever is greater.

14.02 a) Any job which is vacant because of illness, accident,
vacation, leave of absence, temporary transfers, temporary
promotion and temporary vacancies, shall not be vacant
for the purposes of this Article.

b) The Company has the exclusive right to temporarily
transfer employees within various job classifications and
the right to direct the work function of all employees.
Temporary transfers shall be transfers of forty-five (45)
days or less, which may be extended by mutual agreement
between the parties.

14.03 Within five (5) working days immediately following the end
of the posting period, the Company will notify the success-
ful candidate and the applicable Chairperson/Union Steward
(Scarborough).

ARTICLE15 - SENIORITY

15.01 Every employee hired by the Company hereafter shall serve a
probationary period of three (3) consecutive months at the wage
stipulated in this Agreement and shall be required to pay Union
dues. In the event of medical, WSIB or bereavement leave
absence during the probationary period, it will be extended by
the length of the period of absence.

During this probationary period new employees shall be
entitled to all rights and privileges of this Agreement, except
with respect to discharge. A probationary employee may be
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15.02

15.03

terminated at any time during his probationary period and such
termination shall be at the sole discretion of the Company.
After completion of the probationary period, if satisfactory, he
shall become a seniority employee. On completion of the pro-
bationary period, the employee’s name shall be placed on the
applicable seniority list with seniority dating from the date he
was last hired by the Company.

In the event more than one employee is hired on the same date,
seniority shall be determined alphabetically.

a) The Company shall compile seniority lists as defined
in this clause, showing each employee’s seniority date,
monthly. Copies of the seniority lists shall be posted on
the bulletin board and copies given to the Chairperson or,
in the case of the Scarborough Branch, to the Steward.

b) Seniority is defined as length of service in the bargaining
unit since the date of last hire. It is understood that an
employee shall have no seniority until such time as he has
become a seniority employee pursuant to Article 15.01.

An employee shall lose all seniority and his employment shall
be deemed to have been terminated if he:

a) Voluntarily quits the employ of the Company;

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

¢) Subject to the Canadian Human Rights Act has not per-
formed work for the Company for a period equal to the
lesser of his period of seniority or fifteen (15) months
or twenty-four (24) months in the case of an absence on
WSIB.

d) Fails to return to work upon termination of an authorized
leave of absence unless prior arrangements have been
made for an extension of such leave except for a bona fide
reason beyond the employee’s control.
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€)

)

h)

i)

i)

Utilizes a leave of absence for purposes other than those
for which the leave of absence was granted;

Fails to return to work within five (5) working days after
being recalled from extended layoff by notice sent by
registered mail, or fails to advise of his intention to return
within three (3) working days following such notice with-
out a bona fide reason;

Upon return to work following illness or disability in
excess of three (3) consecutive working days fails, when
so requested to produce a certificate from a licensed
medical practitioner or licensed chiropractor verifying the
medical necessity of the absence or disability;

Fails to report for work for three (3) consecutive working
days except for a bona fide reason beyond the employee’s
control;

Refuses to consent to a Company requested medical exam-
ination, the cost of which is to be paid by the Company.
Any Company policy regarding drug testing will be in
accordance with applicable legislation. This provision is
not to be used for random drug testing;

Retires;

15.04 Layoffs and Bumping

In all cases of layoff or recall from layoff, the Company will
consider its operational needs and the following:

a)

b)

Bumping to a different classification shall consider knowl-
edge, training, skill and ability of the individual to perform
the work and where these are relatively equal, seniority
will be the deciding factor.

Bumping within the same classification shall be by senior-
ity.
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c)

d)

The term “layoff” as used herein shall mean the imposed
absence from work of an employee by the Company for a
period of five (5) days or more. A layoff of less than five
(5)days shall be termed temporary layoff and in such cir-
cumstances the Company shall not be required to consider
seniority in determining those employees to be temporar-
ily laid off.

