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TOALL G4S TEAMSTERS IN
NEW BRUNSWICK & P.E.IL.

RESPECT ISA TEAMSTER CONTRACT

December 3, 2007
Dear G4S Sisters and Brothers,

As the Director of the Armoured Car Division for Teamsters
Canada | would like to take this opportunity to congratulate
everyone for a job well done during the negotiations and
ratification of the New Brunswick and Prince Edward Island
G4S Collective Agreement. The negotiating process is al-
ways a stressful time and although there were many hurdles
to cross, we proved that working together as a team we can
achieve anything.

I would like to assure the membership that you have taken
great strides towards being part of the best collective agree-
ment within the Armoured Car Industry in Canada and you
have moved one step closer to a collective agreement that
brings you more in line with the rest of the Country.

The time is now to commence the rebuilding of the rela-
tionship not only between the Employees and the Employer
but also within the Bargaining Unit itself. We will utilize
the next couple of years to mend bridges and move forward
with renewed solidarity and focus on working with G4S to
ensure that this employer remains as the foremost Armoured
Car Carrier within Canada. This is a job that will rest on
each and every one of us from the membership to the Lo-
cal Union and G4S management. It is important to remem-
ber that you are not an isolated group tucked away in the
Eastern Region of the country. You must always remember
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that you are part of the larger Teamster family and in order
to make the process work you must rely on that extended
family. Teamsters Canada had the foresight to realize that
the Armoured Car Industry is growing rapidly and in order
to ensure parity the Teamsters and our members must work
together. In part because of this rapid growth, and because
of the increasing numbers of Armoured Car members across
the country, Robert Bouvier, President of Teamsters Canada,
was instrumental in developing the Armoured Car Division.
This allows for a collective Teamster voice to be heard from
Coast to Coast and shows other Unions and Employers alike
that the Teamsters are a force to be reckoned with, At the
same time we continue to work alongside the Company and
its management teams across the country, to ensure that G4S
retains its strong grip on the Armoured Car Industry, which,
in turn, will ensure our members sustain their standard of liv-
ing, the health and pension benefits and one of the foremost
compensation packages in the Industry.

In closing | want to thank the entire negotiating committee
for their hard work and initiative to see this most important
set of negotiations through to the end. There will always be
issues to be addressed, but I’m confident that with the dedi-
cated leadership of the Stewards, the assistance of the Chief
Steward from Ontario, the ability to see the larger picture
through the Armoured Car Division and Teamsters Canada
we will move forward together and prove to the industry,
once again, that the Teamsters Union and G4S are the pro-
vider to be reckoned with in the Armoured Car industry
within Canada.

In Solidarity,
John McCann

Armoured Car Director
Teamsters Canada
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December 2007

ES—

Group 4 Securicor

Dear Fellow Employee:

This is your collective agreement. The collective agreement
covers the terms and conditions of your employment as ne-
gotiated between your union representatives and the Com-
pany. There has been significant change in the three years
since your last agreement was ratified. Globally, Securicor
and Group 4 Falck merged to form G4S and in Ontario we
purchased our formidable competitor Universal ATM Ser-
vices.

The vision of G4S Cash Services is to be the preferred pro-
vider of cash logistics services. Your union, the Teamsters,
have shown leadership in working with the Company to
fashion an agreement that sends a clear message to our cus-
tomers and potential customers —*“We want your business!”

In addition, this collective agreement recognizes the Compa-
ny’s positive direction towards new crewing initiatives that
will improve employee safety and allow us to continue to be
competitive and lead the industry with new offerings for our
current and future customers.

This agreement was reached with the shared expectation
that we will work together to be successful in reaching our
common goals. Everyone has a part to play. What we have
built here is a true partnership with you, our employees. As
partners we want you to feel empowered to participate in
moving the Company forward to achieve its vision.
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| look forward to the contribution of your efforts to make
G4S Cash Services the “Employer of Choice” in cash lo-
gistics.

Yours truly,

Ed Jamieson
Chief Executive Officer
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Group 4 Securicor

HISTORY

1930s
The company started business in 1935, with a dozen bike-
riding guards dressed in ex-police uniforms, who were em-
ployed to pedal between large, residential homes in London
to deter burglaries. Night Watch Services as it was called
soon flourished until the outbreak of the Second World War
in 1939 when it was reduced to just one employee.

1940s

When peace returned in 1945 the security company was re-
vived and moved into industrial security with a permit to
protect factories and commercial buildings. Applicants had
to provide details of 20 years’ continuous employment, or
an employment history back to their school days, as well
as supplying personal references. Induction and on-the-job
training were also established, creating a policy which con-
tinues to this day.

1950s
By now Securicor employed 300 guards in the London area.
Night Guards became known as “the Security Corp”, but
the name was considered too official and too military by the
Home Office. Hence the verbal amalgam, which has since
become one of the most famous corporate names in the UK
- Securicor - was born.

1960s
The 60s saw a period of major expansion for Securicor. Its
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service portfolio grew with the acquisition of the Armoured
Car company for cash-in-transit work. With this came the
realisation that banks not only required the secure transpor-
tation of cash, but also a standard delivery service for their
cheques and other bank data, hence the Data Delivery Ser-
vice was born. Van drivers were soon being asked to add
parcels to their delivery routes and it wasn’t long before Se-
curicor was offering a fully-fledged parcel delivery service.
The installation of a radio communications network, which
kept track of the cash in transit vehicles as well as providing
a link to static guards, was the catalyst for the development
of Securicor’'s communications expertise.

Securicor also started to establish businesses overseas. A
venture into Malaysia with two cash in transit vans modified
for the tropics was followed by a base in Hong Kong and the
way to building a successful business in the Far East was
established.

1970s

Expansion continued in the 70s when Securicor acquired
two hotels, a vehicle bodyworks business enabling it to de-
sign and build its own armoured vans, and an electronic en-
gineering company so that it could develop alarm systems.
Additionally Securicor prospered from a lengthy strike by
government postal workers, which saw its parcel delivery
service flourish. Overseas new continents opened up further
opportunities for Securicor and operations were set up in
Kenya, Malawi and Zambia - these operations today employ
nearly 20,000 people. Ventures into Europe and the Middle
East also followed.

1980s
By now, Securicor had the capacity to offer its customers
comprehensive security cover, from human guards to elec-
tronic surveillance. The parcels business was flourishing and
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distribution terminals were built around the country. Interna-
tional commitments also grew and further acquisitions and
partnerships were formed in the Caribbean to add to those
already well established in Africa and Hong Kong.

1990s
The activities of yesterday provided the Securicor of the
90’s with an unrivalled reputation for trustworthiness and
integrity. In the field of security Securicor became the UK’s
leading Cash Services Company. Offender management and
monitoring were added to the portfolio as well as CCTV
monitoring and even meter reading.

Securicor became one of the UK'’s leading distribution com-
panies providing not only same day services but also logis-
tics and supply chain management services. The radio-con-
trolled network of the 1950s had grown up and in its place
were innovations in the field of wireless communications,
automatic vehicle location systems, private mobile radios
and integrated communications systems.

Global expansion continued and Securicor operated in over
30 countries around the world, where we also lead the mar-
ket in many areas.

Securicor, The People Business, a book detailing the history
of Securicor is available.

2000s
The 21st Century has seen the birth of Group 4 Securicor
(G4S). The merger of Group 4 Falck’s security business
with Securicor was completed in July 2004. G4S is now
the world’s leading international security solutions group,
operating in over 100 countries employing approximately
470,000 employees. The Canadian arm of G4S was estab-
lished in March 2000 and has included, through acquisi-
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tion, such well known cash services companies as Loomis,
Pinkerton and Universal ATM Services.

G4S continues to be a leader in the security industry main-
taining the highest in industry standards. Our state-of-the-art
armoured vehicles have the most up-to-date security, GPS
and detection systems available. Vehicles have both cellular
and satellite equipment with full back up systems and are
monitored by satellite. High security locks, deadbolts, se-
cured lockers and personnel drum with weight scale, arejust
a few of the security measures taken. The efforts made in the
fields of technology, supportservice and training continue to
ensure G4S maintains its reputation as a leader in the field
of cash management.

’
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TEAMSTERSHISTORICAL OVERVIEW

INTERNATIONAL

BROTHERHOOD

OFTEAMSTERS
1 400 000 members

TEAMSTERS CANADA
130 000 members

TEAMSTERS NOVA SCOTIA,
NEW BRUNSWICK, PEIl
2 000 members

—1X —



TEAMSTERS CANADA

In recognition of the special needs and aspirations of its
Canadian membership, the International Brotherhood of
Teamsters created the Canadian Conference of Teamsters in
1976. Our Conference is one of the five Area Conferences
in the Teamsters union.

The Canadian Conference has a unique status as a
national Conference in a sovereign country. The Canadian
Conference is now called Teamsters Canada.

Teamsters Canada is comprised of 45 Local Unions,
representing /30,000 workers in all major industries. Our
members work in all ten provinces and both Northern
Territories.

The objectives of Teamsters Canada are: To establish
national policies which benefit our members; to coordi-
nate Local Unions actions; to provide services includ-
ing Research, education, Organizing, political action and
Communications; and to represent Canadian Teamsters
within our International Union.

Teamsters Canada is managed by an elected President
and nine (9) Executive Board Members of elected Officers
representing all regions of the country.

The Canadian Teamsters are united to build the
future. The Canadian Executive Board work together on
behalf of the Canadian Membership, and they are commit-
ted to a team approach with the rest of the labour Movement
in advancing the cause of all working men and women in
Canada.

Teamsters Canada is affiliated with the Canadian
Labour Congress (CLC).
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British Columbia
30,000 members

Quebec
39,000
members

Alberta sm————p "

7,000 members W& 31

Saskatchewan A

1,000 members

Newtoundlan«
1,000 member

Manitoba
2,500 members Ontario

41,000 members Nova Scotia/New Brunswick
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TEAMSTERS CANADA

TEAMSTERS UNION SERVICES
CANADA SERVICES
— Research — Negotiation/Collective
—-Governmental Affairs Bargaining
— Education — Grievance and
— Communications Arbitration Procedure
— Recruiting — Health and Welfare
— Out-of-work Benefits Program
— Healthand Safety — Pension Plan Program
— Human services — Job Security

— Legal Assistance
TRADE DIVISIONS — Political Action
— Brewery, soft Drink —-Governmental
— Construction Representation
— Dairy and Bakery — Workplace Safety
— Warehouse and Insurance Board
— Movieand Trade Union Advocacy
— Chemical and Energy — HumanRelations
— Printingand Newspaper — Education
— Industrial Trades — Research
— Courier — Members Scholarship
— Freightand Cartage — Healthand Safety
— Airline Program
—Rail — UnionPublication
— Armoured Cars — Communications

— Credit Card Program
These divisions facilitate — Public Campaign
the broadcasting of — Charity Sponsorship
information between local — Retirees Program
sections involved in the — Recruiting
same industry. It is an — Out-of-WorkBenefits
excellent platform to settle — Accounting System
the problems which arise in (TITAN)
their specific sectors
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WHAT DO YOU GET FOR YOUR UNION DUES?

e Higher than average wages and benefits. According to
recent Government statistics, unionized workers make,
on average, 38% more in wages and benefits than non-
union workers in the same industries. This fact alone
makes your union dues an outstanding investment in
your future.

® Job Security. Your Union will not let you be fired or
disciplined without just cause, and it is up to manage-
ment to prove just cause. Every year the Union spends
tens of thousands of dollars in grievance and arbitration
expenses just to protect your rights. If you are unjustly
discharged, your Union will spare no expense in getting
you back to work. Does a non-union worker have that
kind of security?

e Grievance Procedure. Even the smallest contract rights
are vitally important to your Union. Are non-bargaining
unit people doing your work? Were your bumping rights
ignored? Have you been unfairly disciplined for a very
minor mistake? The grievance procedure allows the
Union to go to bat for you. In a non-union workplace you
have no rights except what management chooses to allow
you. Via the grievance procedure, workers have the right
to talk back if they feel they have been treated unfairly.

