(November 22, 2017 / 16:31:22)
ﬁ 1104984-2_MtPleasantAgrmt.pdf .1 \ T

COLLECTIVE AGREEMENT

BETWEEN

MOUNT PLEASANT
GROUP OF CEMETERIES

(“Employer”)

UNIFOR LOCAL 112
(“Union”)

FULL AND PART-TIME
EMPLOYEES

DURATION
June 26,2017 to June 25, 2021



B

(November 22, 2017 / 16:31:22)

1104984-2_MtPleasantAgrmt.pdf

.2



B

(November 22, 2017 / 16:31:22)

1104984-2_MtPleasantAgrmt.pdf .3

TABLE OF CONTENTS
Article Page
I ReCOZNIION.....cc.eoviieiiiieiieiieieeeeeeee e |
2 GENALT ..ottt 2
3 Human Rights .......ccooviiriiiiniiiiiiieeeecee 2
4 DefinItions ......coceevueerierienienieeieeeeteseeee e 3
S UNION SECUTILY ..uvvvvuvieriiieiieniieeieenreeieesre e esieesnaens 4
6 Management Rights.........ccooceeviiriiiniininicieieeee, 5
7 Union Representation ...........cccoeceeveeneenienieneeneennne. 5
8 Union Representatives.........cooveevueerveerieenvensveennnennns 6
9 Sick BEnefit ...cc.eevueriiniiiiiiiicniceecceee 7
10 Clothing and Special Equipment..............cccceueennenee. 9
IT General .....c.covviviiiiiiiiieeeee e 11
12 Grievance Procedure ............ccocovveveevieneneneenienennens 12
13 SENIOTILY ..eovieniiiiieniieieeieee et 14
14 Job Postings and Transfers .........cccocveevverieriiiennnnne. 16
15 Leaves of ADSENCe......ccoevevieviinenieiciercreeiecene 19
16 Hours of Work and Overtime ...........cccceeveviniennene. 20
17 Wages and Job Classifications...........cccceevveevveennnnne. 25
18 Cost of Living Allowance..........cccceeevervenieneneennnnne 30
19 Group Health & Welfare...........ccocevveniiiiinininnne 31
20 Pension and Retirement Savings ..........ccccceveveeveennee. 34
21 Paid Holidays.......ccceevuieienienieieeiecieeeeee e 35
22 VaCALIONS.....eeiueeiieiieieeie ettt 36
23 Strikes and Lockouts .........ccocvvevvveeniienieinieenieeieeen, 37
24 Bereavement Pay ........c.cccooceviiiiiiiniiiniiniieeee, 38
25 JUTY DULY oottt 38
26 Health and Safety ........ccoecvvvieviiiiniiieeeecee, 38
27 DISCIPINE.....coiireiiiieiieieeiiereeee e 40
28 Layoff And Recall .........cooooiiiiiniiiiiiiiiee 42
29 Collective Agreement Renewal ............cccceevvernennen. 43



B

(November 22, 2017 / 16:31:22)

1104984-2_MtPleasantAgrmt.pdf .4

TABLE OF CONTENTS (continued

Page
Appendix “A” Harassment Prevention Policy................ 44
Appendix “B” Occupational Health and Safety ............. 52
Appendix “C” Letters Of Agreement ..........ccccceevveennenne 53
re: Collective Agreement printing..........ccceeceeveeruennnens 53
re: Joint Bargaining.........cccceevveveieenieniieenienieeieesee e 53
re: Letters of Understanding ..........ccoocveveevvecienvenieenne. 53
re: Harassment Prevention Policy ..........cccccecevieinnen. 53
Letter of Understanding
re: Extra Hours of Work Agreement ............c.cccveenneene. 53
Letter of Understanding
re: Overtime Averaging and
Time Off in Lieu Agreement.............ccooeevvvrieneeniennnens 54
Labour - Management Committee ............ccecuerueenuennnens 55
Letter of Understanding - Health & Safety Advisor.... 55
Letter of Understanding — Pesticides ...........ccccceevueneee 57
Letter of Understanding — Employee Complement ..... 58
Letter of Understanding — WAIP Claims Assistance ... 58
Letter of Understanding — Contracting Out ................. 58
Appendix “D” Group Health & Welfare.......................... 59



B

(November 22, 2017 / 16:31:22)

1104984-2_MtPleasantAgrmt.pdf .5

WHEREAS the employer is a non-profit corporation or-
ganized to provide a public service and all funds of the
corporation must be used for the maintenance of present
properties and the development of new properties for the
future use of the public;

AND WHEREAS the Union has been certified as the col-
lective bargaining agent for the employees of the Employ-
er hereinafter mentioned;

AND WHEREAS it is the end and purpose of this Agree-
ment to promote cooperation and harmony, to recognize
mutual interests, to provide a channel through which infor-
mation may be transmitted between the parties, to formu-
late rules to govern the relationship between the parties, to
promote efficiency and service, and to set forth the basic
agreements covering the rate of pay, hours of work, dispute
procedure and conditions of employment.