Whenever it becomes necessary to reduce the work
force for a period greater than five (5) working days, the
Company shall notify the affected employees forty-eight
(48) hours before the effective date of such layoff. Layoffs
anticipated to be less than 5 days, the Company will
endeavour to give as much notice as possible.

15.05 Any employees laid off shall be placed on a recall list which
shall be available to the Steward on request. Laid off employees
may be used to perform casual work while on layoff.

15.06 a)

b)

Employees promoted or transferred to supervisory posi-
tions or other positions excluded from the bargaining unit
shall accumulate seniority for purposes of this Agreement
for a period of three (3) months following such transfer or
promotion and should such employees return to the bar-
gaining unit within such three (3) month period they shall
retain such seniority for the purposes of this Agreement.
An employee transferred or promoted out of the bargain-
ing unit and returned to the bargaining unit more than three
(3) months after such transfer or promotion shall have,
for the purposes of this Agreement, the seniority of a new
employee at the time of such return.

In order for such employee to accumulate seniority, the
employee will continue to pay Union Dues. Such employ-
ee is not a member of the bargaining unit or subject to the
Union’s constitution and by-laws and is not covered by the
current collective agreement. The employee may opt to
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15.07

waive seniority rights and not pay Union dues which must
be indicated in writing to the Union.

Should an employee transfer to a position outside the bargain-
ing unit in order to cover for an employee on maternity leave
the three (3) months will be extended to the full period of the
maternity leave. The length of leave will be as per the Canada
Labour Code.

ARTICLE 16 - PAID HOLIDAYS

16.01

16.02

An employee will be paid his regular rate of pay for the follow-
ing holidays:

o New Year’'s Day e Labour Day ¢ August Civic Holiday
e Good Friday e Thanksgiving Day e Christmas Day

* Victoria Day e Canada Day * Boxing Day

In each calendar year, each employee who has completed
his/her probationary period, is entitled to two (2) paid floater
holidays to be taken as follows: The employee must notify
the Company, in writing, at least two weeks in advance of the
requested floater day. The floater day will be approved subject
to operational requirements. In the event of a conflict between
two employees requesting the same floater day, preference will
be given to the employee who 1stmade the request.

If the employee passes probation any time from October 1 or
after, they shall have the remaining months of that year plus the
next twelve (12) months to take their floating days.

Commencing January 1, 2008, each employee who has com-
pleted his/her probationary period, is entitled to three (3) paid
floater holidays.

An employee who is required to work on any of the holidays
listed in Article 16,01, shall be paid at time and one-half (1 1/2)
his straight hourly rate for all hours so worked, and in addition,
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he will receive holiday pay, if entitled, to the payment provided
in Section 16.01.

16.03 An employee who is absent on vacation when a paid holi-
day occurs, as listed in Section 16.01, will receive an extra
day’s vacation added to the end of the said vacation period.
Notwithstanding the foregoing, the employee and the Company
may agree to an alternate date.

Employees shall, at their request, forfeit extra days of vacation
and receive one full day’s pay at their normal regular hours and
hourly rate.

16.04 In the event that any of the holidays listed above fall on a
Saturday or Sunday, then the preceding Friday or the follow-
ing Monday respectively will be substituted by the Company
for the holiday, which may be changed by mutual agreement
between the Union and the Company.

16.05 An employee shall be paid for a general holiday upon which he
would normally be scheduled to work were it not for the said
holiday, provided that he has been in the employment of the
Company for at least thirty (30) calendar days prior to the date
of the general holiday and has earned wages on at least fifteen
(15) of the thirty (30) calendar days prior to the date of the
general holiday, and worked his last full scheduled shift before
and his first full scheduled shift after such holiday.

The employee shall be paid the higher of the employee’s regular
scheduled shift or an average of hours worked per day during
the previous thirty (30) days.

ARTICLE 17 - PAY PERIOD

17.01 All employees covered by this Agreement shall be paid in full
biweekly. Each employee shall be provided with a statement of
total hours and gross earnings and an itemized statement of all
deductions made for any purpose.
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17.02 Pay shall be by direct deposit.