® Problems with the Workplace Safety and Insurance
Board or Employment Insurance. The Union has the
expertise to cut the red tape and represent you to Govern-
ment agencies. These services are free to you, should you
ever need them. Non-union workers are usually in the
dark and left out in the cold with respect to these matters.
They can only turn to expensive lawyers for help.
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e TaxDeduction. Each year when you fill out your income
tax return, you deduct the amount you've paid in Union
dues from your income. That means you pay less income
tax.

In short, dues pay for legal representation, educational pro-
grams, help worker's compensation problems, strike benefits,
the cost of offices and meeting halls, newsletters, and other
resources, such as pay equity or health and safety expertise.
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WHO IS YOUR UNION STEWARD?

Your Union Steward is an elected front-line representative
of the Teamsters Union in your workplace. It is his or her
duty to give you advice on your rights and to represent you
to management in the first stage of the grievance proce-
dure.

The responsibility of the Steward is to enforce the Collective
Agreement. The means by which the Collective Agreement
is enforced is called the grievance procedure. Without the
Steward to enforce it, even the best Collective Agreement
would only amount to a collection of well-chosen words - a
worthless piece of paper.

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

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

Never ask your Union Steward to look into a violation of
your contract rights unless you are willing to file a grievance,
if necessary. Their time is as important as yours. Your Stew-
ard can assist you in winning your rights under this Collec-
tive Agreement, but only if you are willing to see it through.
Management cannot deny anyone the right to file a grievance
and has to accept the grievance as presented to them.

Despite the trouble involved in the job, being a Union Stew-
ard can be a rewarding and educational experience. If you are
not afraid to ask that your legal contract rights be respected
by management and if you also enjoy helping people, talk to
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your Union Representative. You might make a good Union
Steward.

To most workers, a Union represents security in the work-
place, dignity on the job and a means to a better life. There-
fore, enforcing the contract provisions through the grievance
procedure is important because the rights and interest of the
Union members are protected and guaranteed.
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INTERVIEWS OR INVESTIGATIONS

As a Teamster Member, you have rights on thejob:
Know Them- Use Them

Union members have the right to representation by their
Stewards or Union Officers during conversations with the
supervisor that could potentially lead to discipline or ter-
mination. If you believe the conversation is disciplinary in
nature, follow these steps:

1) Demand union representation:
Ask for Union representation before the interview.

2) Refuse to proceed without union representation:
If management refuses to allow you representation, stay
in the room, but let management know that the meeting
should start only once your right to a Union Steward is
respected.

3) Union representation is a fundamental right:
The right to a Union Steward is the Union’s right as well
as yours. Be sure to stand up for this very important
right.

What should you say:

“If this discussion co:ld in ary way lead to my being disci-
plined or terminated. or affect my persorcl working condi-
tions, | request that my Union Steward or Union Officerbe
present at this meeting. Without representation. | choose not
to answer any questions.”

This is what your Steward can do for you:

Union representatives when summoned to the interview will:
¢ Be informed of the subject matter of the interview.

o Hold a private pre-interview conference with the employee.
@ Speak during the interview.

® Request clarification of questions.

e Advise the employee on how to answer questions.

@ Provide additional information once the interview is over.
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OCCUPATIONAL
HEALTHAND SAFETY LAW
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THE OCCUPATIONAL HEALTH AND SAFETY ACT

CANADA LABOUR CODE

Most work-related disabilities can be avoided if both man-
agement and workers live up to their responsibilities under
The Canada Labour Code - Part III. Here is a quick guide
to the Act. For details, refer to the Regulations Respecting
Occupational Safety and Health made under Part II of the
Canada Labour Code.

Employer’sDuties:
Among other things the employer must:

Provide information, instruction and training so that the
employee can work in a safe manner.

Acquaint the worker with any workplace hazard.
Appoint a competent person as Supervisor.

Co-operate with and assist the Health and Safety Com-
mittee and representative.

Take every precaution reasonable for the protection of
the worker.

Supervisor’s Duties
A Supervisor must:

Ensure that the worker works in a safe manner and uses
all the equipment, protective devices or clothing that is
required.

Advise a worker of any potential or actual danger to
health and safety.

Provide written safety instructions, where required.

Be familiar with the Act and Regulations.

Ensure that the vehicles and mobile equipment used by
the employees in the course of their employment meet
prescribed safety standards.

Comply with every oral or written direction given to the
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employer by a safety officer concerning the safety and
health of employees.

rkers’ Obligations

Use all safety equipment and wear all protective clothing
required by the employer.

Report any potentially unsafe condition or defect in safe-
ty equipment to your Supervisor.

Obey the Health and Safety law and all regulations and
report any violations of the law or regulations to your
Supervisor.

Take all reasonable and necessary precautions to ensure
the safety and health of the employee, the other employ-
ees and any person likely to be affected by the employ-
ee’s acts or omissions.

Comply with all instructions from the employer concern-
ing the safety and health of employees.

Co-operate with the safety and health committee es-
tablished in the workplace where the employee is em-
ployed.

Report in the manner prescribed every accident or other
occurrence arising in the course of or in connection with
the employee’s work that has caused injury to the em-
ployee or to any other person.

Comply with every oral or written direction of a safety
officer concerning the safety and health of employees.

Workers’ may not:

Remove or turn off any safety device.

Use any equipment or work in a manner which may en-
danger yourself or another worker.

Engage in horseplay of any kind.
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The Right to Refuse Unsafe Work

If you encounter an unsafe condition at work, your first obli-
gation is to report it to your Supervisor. Once you have done
that, you may refuse to work at ajob or task where you have
reason to believe that:

® Any machine or equipment you are supposed to use is
likely to endanger yourself or another worker, or

e The condition of the workplace itself is hazardous.

An employee may not refuse to use or operate a machine or

thing or to work in a place where:

o The refusal puts the life, health or safety of another per-
son directly in danger: or

o Thedanger referred to is inherent in the employee’s work
or is a normal condition of employment.

You must promptly notify your Supervisor of your refusal.
He must then investigate the matter in your presence and that
of a Health and Safety Representative of the workers (nor-
mally the Steward or a member or the Health & Safety Com-
mittee). If the Supervisor orders you back to work and you
are still not satisfied that the job is safe, you may continue
to refuse to work, provided you have reasonable grounds to
believe the condition still constitutes a hazard.

At this point, a Safety Officer must be called in. While you
are waiting for him, the Supervisor can request that someone
else perform the job provided that he is informed that the
job was refused and the reasons for the refusal. This sec-
ond worker also has the same right to refuse. The refusing
worker may be assigned reasonable alternative work, subject
to the Collective Agreement.

The decision of the Inspector is final. Although his order
may be appealed to the Board, you must return to the job if
he so orders, pending the outcome of such appeal.
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FOR QUESTIONSABOUT OCCUPATIONAL
HEALTH & SAFETY

Canadian Centre for Occupational Health & Safety -
1-800-668-4284

Website: www.CCOHS.ca
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ARTICLE 1 - PURPOSE OF AGREEMENT

1.01 The Union and the Company agree that the general
purpose of this Agreement is to promote co-operation and
harmony, to recognize mutual interests, to promote a chan-
nel through which information and problems may be trans-
mitted from one to the other, to formulate rules to govern the
relationship between the Company and the Union, to pro-
mote efficiency and service, and to set forth herein the basic
agreement and undertaking covering rates of pay, hours of
work, grievance procedures and conditions of employment.

1.02 Joint Labour/Management Consultation Meetings

The Company and the Union agree to meet for the pur-
poses of promoting co-operation between the Company and
the Union and discussing issues relating to the work force
which affect the parties or any employees bound by this
Agreement. Both parties agree to meet a minimum of once
every two months, the chair rotates, the Company will take
minutes and both parties to agree upon the minutes prior to
distribution. The general guidelines for such meetings are
described in Appendix “B” of this Agreement.

ARTICLE2 - RECOGNITION

2.01 The Company recognizes the Union as the bargaining
agent for all employees of G4S Cash Services in the Prov-
ince of New Brunswick and Prince Edward Island, save and
except dispatchers, Supervisors, and those persons above
the rank of supervisor, office, clerical employees, and sales
staff.

2.02 (a) Full-time employees under this Collective Agree-
ment are employees who are guaranteed forty
(40) hours of work, thirty-two (32) hours of work
or twenty (20) hours of work per week, respec-
tively, as spelled out on the seniority list.
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(b) Casual employees shall be covered by this Col-
lective Agreement only as specifically set out in
Appendix “A” to this Agreement.

2.03 Employees not covered by this Agreement shall not
perform work normally performed by members of the bar-
gaining unit while seniority bargaining unit employees who
are qualified to perform such work are laid off or working
less than a standard workweek, nor to deprive them of over-
time which would normally be assigned to them, except:

(a) for the purpose of instruction or training, ot

(b) foremergency situations requiring immediate ac-
tion which shall be subject to the grievance pro-
cedure, or

(c) small branch operations to promote efficiency.
2.04 No Contracting Out Work

No unionized work will be subcontracted unless agreed be-
tween the Company and the Union prior to subcontracting.
If the parties are unable to reach an agreement the matter
may be referred to arbitration as per Article 7.02 for final
determination. No work will be subcontracted until the arbi-
trator’s decision is known.

2.05 Outside Agreement

The Company agrees not to enter into any agreement or con-
tract with its employees, individually or collectively, which
in any way conflicts with the terms and conditions of this
Agreement.

2.06 Gender Clause

The word “employee” or “employees” wherever used in the

Agreement shall mean respectively an employee oremploy ees

in the bargaining unit, and wherever the masculine gender is

used in this Agreement, it shall include the feminine gender.
-2
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2.07 Printing of Collective Agreement

The Company will pay the cost of printing the Collective
Agreement at a Unionized Printing Shop.

ARTICLE 3 - RESERVATIONS TO MANAGEMENT

3.01 Theright to hire, transfer, promote, demote, classify,
lay-off, suspend, discharge employees for proper cause or
otherwise discipline employees.

3.02 Theright to maintain order and establish and enforce
rules and regulations governing the conduct of employees.

3.03 The right to reduce overtime wherever and whenever
possible.

3.04 Theright to determine the products to be handled and
the methods of handling and processing and related sched-
uling of operations, and to manage this business in all re-
spects.

3.05 The Company agrees that these functions will be ex-
ercised in a manner consistent with the provisions of this
Collective Agreement.

3.06 The Company hereby reserves all rights and privileges
not specifically modified by this Agreement.

ARTICLE4 - UNION SECURITY

4.01 All employees who are presently employed by the
Company must, as a condition of employ ment, become and/
or maintain their Union membership in good standing. For
the purposes of this Agreement, the sole definition of mem-
bership in good standing means that they must pay in accor-
dance with the provisions of this Agreement, the regularly
prescribed initiation fee, regular monthly Union dues, and
periodic assessments uniformly required of all members in
the bargaining unit.
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4.02 The Company agrees that when it hires new employ-
ees, the Company shall have such new employees fill in the
required Union Application for membership cards prior to
commencing work and mail same in to the Union office im-
mediately. In addition, give the new employee a copy of the
Collective Agreement and enable the employee to meet the
Branch Steward.

4.03 The Company shall deduct and pay over to the Sec-
retary-Treasurer of the Union, any monthly Union dues,
Initiation fees and/or assessments which may be levied in
accordance with the Union’s By-laws, owing by said em-
ployees hereunder to the Union. The Company shall deduct
the monies monthly from the first pay cheque of an eligible
employee, and remit such monies to the Secretar)..-Treasurer
of the Union on or before the twentieth (30th) day of the cur-
rent month in which the monies are deducted, together with
one (1) copy of the check-off list as above mentioned.

4.04 The Company will, at the time of making each remit-
tance hereunder to the Secretary-Treasurer of the Union,
update the Union’s Pre-Billing statement showing the fol-
lowing information from whose pay deductions have been
made. The Secretary Treasurer of the Union shall notify the
Company in writing of any change in the amount of Union
dues and such notification shall be the Company’s authoriza-
tion to make the deductions specified.

(a) All monthly dues for members to be submitted
with current address, postal code and Social In-
surance Number.

(b) Twelve (12) checkoffs per year (calendar
month).