NOW THEREFORE THESE PRESENTS WITNESSETH
THAT the parties here agree as follows:

ARTICLE 1
RECOGNITION

1.01 All employees of Mount Pleasant Group of Cem-
eteries employed as diggers, truck drivers, labour-
ers, Mausoleum Custodians, Mechanics and general
cemetery help at Prospect Cemetery, Mount Pleasant
Cemetery, Elgin Mills Cemetery, Necropolis Cem-
etery, Pine Hills Cemetery, Beechwood Cemetery,
Meadowvale Cemetery, Thornton Cemetery, York
Cemetery and the Equipment Maintenance Shop,
save and except seasonal employees, crematorium
operators, patrol persons, salespersons, office staff,
supervisors and those above the rank of supervisor.

1.02 All employees referred to above who work at any
alternate work site of the employer will be covered

1
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3.02

by all terms and conditions of this collective agree-
ment

ARTICLE 2
GENDER

For the purpose of interpretation of this Agreement
wherever the singular or masculine gender is used
in this Agreement it shall be considered as if the
plural or feminine has been used where the context
of this Agreement so requires.

ARTICLE 3
HumAN RIGHTS

The Employer and the Union agree that, in accord-
ance with the Ontario Human Rights Code, save
and except legislated exemptions, there shall be no
discrimination, interference, restraint or harassment
or coercion exercised or practised by either of them,
or by any of their representatives, with respect to
any employee because of his/her age, disability,
race, colour, place of origin, ethnic origin, citizen-
ship, marital status, creed, nationality, sex or sexual
orientation, gender identity, gender expression on
account of religious or political affiliations, or be-
cause of his/her membership or activities or lack of
membership or activities, in the Union.

The Employer and the Union are committed to pro-
viding a harassment free workplace. Harassment is
defined as a “course of vexatious comment or con-
duct that is known or ought reasonably be known
to be unwelcome”, that denies individual dignity
and respect on the basis of the grounds enumerated
above. All employees are expected to treat others
with courtesy and consideration and to discourage
harassment.

_2_
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3.03

4.01

The Employer and the Union agree to adhere to
and uphold the “Harassment Prevention Policy”
as established by the Employer and amended from
time to time, after consultation with the Union. Any
amendments to the Policy shall be supplied to the
National Representative and the President of the
Local Union. During the life of this agreement, the
employer agrees not to remove the provision in the
Harassment Prevention Policy relating to the griev-
ance procedure.

ARTICLE 4
DEFINITIONS

(a) “Employee” means any person in the employ
of the Employer who is in the bargaining unit
covered by this Agreement.

(1) “Full time Employee” — a full time em-
ployee is a person who is normally em-
ployed on a continuous full time basis and
is regularly scheduled to work 40 forty
hours per week.

(i1) “Part-time Employee” — A part time em-
ployee is a person who is normally em-
ployed between twenty four (24) and
thirty two (32) hours. The Employer
may grant employee requests to regularly
work less than twenty four (24) hours
which shall not be considered a breach of
this provision.

(111) Part-time employees will remain eligible
for seasonal work opportunities during
the life of this Agreement, with such work
to be compensated in accordance with the
terms of the Seasonal Collective Agree-
ment.

_3_
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5.02

5.03

(iv) Part-time employees who commit to be-
ing available for seasonal work opportun-
ities but fail to perform at least fifty-per-
cent (50%) of the shifts offered to them
in a month forfeit their right to work such
opportunities for the remainder of the cal-
endar year.

(b) Seasonal Employees are not covered by the
provisions of this Agreement and are there-
fore not entitled to the pay, benefits or other
compensation provided hereunder except as
expressly provided.

(c) A Seasonal employee is employed for a period
of seasonal employment, generally commen-
cing on or about April 1% of each year.

ARTICLE 5
UNION SECURITY

All employees who are members of the Union at the
signing date of this Agreement and any employees
hired after the signing date of this Agreement must
maintain their membership.

The Employer shall deduct the monthly Union
dues for the employees in the month following the
month of hire and it shall forward to the Secretary
Treasurer of the Union before the end of each cal-
endar month the total amount of dues which have
been deducted during that month, together with a
list showing the names and total number of all em-
ployees from whom monthly dues deductions have
been made.

The Union shall hold the Employer harmless with
respect to all dues so deducted and remitted and
with respect to any liability which the Employer

_4_
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5.04

6.01

7.01

might incur as a result of such deduction and remit-
tance.