17.03 If a Company error occurs in the payroll computation of a bar-
gaining unit member’s pay and the amount is equal to twenty-
five dollars ($25) or more on overtime earnings, or any error
on regular earnings, the Employee shall be entitled, on request,
to receive same as soon as practical but not later than four (4)
days after the error was reported. Any other payroll errors will
be corrected on the next regular paycheque.

17.04 When there is a paid holiday between the completion of a pay-
roll period and the pay day, the unscheduled overtime worked
in the last day (2 or 3 days depending on the number of paid
holidays or bank holidays) of the payroll period will not be paid
until the following payroll period. Any overpayment resulting
from the absence during the last three days of the payroll period
will be deducted from the following payroll.

ARTICLE 18 - VACATIONS AND VACATION PAY

18.01 All employees with one (1) year’s service, but less than five (5)
year’s service shall be given two (2) weeks vacation with pay.
Vacation pay for such employees will be paid on the basis of
four percent (4%) of gross earnings since their last computed
vacation pay period.

18.02 Employees with five (5) years of completed service shall be
given three (3) weeks vacation with pay. Employees will be
paid on the basis of six percent (6%) of gross earnings since
their last computed vacation pay period.

18.03 Employees with ten (10) years of completed service shall be
given four (4) weeks vacation with pay. Employees will be paid
on the basis of eight percent (8%) of gross earnings since their
last computed vacation pay period.

18.04 Employees with fifteen (15) years of completed service, shall
be given five (5) weeks vacation with pay. Employees will be
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18.05

18.06

18.07

paid on the basis of ten percent (10%)of gross earnings since
their last computed vacation pay period.

Employees with twenty-five (25) years of completed service
shall be given six (6) weeks of vacation with pay. Employees
will be paid on the basis of twelve percent (12%) of gross earn-
ings since their last computed vacation pay period.

Employees who sever or have their employment severed, shall
receive with their last pay cheque all vacation pay to which they
are entitled.

Effective January 1, 2008 the vacation scheduling years shall be
the calendar year, January 1stto December 31st.

a)

b)

c)

d)

On September 1st of each year, the Company shall post a
list upon which the employees shall indicate their vacation
preference. All employees shall give their preference of
vacation at the latest by October 15th. Employees failing
to sign for their choice of vacation at the selection period
will not be allowed to displace junior employees at a later
date and will be assigned to the remaining available weeks
by seniority.

On November 30th, the Company shall post the final
vacation schedule. After November 30th, no vacation
may be changed without the consent of the employee or
employees concerned, and the Branch Manager, unless an
emergency arises.

The Company shall have the exclusive right to schedule and
assign vacations provided that the Company will attempt
to schedule employees vacation taking into account, the
employees’ seniority and preference so long as the opera-
tions of the Company are not adversely affected.

An employee’s third, fourth, fifth and sixth weeks of vaca-
tion shall be taken at a time mutually agreed upon between
the Company and the employee.
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e) Vacation entitlement not scheduled by September [st
in the vacation year in which it is to be taken shall be
scheduled by the Company after giving the employee one
week’s written notice.

£y  Vacation pay shall be calculated on the basis of vacati-
onable earnings in the calendar year prior to the year in
which the vacation is scheduled. Vacation entitlement
shall be determined in accordance with the provisions of
Articles 18.01 through 18.04 inclusive.

) Employees with less than 1 year of completed service as of
December 3 1steach year will earn vacation time at the rate
of 0.833 days per completed calendar month and four per-
cent (4%) vacation pay calculated on vacationable earn-
ings from date of hire to the final pay date in December of
the year of hire. New hires with less than 1 year completed
service as of December 31st will be able to take the days
earned in the following calendar year.

h) Employees with a hire date from the 1stto the 15th of the
month will accrue time for the full month for the initial
accrual in the year of hire as well as in the year of eligibil-
ity change to 3 weeks, 4 weeks or 5 weeks of vacation.
Employees with a hire date from the 16thto the end of the
month will accrue time beginning on the 1st of the follow-
ing calendar month. All time earned will be taken in the
following calendar year.