Monthly: Addresses to be updated as well as
name changes i.e. marriage and terminations or
resignations to be clearly identified.
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4.05 The Company will list the annual regular Union dues
paid by each employee on his Income Tax T-4 Statement.

4.06 The Union agrees to indemnify the Company and save
it harmless against any and all claims which may arise in
complying with the provisions of Article 4.

ARTICLE 5 - UNION REPRESENTATION

5.01 Shop Stewards shall be appointed or elected as the
Union so wishes, to see whether the members of the Union
and the Company follow the provisions of this Agreement
and to report any infractions of such provisions to the Man-
ager, who shall promptly deal with same. There shall be no
discrimination against the Shop Stewards for lawful Union
activities, and the Shop Steward shall not let his duties un-
duly interfere with his regular work assignment.

One steward shall be located at each branch.

5.02 The Union shall advise the Company in writing of the
names of the Stewards, who shall be employees who have
completed their probationary period, at the time of signing
of the Agreement and within five (5) days of any change of
employees selected to so act during the term of the Agree-
ment.

5.03 Shop Stewards shall be permitted to take up grievanc-
es during working hours without loss of pay. In any meeting
with the Company on Union business, including the renewal
of this Agreement with the Company and any other Union
business requested in writing by the Union, the Shop Stew-
ard will not suffer loss of wages and will be paid applicable
rates per Collective Agreement by the Company.

5.04 All employee payroll details will be made available
to the Stewards upon twenty-four (24) hours’ notice. The
business Representative of the Union shall be admitted to
the Company’s premises during regular working hours at a
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mutually agreed time, upon proper identification and shall
be permitted to inspect the time cards, payrolls and equip-
ment used by employees in order to determine that the terms
of this Agreement are being observed, provided he shall have
No unescorted access to the security area.

5.05 The Company will recognize the Shop Stewards se-
lected in accordance with the Union rules and regulations as
the representatives of the employees in the respective groups
or branches for which they are chosen, and hereby recog-
nizes that the power to appoint and removal thereof is solely
vested with the Union.

5.06 Alternate Stewards

The Company agrees to recognize any employees, selected
by the Union Stewards, to act as alternate Stewards to assist
in the presentation of any proper grievances that may arise,
in the event that the Steward is absent from work. The Com-
pany will be advised in writing of the names of any Alternate
Stewards once they are selected.

5.07 If the Company discharges the Shop Steward, the
Union shall be advised prior to such discharge and he shall
have the right to representation from his Union Business
Representative.

ARTICLE 6 - GRIEVANCE PROCEDURE

6.01 The Company and the Union agree that it is the pur-
pose of the grievance procedure to amicably and fairly settle
any complaints and disagreements concerning the employ-
ees, the Union, and the Company, without, so far as possible,
resort to arbitration. The parties further agree that the settle-
ment of any grievance shall not conflict with the provisions
of the Agreement, and that it is of the utmost importance to
address complaints and grievances as quickly as possible.
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6.02 It isthe mutual desire of the parties that complaints of
employees shall be adjusted as quickly as possible, and it is
agreed that an employee has no grievance until he has first
given the Company the opportunity to adjust his complaint
with the assistance of the Steward if required.

6.03 Any complaint, disagreement or difference of opinion
between the Company, the Union or the employees covered
by this Agreement, which concerns the interpretation or ap-
plication of the terms and provisions of this Agreement shall
be considered a grievance and shall be adjusted and settled
with the terms and conditions set forth in this Agreement.

6.04 STEP ONE

Any grievance of an employee shall first be taken up be-
tween such employee, his Shop Steward and his Supervisor,
within seven (7) working days of the date of the decision
under Article 6.02 thereof. The written decision of the Com-
pany shall be returned within seven (7) working days.

6.05 STEPTWO

Failing settlement under Step One, the matter will be taken
up to Step Two. The Union designates shall be a Business
Agent, or the Chief Steward, as the case may be, and the
Company designates shall be the Branch Manager and either
the Human Resources Representative or the Regional Vice
President Operations or his designate. This meeting must
be conducted once a month and the grievor and his Steward
shall be present and will not suffer any loss of wages.

6.06 General Provisions

A Union policy grievance or a group grievance which is de-
fined as an alleged violation of this Agreement concerning
the Union as such or all or a substantial number of employ-
ees in the bargaining unit in regard to which an individual
employee could not grieve may be lodged by an authorized
representative of the Union in writing with the Company at
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Step 2 of the grievance procedure at any time within fifteen
(15) full working days after the circumstances giving rise
to such grievance occurred or originated, and if it is not sat-
isfactorily settled it may be processed to arbitration in the
same manner and to the same extent as the grievance of an
employee.

6.07 Extension of Time Limits

Any and all time limits set forth in Article 6 for the taking of
action by either party or by an employee may be extended at
any time by mutual agreement of the parties, which shall be
confirmed in writing.

6.08 Discharge or Suspension Notice

If the Company suspends or discharges an employee, it shall
notify both the employee concerned and the Steward, in
writing, within two (2) working days, giving the reasons for
such discharge or suspension.

6.09 Discharges and Suspensions

(@) If an employee who has acquired seniority believes
that he has been discharged or suspended without
just cause, the grievance shall be presented at Step
Two within five (5) working days after notice has
been given to the employee and the Steward. If a
suspension is grieved, the Company may elect not
to put the suspension into effect until the grievance
is settled, abandoned, or determined by reference to
arbitration. However, if an employee is suspended
pending investigation, he shall not suffer any loss of
pay for the duration of the Company’s investigation.

(b) |If, as a result of criminal charges, an employee’s
ability to carry a firearm for employment purposes
is revoked, the employee shall be suspended without
pay for as long as he or she is unable to carry a fire-
arm.
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(c) If, as aresult of criminal charges, there is no re-
striction placed on an employee’s ability to carry
a firearm for employment purposes or the bail
conditions respecting the charges permit same,
the Company can:

(1) allow the employee to work and carry a fire-
arm;

(i) allow the employee to work by re-assigning
the individual to a bargaining unit position
which does not require the carrying of a fire-
arm, and continue to pay the employee his
normal wage rate; or

(iii) suspend the employee with pay until the fi-
nal disposition of the charges.

(d) The Union reserves the right to grieve and ar-
bitrate Company involvement in the revocation
of an employee’s ability to carry a firearm, in
circumstances where an employee is suspended
without pay in paragraph 1 above.

6.10 If the employee is discharged, such discharge will
take effect immediately upon the employee receiving notice
thereof, except the employee shall have the right to a ten (10)
minute interview with his Steward, then he will immediately
leave the premises.

6.11 Stewards’ Representation

A Steward shall be present at any disciplinary meeting re-
garding verbal, written warnings, suspensions and discharg-
es or any other meeting that could lead to discipline includ-
ing security investigations.
6.12 Employee’s Record

Any adverse statements, warnings, reprimands or suspen-
sions will be removed from the employee’s file after twelve

—9_



(12) months from this occurrence provided there has been no
re-occurrence of the same incident.

6.13 If adverse statements, warnings, reprimands, etc., are
to be put into an employee’s personnel file, a copy of same
will be given to the employee with a copy to the Union,
within seven (7) days of the event giving rise to the adverse
statement, warning, reprimand, etc., otherwise it shall be
considered null and void. For greater clarity, this time limit
only begins from the date that the company has knowledge
of circumstances that led to the discipline and this time limit
shall not exceed four (4)weeks, except for theft or fraud.
If the company becomes aware of circumstances that will
result in a disciplinary response while an employee is absent
from work, the discipline will be given out within the seven
(7) day limit as spelled out herein, unless the employee re-
mains unavailable and, if such is the case, then the discipline
will be given out on the first day the employee is actively at
work.

6.14 Any employee, with twenty-four (24) hours’ notice
and on his own time, shall be allowed to inspect his own
personnel file. The business Representative acting on behalf
of the Union, with the written permission of the employee,
shall be permitted to inspect the personnel file of the em-
ployee upon reasonable notice of such request.

6.15 All decisions arrived at between the representatives
of the Union and the Company shall be in writing and shall
be final and binding upon the Company, the Union and the
employee or employees concerned.

ARTICLE 7 -ARBITRATION

7.01 If final settlement of the grievance is not complete
within five (5)working days after the Step 2 conference, and
if the grievance is one which concerns the interpretation or
alleged violation of the Agreement, the grievance may be
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referred by either party to a single arbitrator at any time
within thirty (30) days thereafter, but not later, otherwise the
grievance shall be deemed to have been abandoned without
prejudice.

7.02 The written notice referred to in Article 7.01 shall con-
tain the names of three (3) proposed arbitrators from the list
of arbitrators approved by the Labour Management Arbitra-
tion Commission. The recipient of such notice shall agree
to one (1) of the above-mentioned arbitrators or propose the
names of three (3) different arbitrators from the aforemen-
tioned list in the written reply thereto. If the parties fail to
agree upon an arbitrator, the arbitrator shall be appointed by
the Minister in accordance with the Canada Labour Code, as
amended.

7.03 The arbitrator appointed shall hear and determine the
matter and shall issue a decision which shall be final and
binding upon the parties and upon any employee affected by
it.

7.04 The arbitrator shall not be authorized to make any de-

cision inconsistent with the provisions of this Agreement,
nor to alter, modify or amend any part of this Agreement.

7.05 The parties will each pay one-half of the remuneration
and expenses of the arbitrator selected by the parties or ap-
pointed by the Minister.

7.06 Any and all time limits fixed by Article 7 for the tak-
ing of action by either party may be extended at any time by
mutual agreement of the parties, which shall be confirmed in
writing.

ARTICLES - STRIKESAND LOCKOUTS

8.01 During the life of this Agreement there shall be no
strike/lockout by the Company or by the Union.
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8.02 Legal Picket Line

It shall not be a violation of this Agreement, however, for the
employees covered hereunder to refuse to cross a picket line
established in support of a lawful strike.

8.03 Wage rates for the duration of the current Collective
Agreement, (“current wage rates”) are provided for in the
chart in Article 9.01 (a). Current wage rates are based on
wage rates that were negotiated by the Toronto Police As-
sociation on behalf of fourth class constables in the Uniform
Collective Agreement between the Toronto Policy Associa-
tion and the Toronto Police Services board (the “Uniform
Collective Agreement”) effective January 1, 2004 to January
1, 2007. The parties’ agreed-upon formula for establishing
wage rates for renewal Collective Agreements (“future wage
rates”), which renewal Collective Agreements shall each be
of three years’ duration, is as follows:

Future wage rates will follow the pattern established in the
chart in Article 9.01 (a), namely: the Custodian/Vault clas-
sification in the Toronto area will earn, in the first, second
and third years of the current and in any renewal Collec-
tive Agreements, the same wage rates as the Fourth-class
Constables earned or will have earned three years earlier
under the Uniform Collective Agreement. For example May
2007 rates for this classification under the current Collec-
tive Agreement correspond with January, 2004 rates under
the Uniform Collective Agreement; May 2008 rates corre-
spond with January 2005 rates under the Uniform Collective
Agreement; May 2009 rates correspond with January 2006
rates under the Uniform Collective Agreement; May 2010
rates correspond with January 2007 rates under the Uniform
Collective Agreement; May 2011 rates will correspond with
the January 2008 rates to be negotiated for Fourth-class Con-
stables under the Uniform Collective Agreement and so on
in the future.
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The wage rate for the Custodian Classification in the New
Brunswick and Prince Edward Island Collective Agreement
will be based on the percentage (%) to be received by the
Toronto Custodian Classification. All of the remaining clas-
sifications in the New Brunswick and Prince Edward Island
covered in the Collective Agreement will receive the same
numeric wage increase as the Custodian Classification, to be
rounded to the nearest nickel.