Upon commencement of employment, all employ-
ees shall be advised of the Union and the conditions
relating to the payment of monthly Union dues.
One of either the Union President or Chairperson
may meet such employees during regular working
hours for up to thirty (30) minutes, in order to orient
the employee with respect to the duties and obliga-
tions of the Union.

ARTICLE 6
MANAGEMENT RIGHTS

The Union acknowledges that it is the exclusive
function of the Employer to:

(a) maintain order and efficiency;

(b) hire, promote, demote, classify, transfer, sus-
pend and retire in accordance with established
policy, and the discipline or discharge of any
employee for just cause, provided that a claim
by an employee who has acquired seniority that
he/she has been discharged or disciplined with-
out just cause may be the subject of a grievance
and dealt with as hereinafter provided;

(c) make, enforce and alter reasonable rules and
regulations to be observed by the employees as
are posted from time to time.

ARTICLE 7
UNION REPRESENTATION

The National Representative, or a duly designated
member of the Local Executive, shall, after secur-
ing prior approval from the Property Manager, have

_5_
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8.01

8.02

8.03

8.04

access to Employer properties to discharge his/her
duties provided employees are not disturbed in the
performance of their duties.

ARTICLE 8
UNION REPRESENTATIVES

The Union shall be permitted to elect or appoint
a Steward at each property (to represent both bar-
gaining units). The Steward must have been em-
ployed for at least six (6) months before being
elected or appointed. Each Steward must be an em-
ployee of one of the bargaining units.

The Employer shall recognize the Union’s National
Representative, Local Union President, Unit Chair-
person, Bargaining Committee members and each
property Steward.

The Employer agrees to recognize a Negotiat-
ing Committee comprised of the Chairperson and
Bargaining Committee as elected or appointed to a
combined maximum of five (5) employees for the
purpose of negotiating a renewal of the collective
agreements. All negotiating committee members
must be comprised of employees within the bar-
gaining units. Wherever possible, the bargaining
unit representatives shall each be from different
properties.

Members of Negotiating Committee shall receive
their regular wage rates for time spent in nego-
tiations with the Employer, up to their regularly
scheduled hours, which are convened to bargain the
renewal of this Agreement. Such payment shall be
made for time spent in grievance meetings up to but
not including mediation or arbitration and collect-

_6—
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11

ive bargaining up to but not including conciliation
meetings.

ARTICLE 9
Si1cK BENEFIT

Employees having at least three hundred and
twenty (320) hours of service shall be eligible for
sick leave in accordance with the following:

(a)

(b)

(c)

(d)

(e)

Part Time employees shall receive sick leave
payable at 100% of their hourly rate for any
scheduled time missed, days to be taken in
whole, as follows:

(1) Class 1 — 3 days per calendar year
(i1)) Class 2 — 5 days per calendar year
(ii1)) Class 3 — 7 days per calendar year

Full Time Employees shall receive up to six
(6) days sick leave to be paid at 100% of their
hourly rate and up to sixty-nine (69) days at 66
2/3% of their hourly rate.

Full Time Employees with one (1) year of
service but less than five (5) years of service
shall receive up to ten (10) days of sick leave
to be paid at 100% of their hourly rate and up to
sixty-five (65) days at 66 2/3% of their hourly
rate.

Full Time Employees with five (5) years or
more of service shall receive up to fifteen (15)
days sick leave to be paid at 100% of their
hourly rate and up to sixty (60) days at 66 2/3%
of their hourly rate.

Full Time Employees in receipt of Short Term
Disability benefits may elect and advise the
Employer in writing if they wish to apply

_7_
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9.02

9.03

9.04

(b)

their sick leave credits to top up such benefits
to 100% of their regular pay. In the event of
such an election, the Employee shall forfeit one
third (1/3) of a sick leave credit to top up the
daily Short Term Disability benefit.

An employee claiming sick leave is required to
notify the Employer, in accordance with policy,
by 8:00 a.m. on the first day of such illness, and
every day thereafter provided he/she is medic-
ally able. The employee may also provide an
estimated time of return, and shall not be re-
quired to call in daily under this provision.

In normal circumstances, the Employer may
only require an employee to produce a doctor’s
certificate substantiating an absence due to ill-
ness to its satisfaction after three (3) or more
consecutive days of such absence. The cost of
such certification shall be paid by the Employ-
er.

The short term sick leave plan shall be registered
with the Employment Insurance Commission. The
employees’ share of the Employer’s EI premium re-
duction shall be retained by the Employer to offset
the cost of benefit improvements contained in this
Agreement.