18.08 Vacations are not cumulative - i.e. Vacations earned may not
be postponed from one (1) year to another and must be taken
during the year of entitlement for such employee.

18.09 Upon request, an employee shall receive his vacation pay
together with the last pay preceding his leaving for vacation.
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ARTICLE 19 - LEAVE OF ABSENCE

19.01 A seniority employee may be granted leave of absence without
pay at the Company’s discretion based on the operational needs
of the Company.

19.02 Bereavement

a)

b)

c)

d)

e)

In the event of a death in the immediate family, an
employee shall be allowed time off with pay for three (3)
consecutive working days immediately following the date
of death or the date on which the Employee became aware
of the death, up to five (5)working days after the death.
Paid bereavement leave may be deferred up to one (1)
week, at the Employee’s request if the employee requires
out of town travel to attend funeral arrangements.

The employee shall be paid for the number of hours he
would have normally worked at his regular straight time
rate.

Immediate family shall mean, brother, sister, father-in-law,
mother-in-law as well as any relative permanently residing
in the employee’s household or with whom the employee
permanently resides.

If more time is required for any reason relating to the
death, a leave of absence may be granted.

In the event of death of the mother, father, spouse or child,
an employee shall be allowed time off with pay for five (5)
consecutive working days immediately following the date
of death or the date on which the Employee became aware
of the death, up to five (5)working days after the death.
Paid bereavement leave may be deferred up to one (1)
week, at the Employee’s request if the Employee requires
out of town travel to attend funeral arrangements.

In the event of death of the grandparents or spouse’s
grandparents, brother in law or sister in law, an employee
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shall be allowed time off with pay for one (1) working
day no later than the first scheduled working day after the
funeral or the date on which the Employee became aware
of the death, up to five (5) working days after the death.
Paid bereavement leave may be deffered up to one (I)
week, at the Employee’s request if the Employee requircs
out of town travel to attend funeral arrangements.

19.03 Child Care Leave

Employees are entitled to the childcare leave provided for in the
Canada Labour Code. Any improvements to the Canada Code
will be implemented immediately.

19.04 Juror or Subpoenaed Crown Witness

An employee who is selected for service as a juror or sub-
poenaed as a crown witness, will be compensated for loss
of pay from the employee’s regularly scheduled hours at the
employee’s regular hourly rate less the fee received for services
as a juror/witness. However, after the employee has completed
jury/witness duties, the employee is required, when practical, to
return to the Company’s premises to complete the employee’s
remaining normally scheduled work day.

ARTICLE20 - SAFETY AND HEALTH

20.01 The Company and the Union agree on the importance of estab-
lishing and maintaining a healthy and safe work environment
for all of their employees and agree to comply with the provi-
sions of the Canada Labour Code, Part II.

20.02 Canada Labour Code

A copy of the current Canada Labour Code will be posted in
the workplace.
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ARTICLE 21 - GENERAL

21.01

21.02

21.03

21.04

21.05

The Company will furnish the Union a Bulletin Board, with a
plastic sliding door for the use of the Union for notices and offi-
cial papers. Notices will be posted only by the authorized Union
Representatives after being approved by the Branch Manager
and/or his designate.

The Company shall pay the applicable hourly rate to all
employees compelled to attend company meetings.

An employee will be paid for all time spent in assigned training
at their applicable hourly rate.

No employee will be required to cross a picket line where there
is a reasonable concern for the safety of the employee.

Any Bargaining Unit member shall be allowed reasonable
time to inspect their own Personnel file in the presence of the
Company, during normal business hours and with minimal
disruption to the operation. Any representative of the Union, as
described in Article 6, acting on behalf of the Bargaining Unit
member, may inspect the Bargaining Unit member’s disciplin-
ary record.