ARTICLE 9 - CLASSIFICATIONS, RATES OF PAY
AND SPECIAL ALLOWANCES

9.01 (a) The following straight-time hourly rates shall be
in effect during the term of this Agreement:

RATE | RATE | 3.1%
ADJ. | ADJ. | 0.50

Cur- | Julyl | May 1 | May 1

Classification rent | 2007 | 2008 | 2009

Lead hand | 16171 17.00] 17.90] 18.40]
All-off/Express Deposit N/Al 16.00]| 16.90] 17.40
Custodian 15171 15.75| 16.40| 16.90
Driver 14.76 | 15.30| 1595 16.45
Guard 14.37| 14.90§ 1550 16.00
One Person Service N/A{ 13.20| 13.70| 14.20

| ABM Service 1177 1220 12.70] 1320

Special Services/Access
Control/Vault

Coin Room 9.42 | 10.00| 10.25| 10.65
Pager Pay 10.00| 15.00| 15.00| 15.45

11.52 | 11.95| 12451 12.95




(b) Any employee working in a floater position will
be paid at the rate of the classification they are
scheduled in for each shift.

(c)

()

(i)

(iif)

(iv)

Any employee working ABM on call, shall
be paid $15.00 per shift to carry the pager
(such rate will increase with the correspond-
ing percentage wage increase each year as
per 9.01 a)) and be guaranteed a minimum
of three (3) hours pay at the ABM rate for
the day upon receiving acall to work, there-
after, he will not receive additional pay for
subsequent calls until the three (3) hours has
been exceeded.

On-call assignments for all Statutory Holi-
days shall be done on a voluntary basis first.
Should an insufficient number of employees
volunteer then the Company shall assign the
most junior qualified employees (including
casuals) to perform the work.

Double Shifting — If an employee is sched-
uled for a double shift they will not be re-
quired to work in excess of fourteen con-
secutive (14) hours.

In the event that there is a need for someone
to be on-call after another assignment, the
Company shall ask, by seniority each em-
ployee if they wish to fill this shift. In the
event that no one accepts the shift, the most
junior employee will be assigned.

In choosing lead hands, seniority shall prevail.
It is the responsibility of the Company to train

the

lead hand and the lead hand shall be able

to perform all the duties required within thirty
(30) working days. A lead hand will not issue
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any form of discipline or make any assessment,
evaluation or reference to the work performance
of another employee. It is agreed that this is not
a supervisory position. Lead hand positions are
voluntary and will not be forced upon an employ-
ee.

(d) Remote crews paid on a weekly flat rate:

July 1 May 1 May 1

Current [ %507 | 2008 | 2009

GrandManan 250.00 255.00 260.00 265.00

Edmunston 235.00 240.00 245.00 250.00

Remote crews will be covered under the terms of
this Collective Agreement save and except the term
covering hours of work, vacations, statutory holi-
days, sick leave and clothing allowance.

9.02 New Classifications

When new work is required for which there is not a suitable
classification established by this Agreement, the Company
shall notify the Union in writing to this effect and shall ne-
gotiate an appropriate classification and rate with the Union.
It shall be open to the Union to allege in writing at any time
that there is new work and the Company shall discuss the
matter with the Union. Where the matter is not disposed of
between the Company and the Union, it may be referred to
arbitration by either party pursuant to Article 7 hereof.

9.03 (a) All employees covered by this Agreement shall
be paid not less frequently than on a bi-weekly
basis, all wages earned by such employees to a
day not more than seven (7) days prior to the day
of payment. Payment shall be by direct deposit.
The Company will not access employee’s bank
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(c)

(d)

account to remove monies under any circum-
stances.

The Comﬁany shall provide every employee cov-
ered by this Agreement on each pay day, with a
separate or detachable written or printed itemized
statement in respect to all wage payments to such
employee. Such statement shall set forth the total
hours worked, total overtime hours worked, the
rate of wages applicable, and all deductions made
from the gross amount of wages.

When there is an error of short payment or any
other type of error, this shall be corrected as soon
as possible. If the error is for an amount of one
hundred dollars (5100.00)or more, the employee
will receive payment by the Tuesday following
payday. Amounts less than one hundred dollars
($100.00) will be reimbursed on the employee’s
following pay.

Whenever the Canada Savings Bonds are issued
for sale, the Company shall make same available
to its employees who desire same and make such
deductions as are necessary.

9.04 Once every 2 years, in January, the Company will
provide a boot allowance of seventy-five dollars ($75.00) to
full-time employees to assist in the purchase of black police
style boots or shoes which must be C.S.A. approved. The
Company will arrange to have a reputable supplier to supply
the boots or the shoes.

9.05 (a) Clothing Allowance

The Company shall furnish and pay for uniform
equipment for employees as required. The style
and quantity of specific items shall be determined
by the Company. Such uniforms shall remain the
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9.06 All

property of the Company. All uniform items, in-
cluding shirts, shall be replaced on a one to one
basis only when deemed appropriate by manage-
ment. The Company shall direct the appropriate
uniform dress code.

Each employee shall be assigned a locker. Once
assigned, the locker shall be considered as that
employee’s private property and no-one may
open and/or search the employee’s locker unless
that employee is present, or for security consid-
erations when the employee or the Union have
been notified prior to opening the locker.

full-time road crew employees (armoured and

service) will be supplied with a bullet resistant garment
that must be worn while on duty, replacement vests will be
provided upon expiry. All bullet resistant garments must be
returned to the Company upon an employee’s resignation or
termination from the Company.

9.07 (a)

®)

On over the road operations which are overnight
or out for more than one (1) day, the following
allowances will apply for the second and all sub-
sequent days:

1. Breakfast $8.00
2. Lunch $12.00
3. Dinner $18.00

All shifts that exceed twelve (12) consecutive
hours in duration will provide a meal allowance
of $12.00. Consecutive hours include all hours
worked with less than one hour off from work.

9.08 Such meal allowances for overnight runs will be paid
in cash prior to the run leaving the branch. Additionally,
any employees who are required to lay over while out of
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town will be provided with reasonable hotel lodging (two
employees to a double room). In the event an overnight run
is unable to continue and employees are required to lay over
for a period of time, such employees shall be paid for their
regularly scheduled shift.

9.09 Tools and equipment required by employees to prop-
erly perform the functions of theirjobs shall be furnished by
the Company, and shall remain the property of the Company
at all times.

9.10 Training

(a) The Company will provide all Employees with train-

®)

(d)

©)

ing programs which will normally consist of training
sessions outside of normal working schedules. Em-
ployees shall be paid for all time spent in such train-
ing sessions at their regular straight time rate of pay.

Employees shall receive their regular rate of pay for
all hours spent performing on-the-job training of
other employees.

All employees shall be required to pass all weapons
training, the Induction Course, the Operational Fun-
damentals Course, any other legitimately required
training Course related to the actual performance of
job duties and have all security clearances before be-
ing schedule for work.

The Company will pay for the Instructor and requali-
fying course for firearmstraining.

Employees are responsible for all PAL renewal fees.

(f)The Company will pay the cost of renewal for Authori-
zation to Carry permits.

@)

The Company will pay the cost of renewal for Secu-
rity Guard licenses.
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(h) It is the sole responsibility of the Employee to
ensure that his Driver’s license and PAL are valid
atall times. Should their Driver’s license or PAL
expire there will be no guarantee of hours for the
affected employee until such time as the license
or permit is once again in good standing. The
Company bears responsibility for the renewal of
the ATC or Security Guard license and employ-
ees will not be disadvantaged by their expiry.

(i) Itisagreed and understood that all training docu-
ments must be signed off by each employee.

9.11 The Company agrees to pay for all bonding for its em-
ployees.
ARTICLE 10 - STATUTORY HOLIDAYS

10.01 All regular full-time employees shall be entitled to the
following legal holidays with pay:

New Year’s Day Labour Day

Good Friday Thanksgiving Day
Victoria Day Remembrance Day
Canada Day Christmas Day

New Brunswick Day ~ Boxing Day
1 floater (P.E.L only)

For the purposes of this Article a regular days pay is cal-
culated by taking the average of the last twenty (20) days
worked, not counting overtime, before the holiday.

10.02 If a Holiday or Holidays fall(s) within an employee’s
vacation period, he will be entitled to pay for the same and
shall be entitled to an additional day of vacation prior to or
immediately following his vacation period, or a mutually
agreed upon time.

10.03 Eligible full-time employees are those guaranteed
forty (40) or thirty-two (32) hours or twenty (20) hours a
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week and who have been employed in excess of thirty (30)
calendar days.

10.04 In the event a Statutory (General) Holiday is pro-
claimed by either the Federal or Provincial Government,
such Holiday shall also be observed, if not already listed in
the above Holidays.

10.05 Any employee requested to work on a shift on the
Holiday shall be guaranteed a minimum of three (3) hours
of work or the equivalent in pay at time and a half (1.5) the
basic hourly rate applicable to the classification to which
he is assigned to work on such Holiday, over and above his
regular Holiday pay.

10.06 If a Holiday falls on an employee’s day off, he shall
be entitled to an additional day off with pay on his next regu-
larly scheduled work day or a mutually agreed upon day.

10.07 Employees who work a shift on their designated gen-
eral holiday, shall in addition to their regular holiday credit,
receive one and one half (1 ¥2) times the regular hourly wage
applicable to the classification to which they are assigned for
such work designation holiday.

ARTICLE 11 - VACATIONS

11.01 The Company will grant all employees to whom this
Agreement is applicable a vacation period. Choice of vaca-
tion periods will be based on seniority, within each branch,
to a maximum of ten (10%) percent per branch. This may be
increased at the Manager’s discretion.

11.02 (a) The basis for payment of vacation pay and length
of vacation will be as follows:
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Length of Service
at January 1 Vacation Entitlement
Less than one (1) year  One (1) day’s vacation with

pay for each full calendar
month of employment up to
a maximum of ten (10) days
with vacation pay of four
percent (4%) of earnings in
the previous calendar year

One (1) year Two (2) weeks

Five (5)years Three (3) weeks
Ten (10) years Four (4) weeks

Fifteen (15) years Five (5) weeks)

Twenty (20) years Six (6) weeks

(b) Vacation pay shall be two percent (2%) of the

(©)

employee’s earnings during the previous calen-
dar year for each week of vacation entitlement of
two (2) weeks or more.

Vacation entitlement shall be based on the full-
time employee’s anniversary date and vacation
pay based on previous calendar year. If in any
calendar year an employee reaches his or her
conversion year he or she will be entitled to an
extra week’s vacation as listed above. The addi-
tional week‘s vacation will be awarded on Janu-
ary 1 of the year in which the anniversary falls.

The employee must reimburse the additional va-
cation pay if his of her employment terminates
prior to having accrued the full amount of the va-
cation entitlement on a pro rated basis except in
the case of lay off or retirement.
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(d) Regular full-time employees will receive vaca-
tion pay on the basis of their hours of pay entitle-
ment at the rate of pay they were receiving at the
date of taking their vacation.

The difference between the hours of pay entitle-
ment and the percentage entitlement applied to
their annual gross earnings for the previous year
to which they are receiving their vacation shall
be paid out once per year on the last pay of the
year.

11,03 Any full-time employee who has worked less than
twelve (12) hundred hours in the calendar year immediately
prior to the vacation period will have his vacation pay cal-
culated by the applicable percentage as referred to in Article
11.02.

11.04 Any employee who was prevented from taking his
vacation during the calendar year due to illness, accident or
lay-off and who will not return to work by the end of the
calendar year shall, upon his giving the Company thirty (30)
days’ notice if possible, receive his vacation pay not later
than December 31st, on a separate cheque.

11.05 Vacation pay will be processed and paid through the
regular payroll system, except for those who request their
pay, in writing, two weeks prior to leaving on vacation.

11.06 Earnings for the purpose of this Article shall be those
shown on the T-4 Income Tax form.

11.07 Vacations due in any year must be taken in the an-
niversary year and based on their seniority employees shall
have the right to take all weeks of their vacation at one time
within their vacation year except that if any employee re-
quests vacation in the period June 1st to Sept. 5th it will be
limited to a period of 2 weeks.
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11.08 All submissions for vacation shall be made in writ-
ing on forms supplied by the Company before February 15th
for the current year’s vacation period. These applications
will be processed and approved subject to seniority provi-
sions and posted by March 1st. These approvals cannot be
changed.

Any employees who do not submit their vacation request by
February 15th will be assigned vacation time by the Com-
pany. The holiday schedule will be Fosted at all times by
department. No seniority rights shall apply after February
15th in the choosing of vacation time.

11.09 In the event of a conflict arising between two (2) or
more employees as to when they take their vacation, the
most senior employee shall have the preference.