ARTICLE 22 - BENEFITS

22.01

The Company agrees to continue to make available the health
and welfare plans in force at the time of the signing of this
Agreement to those seniority employees who are actually on
the payroll of the Company, but only while such employees are
not on lock-out, strike or layoff. The benefits shall be as more
particularly described and set forth in the respective plan docu-
ments and policies of insurance, attached hereto. The Company
will have the right to select the carrier of its choice in respect
of any of the above benefits. For those employees on Workers’
Compensation, benefits shall be made available as per the terms
of the Workplace Safety and Insurance Act.
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22.02

22.03

22.04

22.05

Effective upon ratification:
Vision - $200.00 every 2 years
Chiropractic - $25 per visit, $400.00 maximum per year

Any dispute over payment of benefits under such plans or
policies shall be adjusted between the employee and the insurer
concerned. The Company will use its best efforts to assist in
settling any such disputes.

Notwithstanding anything to the contrary in the provisions of
this Agreement, the benefits and plans of insurance are quali-
fied in their entirety by reference to the underlying policies and
contracts of insurance or statutes or regulations. The responsi-
bility rests with the employee to complete all eligibility require-
ments of the existing carriers of all medical, health and welfare
benefits under this Collective Agreement.

The Company will arrange and pay the premiums for a weekly
indemnity plan on a 1/1/8/15 basis at sixty percent (60%)of the
employee’s gross earnings, up to the E.I. maximum, provided
that one hundred percent (100%) of the E.I. premium rebates
accrues to the Company.

For ,employees who have completed one year of service, the
Company will match employee contributions of two percent
(2%) of gross earnings from the Employer.

The employee may opt in or out of participation or authorize
a greater deduction during the last pay period in November for
the next calendar year. The initial enrolment shall be the 1stpay
period of January, April, July and October of each year. All con-
tributions shall be locked-in for the duration of employment.

ARTICLE23 - COPIES OF AGREEMENT

23.01

The Company shall have the text of the Collective Agreement
printed in pocket book form by a unionized printing shop. The
printing costs shall be shared equally between the Company
and the Union.
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ARTICLE 24 - DURATION

24,01 3 years from expiry of former collective agreement with lan-
guage changes effective from date of ratification.

January 27, 2006 —January 26, 2009

And unless either party gives the other party written notice of
termination or of a desire to amend the Agreement, then it shall
continue in effect, without change, from year to year thereafter
until terminated in the manner hereinafter provided.

Notice that amendments are required, or that either party
intends to terminate the Agreement, shall be given during the
period of not more than ninety (90) days and not less than thirty
(30) days, prior to the termination date or anniversary date,
in the event of any subsequent yearly extension as provided
above.

ARTICLE 25 - LETTERS OF UNDERSTANDINGAND
SCHEDULE*“B”

25.01 Thereare no letters of understanding or other agreements except
those specifically referred to in the Collective Agreement and
Memorandum of Settlement.

Dated at Toronto, Ontario this 14th day of September, 2006.

For th7 Compan For the lﬁnio 2

/ ( gt / Y / 72,
Carol Boucher, Vice President, HR Hussein Awale, Bargaining Unit Chair
£ ploihtre T

Cathg Chisholm, Directjojj Central Region Ismail Abdi, Torgato Steward
Lyne«??;on, carborough Branch Manager Ab{%Ahmed S/jc{rough Steward
oy

Michael O* Neifl, Toronto Branch Manager Ken Cole, Presxdem/Busmess Agent
Local 333
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SCHEDULE“A”

WAGE RATES
YEAR 1
Classificati Rate of Pay
asstlication Eniry 6-month | 12-month| 24-month | 30-month
SORTER YT 9.08 9.19 9.40 12.16
WAGE RATES
YEAR 2
Classification Rate of Pay
Entry | 6-month | 12-month| 24-month| 30-month
SORTER | 943 | 954 | 965 | 987 | 1277
WAGE RATES
YEAR 3
Classification Rate of Pay
Entry 6-month | 12-month| 24-month | 30-month
SORTER 9.80 9.92 10.03 10.26 13.28
LUMP SUM PAYMENTS

The employees who received the 1% wage supplement during year 3
of the last agreement and those employees whose rates are above the
new top rate in the first year of the agreement will receive a one-time
lump sum payment at the end of the first complete pay period follow-
ing ratification as follows:

$250.00 Pro-rated according to normal number of hours scheduled
based on 8 hour days

The employees whose rate is above the new top rate in any subsequent
year of the collective agreement will receive a one-time lump sum
payment of $250 at the start of that year.
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All lump sum payments will be subject to all deductions required by
law and the collective agreement.

Woage Progression Casual Employees

Casual employees shall progress on the wage schedule based on the
formula that twenty (20) days worked equals one month.

Changing Classifications

Should an employee post into a higher classification the employee will
enter the higher classification at the same level in the wage grid as he
was in the lower classification. The employee will then progress to the
next level on the wage grid in the allotted time frame.

Lead Hand Premium

The Company will post onto the bulletin board(s) all vacancies for
Lead Hand positions providing an opportunity for all employees to
apply.

The Company will make the selection at its sole discretion and such
selection shall not be subject to any provisions in the Collective
Agreement including, but not limited to, seniority, job postings and
grievance procedures.

The parties agree to a Lead Hand rate of seventy-five cents ($0.75) per
hour over and above the employee’s normal rate of pay.

The employee selected as Lead Hand may be returned to their original
position at their request or at the Company’s request.
Shift Premium

A shift premium of thirty-five (35) cents per hour for all hours worked
on a shift when four (4) hours or more fall between 9:00 p.m. and
6:00 a.m.

Commencing in the 2nd year of the Collective Agreement, the shift
premium referred above will be fifty (50) cents per hour.
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Fork Lift Operator Premium

A premium of $0.30 per hour shall be paid for all hours worked on a
shift in which the employee has operated the Forklift for the purpose
of moving customers’ goods as assigned by management.

Hub Operation (Horner Branch) Cross Dock Work Premium

A premium of $0.30 per hour shall be paid for all hours worked on
the PM and AM shifts in which a Sorter at the Horner branch has been
assigned by management to work the Cross Dock operation.

Persons who receive the Cross Dock Work Premium and who oper-
ate the forklift shall not be entitled to receive the Forklift premium in
addition to the Cross Dock premium.
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Letter of Understanding
Between

ICS Courier Services (A Division Of Information
CommunicationsServices (ICS) Inc.)

(“the Company™)
-and-

Communication, Energy and Paperworkers
Union of Canada and its Local 333

(“the Union)
The parties hereto agree to the following:

Should an employee desire to transfer between the bargaining units
in the Toronto/Scarborough, Cambridge, Barrie and Stoney Creek
branches, the employee will submit the request, in writing, to the
Branch Manager at the Branch to which the employee wishes to be
transferred and the Human Resources department. Prior to the hir-
ing of a new employee in another Branch, the Company will give
consideration to the employee’s Branch transfer request subject to the
following conditions:

e The employee transferring to another Branch will go to the bot-
tom of the seniority list

e  The Employee will relinquish all seniority rights from the Branch
from which the employee has transferred

e  The Employee will carry wages and benefits entitlement to the
new Branch

e A declined transfer by the employee will nullify the transfer
request

e  Transfer requests must be renewed annually in order to be con-
sidered
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e  The Human Resources department will date stamp the request on
receipt and forward a stamped copy to the employee

Dated this 21st day of July, 2000.
For thq Company:

/(Q/w-/ A

Carol Boucher, Vice President, HR

Cathez‘ Chisholm, Direct: Central Region
ynz,j(ﬁ?son ca.rborough Branch Manager
v

Michael O’Neill, Toronto Branch Manager
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,/wa,‘ﬂ,

Hussein Awal'e, Zgajning Unit Chair
AN

Ismail Abdi, Torgato Steward

.

i
Abdiraz Ahmed,vg‘c%érough Steward
7/
2

L
Ken Cole, President/Business Agent
Local 333



Letter of Understanding
Between

ICS Courier Services (A Division Of Information
CommunicationsServices (ICS) Inc.)