11.10 An employee who leaves the employment of the
Company for any reason prior to December 31st shall re-
ceive vacation credits earned as per Article

11.11 Employees who have completed six (6) years of
service will be entitled to 6 per cent (6%) vacation pay, re-
gardless of seniority, or pay under Article 11, whichever is
greater.

ARTICLE 12 - SENIORITY

12.01 Seniority shall be as defined in Article 12.02 hereof
and shall be recognized on a bargaining unit wide basis, ex-
cept as herein otherwise specifically stated.

12.02 Probationary Period

(a) Notwithstanding anything in this Agreement, an
employee shall be on probation for a period of
one hundred and eighty (180) calendar days from
the date of hiring by the Company. During the
probationary period, the Company may termi-
nate a probationary employee’s employment for
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12.03 (a)

any single or combination of reason(s) which is
determined as being sufficient cause within the
purpose and context of the probationary period
and may be subject to the grievance procedure.
After completing the probationary period, the
employee’s seniority will begin from the date he
was hired as full-time.

The probationary period is defined as the initial
one hundred and eighty (180) calendar day em-
ployment period of a new employee which pro-
vides for on-the-job training, adaptation and the
performance of the responsibilities established
within any job classification. It provides the
employee with a practical work experience and
exposure to the Company, its operations, and the
job responsibilities to which the employee is as-
signed. It also provides the Company with suf-
ficient time to determine the employee’s overall
suitability and compatibility to perform the work
for which he was employed.

Bumping Rights

In the event of lay-off, seniority will determine
the employees to be retained, skill and ability be-
ing sufficient. Employees being displaced due
to lay-off or job elimination will exercise their
seniority by bumping in order of seniority. Only
an employee bumped from his shift or classifi-
cation shall be eligible to exercise his seniority
in accordance with the above. If there are no-
full-time positions available, the employee may
bump ajunior employee on the overall seniority
list within the bargaining unit or will be subject

to lay-off.
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(b)

(©

In a lay-off situation, if any employee chooses
to exercise their right to bump into another clas-
sification for which they are qualified, they will
not be entitled to any shift outside of their new
classification. If an employee chooses to accept
a lay-off instead of a bump, they will not have
another opportunity to bump until such a time as
they are at risk of losing their seniority.

Lay-off Notice

The Company shall give seniority employees at
least one (1) week's notice of lay-off or pay in
lieu thereof and if the period of lay-off is expect-
ed to exceed thirteen (13) consecutive weeks, the
Company shall give two (2) weeks' notice of lay-
off or pay in lieu thereof for seniority employees
with two (2) years of service or more, or shall give
notice under the Canada Labour Code, whichever
is the greater. Such notice shall not apply in any
case where an employee is displaced upon the re-
turn to work of another employee whom he was
replacing.

Lay-off Benefits Coverage

The Company shall continue to pay the premium
for the Health and Welfare Plan (for the benefits
listed below) and make the required contributions
for the Company Pension Plan for a period of one
full month following the date of lay-off.

 Group Life and Accidental Death & Dismem-
berment Insurance

* Prescription Drugs
* Major Medical

* Vision Care

* Dental
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12.04 Employees who have not forfeited their seniority
rights as hereunder provided shall be recalled in order of se-
niority, skill and ability being sufficient.

12.05 A Master and a Location seniority list shall be placed
on the bulletin board and will be revised by the Company ev-
ery six (6) months. Copies of these lists shall be forwarded
to the Union.

12.06 Temporary Recall

(@) When temporarily recalled, laid off employees
shall be paid the appropriate rate of pay for the
classifications in which they are working.

(b) When temporarily recalled, laid off employees
will be given preference of available hours of
work before casual employees.

(c) A laid-off employee who works a minimum of
eighty (80) hours in a month shall qualify for the
benefits listed in Article 12.03 (c¢) for the follow-
ing month.

12.07 If a curtailment of business requires a lay-off, then all
casual employees will be laid off first. In the event that a
regular full-time employee cannot be guaranteed his regular
scheduled hours due to a curtailment of business, then the
Company will have the right to reduce the junior full-time
employee to laid-off status by reverse seniority. Regular
full-time employees on lay-off status shall, in order of their
overall seniority, have first call to assignments with greater
earning opportunities. Said employees shall be first in line
for recall to regular full-time status. No casual employee
will work in the case of a lay-off unless the laid off regular
employees refuse the work.
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12.08 Promotions Outside Bargaining Unit

When an employee is transferred or promoted to a position
outside the bargaining unit, he will retain his seniority and
continue to accumulate seniority for a period not to exceed
180 calendar days from the date of such transfer or promo-
tion. After such 180 calendar day period, the employee shall
not have any seniority under this Agreement.

Should the employee return to the bargaining unit within a
period of 180 calendar days, and there is then no vacancy
which, by reason of his seniority, he is entitled to fill, he may
displace the employee with the least seniority, provided he
has the skill and ability to do the work of the junior employ-
ee. In the event of such displacement, the senior employee
will be reclassified into the job classification of the junior
employee and be paid the rate of such job. Any employee
returned to the bargaining unit following a transfer pursu-
ant to this Article 12.08 shall qualify for benefits under this
Agreement, based on his total continuous service with the
Company. This shall be done once during the term of the
employee’s employment.

12.09 The Shop Stewards shall be the last employees laid
off, and their lay-off shall be in reverse order of their respec-
tive seniority within the branch.

12.10 Change of Address

It shall be the duty of the employee to notify the Company
and the Union promptly of any change of address and phone
number. If the employee fails to do so, the Company and the
Union shall not be held responsible for failure of notice to
reach such employee.

12.11 Loss of Seniority

Seniority rights and employment shall cease for any of the
following reasons:
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3)

if an employee quits or retires;

if an employee is discharged and the discharge is
not reversed through the grievance procedure;

has been absent from work for more than three
(3) working days without notifying the Com-
pany and providing a bona fide reason for this
absence;

(4 fails to return to work promptly upon termination

(5)

©)
O

®)

of an authorized leave of absence, except in case
of a bona fide emergency;

failure of an employee to report for work within
one (1) week when recalled by the Company af-
ter a lay-off, or failure of the employee to inform
the Company within three (3) working days of
recall that he will report for work, unless he has
abona fide reason; notice to return to work shall
be in writing and shall be deemed to be sufficient
if sent by registered mail to the employee’s last
known address on file with the Company. When
work of a temporary nature of a continuous four
(@)weeks or less becomes available while senior-
ity employees are on lay-off and they are recalled,
they shall have the right to refuse or accept such
temporary work without affecting their seniority
status under this Agreement;

he is laid off for a period of twelve (12) months
or his length of service, whichever is least; and,

utilizes a leave of absence for purposes other than
those for which the leave of absence was grant-
ed.

He permanently loses a required license or per-
mit due to his own actions.

~28 -



12.12 (a) In the event that the Company opens a new
branch within the bargaining unit, any qualified
employees, by overall seniority bargaining unit
wide, will be allowed to transfer. It is understood
that the employee will pay all costs of relocating
and will be paid and work under the wages and
job conditions then established at such new loca-
tion.

(b) In the event that existing branches are closing as
a result of the opening of a new branch, employ-
ees displaced will have first right of refusal to the
new branch by seniority.

(c) When a new branch is opened, current employee
seniority will be used to establish the new branch
seniority list after which the branch seniority
list will be closed and any movement between
branches will be as in Article 12.13.

12.13 When full-time positions are available in any branch
within the bargaining unit, such positions shall be posted
within the branch as per Article 13.01;the residual vacan-
cies shall be posted bargaining unit wide. The successful
applicants by seniority shall be awarded the jobs; all costs of
relocating shall be borne by the employee. Any residual va-
cancy created by the posting shall be filled by the company
from the affected branch, from the pool by seniority. There-
sidual vacancy in the pool will be filled by casual upgrade.

12.14 Buyout and Merger

In the event that the Company acquires another Company
and effects a merger, said employees shall be merged “dove-
tail”.

12.15 Whenever any work normally performed by one
branch is transferred to another, all displaced employees
shall have the first right of refusal to the transferred work.
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If the displaced employees refuse their right to transfer
they will exercise their right to bump as per Article 12.03
(a). And the affected work will be posted in the originating
branch. Any positions not filled on said work will be posted
in the Receiving Branch Location and filled as per Article
13.01.

12.16 In the event an employee is displaced from employ-
ment as a result of a closure or a permanent lay-off, he shall
be entitled to receive:

(i) notice under the Canada Labour Code;
(1) severance under the Canada Labour Code; and,

(ii1) the benefit premium will continue to he paid for
a period equal to the required notice period to
cover the benefits listed in 12.03 (c).

Should any employee commence work elsewhere and re-
ceive Health and Welfare benefits coverage that takes effect
prior to the expiry date of the Company’s above noted ben-
efits, the employee shall immediately notify the Company
of the effective date of the new coverage, and the Company
shall be authorized to discontinue the employee’s coverage
as of that date.

ARTICLE 13 - JOB POSTINGS, PROMOTIONS,
TRANSFERS

13.01 In the event a vacancy occurs in any of the classifica-
tions covered hereunder, the Company shall post a notice on
the bulletin board for a minimum of seven (7) days notifying
employees that such a vacancy exists. Employees desir-
ing consideration for such ajob shall then apply in writing
within seven (7) working days of such posting. The filling
of such vacancy shall be made within ten (10) working days
of the initial posting and in accordance with seniority, pro-
vided the employee has the qualifications and ability.
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The following procedure shall be followed when a position
becomes available:

1. All vacancies shall be posted within the location.

2. There will be no aptitude testing for employees
when transferring from one department to another.

3. The Company is required to post all successful can-
didates.

4. A copy of all postings shall be forwarded to all
Stewards.

13.02 Trial Period

(a) The successful applicant shall be placed on trial
in the new classification for a period of three
(3) calendar months. This trial period may be
extended by written agreement of both parties.
Conditional on satisfactory service, the employee
shall be declared permanent after the period of
three (3) calendar months. In the event the suc-
cessful applicant proves unsatisfactory in the po-
sition during the trial period, or if the employee is
unable to perform the duties of the new classifica-
tion, he shall be returned to his former position,
wage or salary rate and without loss of seniority.
Any other employee promoted or transferred be-
cause of the rearrangement of position shall also
be returned to his former position wage or salary
rate without loss of seniority.

(b) In the event the successful applicant is already a
full-time employee of the Company, the Union
agrees that the Company will not be required to
post the successful applicant’s former position
until he is declared permanent in the new posi-
tion.
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(c) The Company shall offer this temporary vacancy
to the most senior employee who possesses the
qualifications and ability to do the job. Should
the most senior employee refuse the temporary
position, it shall then be offered to the next most
senior person and so on until the position is
filled.

(d) Should no full-time employees be interested in
the temporary position, and then the offer will be
extended to any casual employee who may pos-
sess the qualifications and ability.

(e) Upon the successful applicant being declared
permanent, as per (a) above, his former posi-
tion shall then be posted in accordance with this
Agreement.

13.03 An employee temporarily transferred to another clas-
sification will receive his own rate or the rate for the other
classification, whichever is the higher.

13.04 Notwithstanding anything to the contrary in this
Agreement, where an employee elects voluntarily to work in
a lower classification, he shall be paid the rate for that clas-
sification.

13.05 When the Company fills a vacancy resulting from the
first posting, all reletant Stewards will be given the name of
the transferred employee.

ARTICLE 14 - LEAVES OF ABSENCE

14.01 During an authorized leave of absence, an employee
shall maintain and accumulate seniority.

14.02 Leave of Absence for Personal Reasons

The Company may grant leave of absence without pay for up
to one (1) month if an employee requests it in writing from
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the management and if the leave is for good reason and does
not unreasonably interfere with the efficient operation of the
business. Employees on such leave will be maintained on
applicable benefit plans, and the company will continue to
pay the agreed monthly contributions for benefits.

14.03 When an employee covered hereunder is either elect-
ed or appointed to a full-time position with the Union, he
shall be entitled to a leave of absence without pay for the
period during which he is elected or appointed to fulfil such
position.

14.04 Maternity/Parental Leave

An employee shall be granted a matemity/parental leave of
absence in accordance with Canada Labour Code, maintain-
ing seniority and benefits.

14.05 Bereavement Leave

Any employee who shall suffer death in his immediate fam-
ily (that is parents, spouse’s parents, step-parents, spouse,
grandparents, spouse’s grandparents, children, brother or
sister, brother-in-law or sister-in-law or grandchildren) while
actively working will be granted compassionate leave of ab-
sence with pay during the next three (3)consecutive working
days, one of which must be for the funeral. However, if it is
physically impossible to attend the funeral the employee will
receive a compassionate leave of one (1) day. Compassion-
ate leave of one (1) day shall also be granted in the event of
the death of aunts and uncles.

14.06 Jury Duty

All time lost by a full-time employee due to necessary at-
tendance on Jury Duty or Court proceedings where subpoe-
naed as a witness, shall be paid for at the rate of pay ap-
plicable to said employee. All full-time employees shall
make themselves available for work for the Company during
said period when they are not required to serve on the Jury.
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Once an employee is released from Jury or Witness Duty, he
shall be returned to the job classification and pay rate he was
on prior to such duty wherever practicable. All Jury Duty
pay or Witness payments received by the employee from the
Courts or otherwise, shall be reimbursed to the Company by
endorsement of Jury Duty cheque and/or Witness fees to the
Company. This clause shall not apply to employees acting
on behalf of themselves, or as a result of alternate employ-
ment.

14.07 If an employee desires a leave of absence for reasons
other than those referred to above, he must obtain permis-
sion, in writing, for the same from the Company.

14.08 Legitimate and reasonable requests for leaves of ab-
sence to extend a vacation must be for good reason and must
be in accordance with the vacation schedule, these will be
limited to one occasion every two years, except in emergen-
cy conditions.

14.09 When on any authorized leave of absence from work
it is the employee’s responsibility to ensure that all required
permits and licenses are current and maintained.

ARTICLE 15 - HEALTHAND WELFARE

15.01 The Company shall provide a comprehensive Health
and Welfare Plan. All regular full-time employees must be
enrolled as a condition of employment. The Health and Wel-
fare Plan, which is described in Schedule I, is 100% Com-
pany paid.

15.02 (a) The Company will provide felonious assault in-
surance for all employees on the payroll from the
date of employment in the amount of One Hun-
dred Thousand ($100,000.00)Dollars.

(b) Supplemental Worker’s Compensation

Any employee who shall sustain injuries through
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felonious assault which are compensable under
the Worker’s Compensation Act shall be paid by
the Company as follows:

Commencing on the first scheduled working day
of absence, said employee shall be paid his full
earnings based on his guaranteed workweek less
the amount of compensation to which the em-
ployee is entitled under the Worker’s Compensa-
tion Act. Payments by the Company shall be
based on one-fifth (115th) or one-quarter (1/4)
as the case may be, of the employee’s guaran-
teed workweek for each day of absence on their
scheduled day of work; such payments shall not
be made for Sunday and the employee’s sched-
uled day off. The payments described herein
shall be made for a maximum overall period of
twenty-six (26) weeks, or until the employee re-
turns to work, whichever occurs first.

15.03 Paid Sick Time

Full-time employees shall be granted forty (40) hours paid
sick time per year, after completing the probationary period,
subject to the following conditions:

(a) The Company will grant full-time employees

(b

(©)

forty (40) hours paid sick each January 1st, to be
paid out the beginning of December, and employ-
ees who are sick in December, who have already
received the sick pay, will not be paid twice.

Any unused sick time shall be paid for after No-
vember 30. It is agreed that this payment shall
occur in the first pay period ending in Decem-
ber.

It shall be payable on the first day of sickness,
based on your scheduled shift.
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(d)

(€)

It is agreed that any employee who books off
work and who agrees to work his scheduled day
off in that week will not be paid overtime.

Sick leave can be utilized to offset Weekly In-
demnity. Employees must specifically request
this.

15.04 Any medical examination requested by the Company
shall be promptly complied with by all employees, provided
however, that the Company shall pay for all such examina-
tions. When the Company requires a medical examination,
the following conditions shall apply:

(@)

®)

If an employee takes a medical examination, it
will be during his normal working hours, and he
shall be paid for the time involved and thus not
lose any pay as a result of his taking a medical
examination.

In addition to the above procedure on Company
required medical examinations, the Company
agrees that where any employee who drives a mo-
tor vehicle in the course of employment coming
under the Motor Vehicle Classification Licenses
is required by any agency to take a medical ex-
amination to verify his right to drive such motor
vehicle coming under the aforesaid, or to operate
a vehicle equipped with air brakes, the Company
shall, where same is not paid for by any part of
the Health and Welfare Plan under which the em-
ployee is covered, pay for such medical examina-
tions.

15.05 In the event an employee is injured while at work and
unable to continue work, his pay shall continue for the re-
mainder of his scheduled hours of work for that day.

15.06 The Company shall provide the employee and steward
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with a copy of the form “7” in the event of a compensable
accidental injury.

15.07 The Company will not unduly request a medical ex-
amination while an employee is off on Worker’s Compensa-
tion until he indicates that he is prepared to come back to
work. Any examination requested of an employee who is
off on sick leave shall only be to determine if or when he will
be able to return to work. The employee will be notified
well in advance of any such request for a medical examina-
tion, and if necessary, the Company will provide transporta-
tion.

15.08 When an employee suffers an injury, whether on the
job or not, or suffers any illness preventing him from re-
porting to work, he will automatically be granted leave of
absence, without pay, and subject to any payments to which
he is entitled under any Sick Pay Plan, until such time as his
doctor states such employee can return to work, provided
the Company reserves the right to require the employee to
be examined on the employee’s return to work by a doctor
selected by the Company, which examination shall be paid
for by the Company.

The Company will make even effort possible to locate a
suitable position for an employee deemed physically inca-
pable of performing his regularly assigned duties. Should an
employee be re-classified as a result, he will be paid at the
then existing rate of his new classification. In the event that
no position can be identified to accommodate the employee,
he will:

(i) be placed on lay-off (medical leave of absence
without pay);

(iiy qualify for participation in any of the employee
benefit programs to which he is entitled as a par-
ticipating member;
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(iii) qualify for Workers Compensation Board pay-
ments if his incapacity resulted from an on-the-
job illness or injury.

15.09 Medical Leave

When an employee suffers an injury or illness which requires
his absence, he shall report the fact to the Company (as soon
in advance as possible and preferably with a minimum of
two (2) hours’ notice in advance of his actual starting time)
so that adequate replacement may be made if necessary.
Employees must keep the Company and the Union notified
of their correct address and telephone number at all times.

15.10 It is required that employees on sick or injury leave
advise the Company as to their availability to return to work
with as much advance notice as possible for scheduling pur-
poses and preferably with a minimum of twenty-four (24)
hours’ notice in advance of availability.

15.11 The Company Defined Contribution (DC) Pension
Plan is summarized and written in to the Collective Agree-
ment in Schedule 2.

ARTICLE 16 - TRAINING

16.01 Employees shall be encouraged to learn the duties of
other positions and every opportunity shall be afforded them
to learn the work of such positions in their own time, and
during the regular working hours when it will not unduly in-
terfere with the performance of their regularly assigned du-
ties. The supervisor may, for this purpose, arrange with the
interested employees to exchange positions for temporary
periods without affecting the rates of pay for the employees
concerned.

16.02 The Company, upon prior approval of the Manager,
will reimburse those employees who have taken an approved
First Aid Course and provide proof of successful completion
of same.
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16.03 Any newly hired employee will have at least sixteen
(16) hours training. It is understood that this will include
the time involved in procuring the Firearms Proficiency Cer-
tificate (to be counted as eight (8) hours) and eight (8) hours
of job training before he shall work on an armoured vehicle.
For the second eight (8) hours, he will be paid according to
Article 17.

ARTICLE 17 - HOURS OF WORK AND OVERTIME

The guaranteed scheduled workweek for full-time employ-
ees shall consist of forty (40) hours, thirty-two (32) hours
or twenty (20) hours per week. Each full-time employee
will be scheduled to two (3)consecutive days off each week
wherever possible.

For all purposes herein, any shift which, during the regular
workweek, starts:

e On or after 12:00 noon and before 7:00 p.m. shall
be an “afternoon shift” and shall be deemed wholly
and only to be a shift on the day on which it starts;

« ator after 7:00 p.m. and before midnight shall be a
“night shift” and shall be deemed wholly and only
to be a shift on the day immediately following the
day on which it starts; and,

* ator after midnight and before or at 3:00 a.m. shall
be a “night shift” and any other shift shall be a “day
shift”.

17.02 (a) For full-time employees. guaranteed forty (40)
hours per week. overtimez pay will be provided
at one and one half (1.5) times the applicable
hourly rate forall hours worked in excess of their
scheduled shift in a day and/or forty (40) hours
in a week, and for all hours worked on the sixth
or seventh day of the employee’s regular work
week.
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(b) For full-time employees, guaranteed thirty-two or
twenty (32 or 20) hours per week, overtime pay
will be provided at one and one half (1.5) times
the applicable hourly rate for all hours worked in
excess of forty (40)hours in a week.

(¢) Any full-time employee requested to work on his
rest day shall be guaranteed a minimum of three
(3)hours pay at the applicable rate of pay.

17.03 If an employee reports late for work, that employee
will only be paid from the time he commences work and
for the time actually worked and may be subject to being
removed from the day’s schedule without pay.

17.04 Every employee will be entitled to an unpaid one-half
(1/2) hour off to eat lunch on any shift of six (6) hours or
more. Should the employee be requested not to exercise
his right to a lunch period, then the one-half (1/2) hour will
be counted as time worked and will be counted in his total
hours for that day. All Crew members must take their lunch
at the same time. ABM Service Crews are required to call
in to request a lunch break. This shall be granted any time
between the 4th and 6th hours of the shift.

All employees shall be allowed to take a fifteen (15) minute
rest period during the first four (4) hours of any shift and a
fifteen (15) minute rest period Juring the second four (4)
hours of any shift. If employees work twelve (12) hours,
they are entitled to three (3) fifteen (15) minute) breaks.
Such rest stops shall be made on the route without apprecia-
ble deviation from the approved or established schedule of
the armoured car crew. Every effort shall be made to avoid
taking such stops when high liabilities are on board the ar-
moured car and at times when the making of such stops will
interfere with the Company’s obligations to the customer.

17.05 Unless laid off according to his seniority, an employee
shall be guaranteed forty (40)hours, thirty-two (32)hours,
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or twenty (20) hours exclusive of overtime, providing that he
is available and able to perform work during the whole of his
regularly scheduled work day and week.

17.06 Overtime shallbe assigned in order of seniority by clas-
sification, providing the individual has the qualifications, abil-
ity, and is available to perform the work. Employees wishing
to work overtime will sign the location overtime sign-up list
once each week. Failure to sign the list means employees are
not available for overtime. Overtime shall be voluntary after
forty (40) hours of work.

17.07 Subject to the seniority provisions above, a weekly
schedule of work showing the days of work, days off, starting
times and run assignments for all full-time employees will be
posted by 3:00 p.m. on Thursday of the preceding week, ex-
cept when a Holiday occurs during such week, in which case
the schedule shall be posted by 3:00 p.m. on Friday. Once
posted, the schedule shall remain posted for the entire week,
and any changes made will only be to adjust for absenteeism,
tardiness and emergencies, and to correct apparent errors.

There shall be one (1) schedule per branch and any changes
made to such schedule shall be clearly indicated within twen-
ty-four (24) hours of the change.

17.08 There will be a minimum of eight (8) consecutive hours
of rest in a twenty-four (24) hour period. In the event that an
employee is recalled to work before a period of eight (8) full
hours elapses, “actual hours worked™, he shall be paid at one
and one-half (1%) times his regular hourly wage until the end
of such eight (8) hour period is over.

17.09 Overtime Before Vacations

An employee leaving on vacation shall be eligible for work in
the week before his vacation commences. He shall be ineligi-
ble for further work until Sunday midnight after his vacation.
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17.10 Employees are required to complete all runs assigned
to them and shall be required to work whatever time is nec-
essary to complete the originally assigned run. For clarity,
employees will not work overtime (unless they voluntarily
agree) when the failure to complete the assigned runs is
within the Company’s control.