(“the Company™)
-and-

Communication, Energy and Paperworkers
Union of Canada and its Local 333

(“the Union)
The parties hereto agree to the following:

During 2003 negotiations the parties agreed that addition of workload,
introduction of scanners, introduction of menu driven data entry,
new mechanical devices, including conveyors were all examples of
changes which would not constitute “significant change”.

The parties further agreed that none of the changes made in the
Company during the time period 1996 through 2003 constituted “sig-
nificant change” and that neither party could identify potential opera-
tions changes which would constitute “significant change”.

Dated this 12th day of June, 2003

For thg Company: ’ For the ﬁnio :
/) /
ONE
T T T
Carol Boucher, Vice President, HR Hussein Awa}g, gaining Unit Chair
ﬂ £ M!—éyy«/ AN

Cth&;insholm, 1rectf Central Region Ismail Abdi, Torgato Steward
A 3sJi e

Wborough Branch Manager Ab(ﬁ/ Ahmed, S’?@rough Steward
,cr/) & U.Zp ,/\z , -

- |-
Michael O’Neill, Toronto Branch Manager Ken Co e, President/Business Agent
Local 333
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Letter of Understanding
Between

ICS Courier Services (A Division Of Information
Communications Services (ICS) Inc.)

(“the Company™)
-and-

Communication,Energy and Paperworkers
Union of Canada and its Local 333

(“the Union)
The parties hereto agree to the following:

No person employed as of August 8, 2006 will be required to work

a schedule of less than four (4) hours per day unless mutually agreed
between the parties

Dated this 9th day of August, 2006

For th? Compan; For the ﬁnio :
(" o f //\ iz,

Carol Boucher Vlce President, HR Hussem Awale, Bargaining Unit Chair

2 fthichtrn M s

Cathg Chisholm, Directog, Central Region Ismail Abdi, Torgato Steward

M')/J’V\B
on, carborough Branch Manager Abdirazglf Ahmed, @érough Steward
R,

Michael O*Neill, Toronto Branch Manager Ken C(;\e PresndenrJBusmess Agent

Local 333
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Letter of Understanding
Between

ICS Courier Services (A Division Of Information
Communications Services (ICS) Inc.)

(“the Company™)
-and-

Communication, Energy and Paperworkers
Union of Canada and its Local 333

(“the Union)
The parties hereto agree to the following:

By December 31st, 2007, the Company will provide employees with
a statement of the amount of vacation pay in their vacation accrual
as of that date. This vacation accrual will be used to pay for vacation
entitlement in the 2008 calendar year.

In the event the amount of the vacation pay accrued is not sufficient to
cover the employees’ vacation time entitlement in 2008, upon request
the Company agrees to pay an advance to the employees to top up their
vacation accrual to ensure employees have sufficient vacation pay to
cover their 2008 vacation time entitlement.

The employees agree to reimburse the Company an amount equivalent
to one day’s pay, on each pay period, until such advance has been
repaid.
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Dated this 9th day of August, 2006
For the Company:
f

o N\

Carol Boucher, Vice President, HR

L oot

Catherine.Chisholm, Direct
PaN - ) :J'

[/

Lynzm/fa?:ﬁ?rbomugh Branch Manager
€ p £ Ua[p
K

Michael O’Neill, Toronto Branch Manager

Central Region
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For the Iﬁnio :
Sl
Husseiﬁ Awaje':, rgaining Unit Chair

K
Is%:i;Tor o Steward
i ya

Abdiraz Ahmed,,S’c&jérough Steward
% 7
o y

-
Ken Co‘ie, President/Business Agent
Local 333