ARTICLE 18 - NO DISCRIMINATION

18.01 The Company and the Union shall not discriminate
against employees with respect to terms and conditions of
employment on the grounds of race, creed, colour, age, sex,
marital or parental status, religion, nationality, ancestry,
place of origin, family relationship, place of residence or
sexual orientation, in accordance with the provisions of the
Human Rights Code, 1981.

ARTICLE 19 - BULLETIN BOARD

19.01 The Company agrees to provide space that is readily
accessible for the official Union notices of direct interest to
the employees.

19.02 The following items must be posted on each such No-
tice Board:

(a) A copy of this Agreement; and,

(b) Seniority list to be revised by the Company every
six (6)months.

ARTICLE 20 -HEALTH & SAFETY

20.01 The Company and the Union recognize the benefits
to be derived from a safe and healthy place of employment.
It is agreed that the Company, the employees and the Union
will co-operate fully to promote safe work practices, health
conditions and the enforcement of safety rules and proce-
dures as established by the governing regulatory authorities
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and defined in the Canada Labour Code Part I1.

20.02 The Company shall not require employees to operate
any equipment which is not equipped with safety appliances
required by law, or which is in unsafe operating condition.

20.03 The Company agrees to provide warm, clean, sanitary
and adequate facilities in respect to lunch area and wash-
room facilities and to maintain the plant in a manner that is
conducive to the safety and health of the employees. Road
employees will normally take their lunch and rest period on
route.

20.04 The Company agrees to maintain clean, sanitary
washrooms having hot and cold running water and proper
hand cleanser and towels in sufficient quantity, with toilet
facilities.  Employees shall observe the simple rules of
cleanliness and good housekeeping in these facilities, and
segregated facilities for female employees shall be provided
where necessary.

20.05 Clothes closets or lockers of a suitable size for the
protection of employees’ clothes and personal belongings
shall also be provided.

20.06 The garage and office shall be adequately heated and
ventilated.

20.07 The Company shall make reasonable provisions for
the safety and health of its employees during the hours of
their employment, and provide proper first-aid kits, includ-
ing a proper first-aid kit in each service vehicle.

20.08 The Company will ensure that there is someone avail-
able by phone or pager at all times in the event of an emer-
gency while there are crews on the road engaged in regularly
scheduled work.

20.09 The Company will pay straight time (at the last rate
worked) for safety meetings, but will endeavour to hold
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these meetings during the shift of the employees concerned.
Safety Representatives on off-shift shall be considered as
having worked.

20.10 Safety Committee

The Company shall ensure that the Safety Committee estab-
lished in accordance with the appropriate regulations meets
at least on a monthly basis, provide appropriate parties with
minutes, and take action on items mentioned that need to be
corrected.

20.11 The Company will appoint a qualified person to check
and maintain all pistols and shotguns for operational safety.

20.12 The Company will issue to all employees the Operat-
ing Procedure for street operations, t.e. safety and security.

20.13 All Company vehicles will be equipped with appro-
priate communication devices. The parties agree that there
will be no abuse of their use.

20.14 (a) The Company shall not require employees to take
out on the streets or highway any vehicle that is
not in safe operating condition or equipped with
the safety appliances or stickers or passed the re-
quired inspections prescribed by law. It shall not
be a violation of this Agreement where required
inspections prescribed by law. It shall not be a
violation of this Agreement where employees
refuse to operate such equipment provided such
refusal is justified.

(b) All units shall have adequate heaters, windshield
wipers, air conditioners, defrosters and seat
belts.

(c) Employees shall immediately or at the end of
their shift report all such defects of equipment.
The reports shall be made on a suitable form fur-
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nished by the Company. Neglect to complete this
report may lead to discipline.

20.15 The Company will make all attempts to insure that
there is communication between crews and base at all
times.

20.16 No driver shall be required to violate traffic laws or
loading regulations. If a driver shall be issued a traffic ticket
or citation for parking violations made in accordance with
instructions from the Company, the Company shall be re-
sponsible for such citation. Traffictickets or citations issued
to the employee must be submitted to the Company within
forty-eight (48) hours and if not so delivered, the Company
shall not be responsible for the payment thereof.

20.17 Moving violations shall be the sole responsibility of
the driver: e.g., speeding, failure to stop at traffic stop sig-
nals, improper traffic driving and reckless driving.

20.18 The Company shall not compel any driver to operate
a vehicle in excess of the legal load limits. If a driver is
stopped by the Police or any scales, and is fined, the Com-
pany shall pay such fines.

20.19 All new armoured vehicles shall be equipped with air
conditioning and hydraulic seats or air-ride seats.

20.20 It isto the mutual advantage of both the Company and
the employees that employees should not operate vehicles,
which are not in a safe operating condition, and not equipped
with the safety appliances required by law. It shall be the
duty of employees to complete vehicle inspection forms, and
to report promptly in writing to the Company, all defects in
equipment. It shall be the duty of the Company to maintain
all vehicles in safe operating condition in accordance with
the applicable regulations. The maintenance of equipment
in sound operating condition is not only a function but also a
responsibility of management. The determination of, as well
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as the responsibility for, all decisions with regard to the road
ability of equipment shall rest with a qualified and licensed
motor vehicle mechanic, and may be subjectto the grievance
procedure.

20.21 Employees shall, immediately or at the end of their
shift, report all defects of equipment to the Company. The
reports shall be made on a suitable form furnished by the
Company, and shall be made in multiple copies, one (1)
copy of which is to be retained by the employee.

20,22 Drivers will be responsible for checking their vehicles
before leaving the barn.

20.23 Vehicles will be washed and cleaned by truck employ-
€€s as necessary.

20.24 All Drivers must produce a valid Driver’s licence once
per year (a letter of understanding shall be formulated for
employees who lose their licence for other than medical rea-
sons).

ARTICLE 21 - DURATION OF AGREEMENT

21.01 This Agreement shall become effective as of July Ist,
2007 and shall remain in effect in full accordance with the
provisions of the Canada Labour Code Fart | as amended
up to and including April 30th. 2010, and shall thereafter
continue in full force and effect from year to year unless
written notice is given by one party to the other not more
than (90) days prior to the above termination date or to any
anniversary date thereof requesting that the Agreement be
either changed, modified, amended, or cancelled.
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DATED AT MONCTON THIS 7th DAY OF N o

2007.

G48S Cash Services. Canada Council of
Teamsters

Jennifer Hinshelwood Tom Fraser

National Manager, Teamsters Canada

Labour Relations Vice President

Mike Morrissey John McCann

Regional Vice President
Eastern Canada

Darrell Coffin
Branch Manager

New Brunswick & P.E.L.

Director, Armoured Car
Division, Teamsters Canada

Owen Lane
Ontario Chief Steward

Mickey Leblanc
Steward, Moncton
Todd Snow,
Steward, Moncton
Cory Rusk
Steward, P.E.L

Chris McDonald
Steward, Saint John

Chuck Chalmers
President, Teamsters Local
927

Dan Sawler

Business Agent, Teamsters
Local 927

Han ey Edwards,
Past President, Teamsters
Local 927
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A-8

APPENDIX“A”
(Ref. Clause 2.02 Casual Employees)

Casual employees who work more than 24 hours in
a month shall be required to pay an amount equal to
the monthly Union dues paid by full-time employees,
pursuant to Clause 4.03 of this Agreement, except that
he shall not pay initiation fees.

The purpose of casual help is to allow the Company
the flexibility to perform relief work and work which
is not feasible to schedule for regular assignment.

Seniority for casual employees shall be for the pur-
pose of promotion or to be hired for a full-time posi-
tion.

Casual employees will be paid for the hours worked
and will be paid overtime after forty (40) hours.

The use of casual employees shall not result in the
lay-off or reduction of regular hours (forty (40)hours)
worked of any bargaining unit employees.

Casual employees shall not be used while bargaining
unit employees are on lay-off until said employees are
first offered recall to work.

Casual employees will only work overtime after all
full-time employees have been offered the overtime
opportunity first.

Casual employees will:

(a) be granted the rest period as set out in Article
17.03 of this Agreement;

(b) receive vacation pay as determined under the
Canada Labour Code and such vacation pay shall
be paid on the casual employee’s normal pay
each two (2) weeks;
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(c) receive paid holidays as set out in Article 10
of this Agreement if the requirements of statu-
tory holiday under the Canada Labour Code have
been met;

(d) be entitled to file grievances according to the
grievance and arbitration procedures of this
agreement; and

(e) a Steward shall be present at any disciplinary
meeting regarding verbal, written warnings, sus-
pensions and discharges or any other meeting
that could lead to discipline including security
investigations.

A casual seniority list shall be placed on the bulletin
board and will be revised by the Company every three
(3) months. Copies of these lists shall be forwarded
to the Union office.

Casual employees shall be paid at ninety (90%) per-
cent of the regular wage rate of the classification they
are working.

Casual route employees shall be provided with a
clothing allowance as described in Article 9.05 (a).

Bullet Resistant Vests

The Company shall reimburse casual employees with
fifty per cent (50%)of the cost of an approved bullet
resistant vest, with an original receipt, up to a maxi-
mum of two hundred ($200.00) dollars once every
five (5) years. Reimbursement will be at One hundred
($100.00) dollars after twelve (12) months and the
second one hundred ($100.00) dollars after twenty-
four (24) months.

Whenever forty (40) hours of work per week shall be
regularly available to a single casual employee in ex-
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cess of the regularly scheduled work then guaranteed
to full-time employees in five (5) or less consecutive
days and exclusive of relief work performed for em-
ployees who are absent or on vacation or job posting
and exclusive of seasonal work, over a period of six
(6)consecutive weeks, then another employee will be
added to the full-time list. This employee will be the
senior qualified casual employee who has indicated
a desire for full-time employment, if any. Scheduled
shifts within seven (7) days need not be consecutive.

For the purpose of this Appendix, part-time employ-
ees, casual employees, students and temporary agency
employees shall all have the same meaning when ei-
ther term is used. Casual employees must provide the
Company with at least four (4)hifts per month on the
weekend or overnight.
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APPENDIX“B”

JOINT LABOUR/MANAGEMENT CONSULTATION

MEETINGS

Objective:

Recognizing the community interest in the efficient and eco-
nomical operation of the Company as well as the satisfac-
tory working life for all employees affected by the work of
this Committee and believing that the basis of good relations
rests upon co-operation and good communications between
the parties, the Management and members of the Union
hereby agree to work together in the successful operation of
a Joint Consultation Committee.

1.

Purpose and Commitment:

The purpose of the Consultation Committee is to pro-
vide the parties with an open forum of communica-
tions in order to better understand each other and to
resolve problems and issues in an open exchange of
ideas and views between Union and Management.
The parties will use the Committee to look for oppor-
tunities to improve the working relationship between
them and between the people they represent and to
build a more effective working team.

Structure of Committee:

For the Company Eor the Union
Branch Manager All Branch Stewards

Either party may request guests pertinent to subject
matter.

Limitations:

In order to have a frank and open discussion, the
Committee shall have no authority to change, delete
or modify any terms of the Collective Agreement,
nor to settle grievances arising under the Agreement.
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Committee discussions shall not be publicized except
for those recommendations that have been mutually
agreed upon.

Protected Environment:

Members of the Committee shall be free to discharge
their duties in an independent manner without fear
that their individual relationships with the Company
shall be affected by any participation by them in good
faith in their representative capacities.

Agenda:

The co-chairs will meet seven (7) days prior to each
meeting to exchange agendas for that meeting. The
items in the agendas will be listed in order of priority.
The Company will arrange to have both agendas typed
and distributed to Committee members prior to the
meeting.  Items from the agendas will be discussed
at the meeting on an alternating basis with the first
item being taken from either the Company’s or the
Union’s agenda, depending on which party is chairing
the meeting. Items not addressed at a meeting may be
re-proposed for the next meeting’s agendas. Emer-
gency items arising after the agendas are prepared can
be entertained on the agreement of the parties at the
outset of the meeting. An item on the agendas may
be disposed of by referral to a more appropriate fo-
rum or cancelled, by mutual agreement of the parties.
The Union Representative who will be responsible for
proposing the next list of Union agenda items will be
identified at the conclusion of each meeting.

Method of Keeping Minutes:

Preparation of Minutes of each meeting will be the
responsibility of the Branch Manager. Approval for
distribution of the Minutes will be the responsibility
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of the Committee at the conclusion of each meeting.
The Minutes will contain a description of the topic
and the action agreed upon. The discussion of the
merits of the topic is not a proper matter for inclu-
sion in the Minutes. The Minutes will be circulated
to all members of the Committee and signed by the
co-chairs prior to being posted on the bulletin boards
within one (1) week following the Committee meet-
ing.

Chair Responsibility:

The Company and the Union will alternate in filling
the Chair from meeting to meeting. The Chair will
seek to keep the discussion on topic and ensure that
each Committee member has a chance to have input
on each item discussed. In general, the Chair will try
to establish an open, flexible style of discussion on
agenda items.
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(b)

(c)
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APPENDIX“C”
BUMP GUIDELINES

Revision of Runs:

In order to meet the needs of customers and im-
prove the efficiency of the operation, runs may
be changed from time to time, by adding stops,
removing stops, changing starting times, revis-
ing, merging, eliminating runs or adding new
runs. If runs shall be unusually late coming in
due to breakdowns or other causes to the point
that it cannot meet the Company’s commitment
to the customer, a crew or another run may be
assigned to extend its run and make such pick-up
or perform such other duties on the late run in
order to meet the obligation of the Company with
respect to the customer involved on the late run.
All work assigned must be completed.

Special Assignments:

Special assignments may, at the election of the
Company, be assigned to Spare fulltime employ-
ees, casual working crews; or regular runs may
be re-scheduled.

Pilot Project

On pilot project runs requested by the customer
on a trial or non-recurring basis, the Company
may use Spare fulltime as described above, ca-
sual employees; or if an insufficient number of
employees are available, then employees may be
called to work on their scheduled day off.

Runs Added Due to New Work

Refer to job postings Article 13.01
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Runs eliminated

In the event a run shall be eliminated or taken off
the street, then the employees who are on that run
will follow the bump process.

Runs Moved to Another Branch
Refer to Article 12.15.
Run Mergers

All run mergers shall be posted and then follow
the bump process.

Refusal or Removal from a Run

The Company may refuse assignment to a run
which an employee has posted onto, for just
cause, and once having assigned an employee to
arun, may remove such employee for just cause.
The refusal or removal shall be subject to the
grievance procedure.

BUMP PROCESS

@

®

©

Any employee losing their position due to a cur-
tailment of work will exercise their seniority by
bumping in order of seniority. Only employees
bumped from their position shall be eligible to
bump, providing the employee has the qualifica-
tions to perform all the required duties of the new
position.

Providing that employees had advance notice of
a bump, they will be given a designated time to
bump and will have fifteen (15) minutes to decide
their preferred position.

Thejunior overall employee bumped will have to
take an available full-time position. If there are
no full-time positions available, he will be sub-
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ject to layoff or may bump ajunior person on the
overall seniority list within the bargaining unit.

(d) Each bump will be documented and signed by the
affected employees, the Union Steward and the
Company Supervisor.
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SCHEDULE1
SUMMARY OF WELFARE BENEFITS -
G4S CASH SERVICES

Benefits for Full Time Bargaining Unit Employees

Employee Life Insurance 125% of annual earnings to
a maximum of $40,000

Basic Accident Insurance
Plan, (Principal Sum)

(Underwritten by ACE INA
Insurance) See description

Short Term Disability Income Benefits
« Waiting Period

Injury No waiting period
Disease 3 consecutive normal working shifts
* Maximum Benefit
Period 104 weeks
*Amount 70% of your weekly earnings to a

maximum benefit equal to the maxi-
mum weekly payment under the Em-
ployment Insurance Act for the first 15
weeks and $250 per week maximum
thereafter

Healthcare

* Deductibles
Individual $25 each calendar year
Family $50 each calendar year

The individual and family dzductibles do not apply to
Visioncare and In-Canada Hospital expenses.

~57-



* Reimbursement Levels

In-Canada Hospital and

Visioncare Expenses
All Other Expenses
* Basic Expense Maximums

Hospital (Semi-
private room)

Nursing

In-Canada
Prescription Drugs

Drugs Used To Treat
Erectile Dysfunction

Smoking Cessation
Products

Fertility Drugs

Custom-fitted
Orthopedic Shoes

Custom-made
Foot Orthotics

MyoelectricArms

External Breast
Prosthesis

Surgical Brassieres

100%
80%

Semi-private room

$10,000 every 3 consecutive
calendar years

Included (generic substitu-
tion mandatory where avail-
able)

$1,000 each calendar year

$125 lifetime
$6,000 lifetime

$250 each calendar year

$200 every 2 calendar
vears,

$200 each calendar year for
dependents under 18 years

$10,000 per prosthesis

1 every 12 months
2 every 12 months
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Mechanical or
Hydraulic Patient

Lifters $2,000 per lifter once every
5 years

Outdoor Wheel-

chair Ramps $2,000 lifetime

Blood-glucose
Monitoring Machines 1 every 4 years

Transcutaneous
Sene Stimulators $700 lifetime
Extremity Pumps
for Lymphedema $1,500 lifetime
Custom-made
Compression Hose 4 pairs each calendar year
Wigs for Cancer
Patients $200 lifetime

* Paramedical Expense Maximums
Chiropractors $300 each calendar year
Physiotherapists Unlimited
Podiatrists 3300 each calendar year
Naturopaths $300 each calendar year
Osteopaths $300 each calendar year
Psychologists $300 each calendar year
Speech Therapists $300 each calendar year

Massage Therapists $300 each calendar year

Christian Science
Practitioners $300 each calendar year
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« Visioncare Expense Maximum

Glasses and Contact
Lenses $200 every 24 months
o Lifetime Healthcare
Maximum Unlimited
Dentalcare
 Payment Basis The dental fee guide in ef-

fect in your province of resi-
dence on the date treatment

is rendered
« Deductible Nil
« Reimbursement Levels
Basic Coverage 100%
Major Coverage 50%
Accidental Dental
Injury Coverage 80%
Basic Coverage
(including endodontics
& periodonics) $1000 each calendar year
Major Coverage $1000 each calendar year

Please Note: Orthodontic treatment is not covered
Liability for Benefits

Your employer has entered into an agreement with The
Great-West Life Assurance Company whereby your employ-
er will have full liability for Short Term Disability Income,
Healthcare and Dentalcare benefits outlined in this booklet.
This means your employer has agreed to fund these benefits
and they are, therefore, uninsured. All claims will, however,
be processed by Great-West Life.
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Protecting Your Personal Information

At Great-West Life, we recognize and respect the impor-
tance of privacy. When you apply for coverage or benefits,
we establish a confidential file of personal information. We
limit access to personal information in your file to Great-
West Life staff or persons authorized by Great-West Life
who require it to perform their duties, to persons to whom
you have granted access, and to persons authorized by law.

We use the personal information to administer the group
benefit plan under which you are covered. This includes
many tasks. such as:

« determining your eligibility for coverage under the
plan

« enrolling you for coverage

* assessing your claims and providing you with pay-
ment

e managing your claims
« verifying and auditing eligibility and claims

 underwriting activities, such as determining the cost
of the plan, and analyzing the design options of the
plan

* preparing regulatory reports, such as tax slips

Your employer has an agreement with Great-West Life in
which your employer has financial responsibility for some or
all of the benefits in the plan and we process claims on your
employer's behalf. We may exchange personal information
with your health care providers. your plan administrator,

government benasits or cther beretit programs, other orga-
nizations, or service providers werking with us when neces-
sary to administer the plan.
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All claims under this plan are submitted through you as
plan member. We may exchange personal information about
claims with you and a person acting on your behalf when
necessary to confirm eligibility and to mutually manage the
claims.

For more information about our privacy guidelines, please
ask for Great-West Life’s Privacy Guidelines brochure.
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SCHEDULE 2

COMPANY DEFINED CONTRIBUTION(DC)

PENSION PLAN

Company Defined Contribution (DC) Pension Plan for mem-
bers of the New Brunswick and PEI bargaining unit with the
following features:

1.
2.

Effective Date — January 1, 2005
Eligibility

(i) members of the Company Defined Benefit (DB)
Pension Plan become members of the Company
Defined Contribution (DC) Pension Plan on Jan-
uary 1,2005; and

(ii) full-time bargaining unit employees not currently
members of the Company Defined Benefit (DB)
Pension Plan and new hires shalljoin the Compa-
ny Defined Contribution (DC) Pension Plan after
completion of two (2)years of employment.

Contributions

The Company will contribute 4% of wages for straight
time hours worked in a calendar year for each full-time
member of the bargaining unit. For new employees
entering the plan after January 1, 2005 contributions
will be equal to 3% of straight time hours worked up
to a maximum of 2000 hours in a calendar year.

As of May 1, 2009, the Company will contribute 4%
of pensionable earnings per month for each full-time
member of the bargaining unit.

As of May 1, 2010, the Company will contribute 5%
of pensionable earnings per month for each full-time
member of the bargaining unit.
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The Pension Formula will be calculated as follows:

« For forty (40)hour employees - the base hourly rate
(excluding any applicable premiums) X applicable
percentage (%) X 173 hours per month.

« For thirty-two (32) hour employees - the base hour-
ly rate (excluding any applicable premiums) X ap-
plicable percentage (%) X 138 hours per month.

 The twenty (20) hour employees are not entitled to
the pension benefit.

The Company shall forward all contributions monthly,
together with a list of all eligible members being re-
ported each month, within twenty (20) days of the end
of the work month. The Union may file a grievance
with the Company if contributions are not remitted by
the due date.

The contributions will be credited to a separate ac-
count established for each member and the member
will determine how his account will be invested with-
in a selection of investment funds available from the
Financial Institution as determined by the Company
from time to time in consultation with the Union.

No member contributions are required.
Vesting

Company contributions are 1005 vested after com-
pletion of two (2)years of pension plan membership.

Disability

Company contributions will continue at the rate in ef-
fect for members who are disabled for a maximum
two year period.
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6.

CurrentPlan

Employees who join the Company Defined Contribu-
tion (DC) Pension Plan will continue to be eligible
for pension benefits in the Company Defined Benefit
(DB) Pension Plan based on their pensionable ser-
vice to December 31, 2004. The amount of benefit
at the time of their retirement, death or termination of
employment will be calculated on their final average
earnings up to and including December 31st, 2004.

They will continue to be eligible for all other benefits
and options in the Company Defined Benefit (DB)
Pension Plan, except that the amount of the benefit
will be determined based on their pensionable service
and final average earnings to December 31, 2004.

Investment Options

The employees will be provided with sufficient in-
formation on the various funds available for the in-
vestment of their contributions at the commencement
of the Company Defined Contribution (DC) Pension
Plan and on a regular basis thereafter. Investment
advice will be available to the employees, as they re-
quire from the Company’s Defined Contribution (DC)
administrator.
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SCHEDULE 3
Voluntary Employee RRSP Contribution

The Company agrees to participate in a Voluntary
Group RRSP to the extent of collecting payroll con-
tributions made by employees. The employees will
provide the Company with authorization to make
deductions from their payroll by way of completing
RRSP enrolment form. The Company will collect the
enrolment forms for the purpose of capturing the pay-
roll deduction amount and forward the forms and the
payroll deductions to the Pension Plan Insurance Car-
rier or to the Plan administrative agent. The Company
will make the payroll deductions from the member's
gross, pre-tax pay.

The Company shall forward all contributions to the
Pension Plan Insurance Carrier or to the Financial In-
stitution as determined by the Company within twenty
(20) days of the end of the work month. The Union
may file a grievance if contributions are not remitted
by the date due.

The Company agrees to provide any and all informa-
tion required for the administration of the Pension
Plan including but not limited to:

(1) all monthly contributions for members to be sub-
mitted with current address. postal code, and So-
cial Insurance Number (SIN):

(i1) Addresses to be updated as well as marital status,
terminations or resignations to be clearly identi-
fied.
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