(a)

An employee who returns to work after a per-
iod of absence due to illness or injury extending
over five (5) days may be required to produce
a medical certificate from his/her physician
substantiating fitness for duty. In the event
an employee is requesting modified work, the
employee may be required to provide a duly
completed fitness for work certificate on a form
provided by the Employer and shall complete

_8—
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9.05

(b)

(c)

any insurance forms which may be required by
the Employer’s insurance carrier.

The Employer may also require, under certain
circumstances, that an employee attend at an
independent physician from the list main-
tained for this purpose by the Ontario College
of Physicians and Surgeons, in order to obtain
an Independent Medical Evaluation or Func-
tional Ability Evaluation to satisfy any fitness
for duty concerns. The Employer shall bear the
cost of this procedure.

Once medically cleared to return to full dut-
ies, the Employer shall return the employee to
the position and property to which he/she was
last assigned provided a vacancy exists or the
employee elects to bump the least senior em-
ployee at the property.

An employee requiring modified work may be as-
signed to another property where such work is not
available at his/her base property until such time as
the employee is medically certified to perform his/
her regular duties. The employee shall be entitled to
a travel allowance for the distance that such travel
exceeds the distance from his/her residence to his/
her regularly assigned property.

ARTICLE 10
CLOTHING AND SPECIAL EQUIPMENT

10.01 (a) The Employer shall supply employees with all

such clothing and equipment as is required in
the course of performing employment duties.
This shall include any clothing and equipment
as may be required under the Occupational
Health & Safety Act, and its regulations. Re-

_9_
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placement clothing and equipment shall not
be unreasonably denied. The Employee has an
obligation to advise the Employer of any re-
placement needs.

The current issue, which may be amended from
time to time, is as follows:

Anti-Vibration Gloves
Rain Suit
Hat
Rubber Boots
Rubber Gloves
Air Filtration Respirators (supplemented
by deodorizing products where necessary)
Ear and Eye Protection
Safety Helmet
Uniforms
Disposable Coveralls
Overalls
Gloves appropriate for potential hazards
involved in garbage removal
Baseball Cap or “Boonie” Hat
(emblazoned with the MPGC logo)
NO95 Particulate Respirator Masks
Rain Gear

(b) Notwithstanding the foregoing, it is the re-
sponsibility of employees to purchase and
wear C.S.A. approved safety boots. Effective
January 1%, 2018, the Employer shall establish
an account for each employee to spend up to
$275 per annum on such boots at a third party
vendor. Any amount not utilized in the applic-
able calendar year may be carried over for use
in the following year but must be spent within
the first 90 days of such year or is forfeit.

—10 -
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10.02

10.03

10.04

10.05

11.01

(c) Employees who transfer from the Seasonal
Bargaining unit shall only be entitled to receive
the difference between respective boot allow-
ances.

All equipment issued by the Employer shall be de-
posited at the employee’s assigned property in the
designated locker or other storage site as may be
provided. In the event an employee is reassigned or
temporarily transferred to another property, the em-
ployee shall take all such clothing and equipment to
the alternate worksite for use and storage.

The proper shoring material shall be supplied in all
circumstances where it is necessary.

Employees who have successfully completed their
probationary period shall be supplied with a uni-
form. The uniforms must be worn and visible at all
times, except for unusual circumstances. Employ-
ees are responsible for maintaining their clothing
and equipment in a clean and presentable manner.
Costs incurred to repair clothing damaged in the
course of performing duties shall be reimbursed by
the Employer upon presentation of a valid receipt.

Employees requiring prescription safety glasses
will be reimbursed up to $100 every two (2) years
upon presentation of a receipt.

ARTICLE 11
GENERAL

The Employer shall maintain adequate facilities
for the storage of Employer issued clothing. The
Employer shall provide and maintain shower and
washroom facilities.

—11 -
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11.02

11.03

1201

12.02

12.03

Employees shall at all times maintain the cleanli-
ness of lockers.

The Employer shall provide one secured space at
each property upon which the Union may post no-
tices or other communications to its members. The
parties agree that only notices that are signed by a
Union official and approved by the Employer will
be posted on the bulletin board, such approval not
to be unreasonably withheld. Union notices shall be
confined to these secured spaces.

ARTICLE 12
GRIEVANCE PROCEDURE

The purpose of this Article is to establish a proced-
ure for the settlement of all grievances and for the
referral of grievances to arbitration where neces-
sary. The computation of calendar days in respect
of the grievance procedure shall exclude public
holidays (as per the Employment Standards Act,
2000) and the employee’s or employer representa-
tive’s approved vacation time.

Step 1 — Any employee having a grievance relating
to the terms and conditions of this Agreement shall
communicate his/her concerns to his/her immediate
supervisor within seven (7) calendar days of the oc-
currence of the matter (or when such matter came,
or ought to have come, to the member’s attention).

Step 2 — If the grievance is not satisfactorily re-
solved within twenty-four (24) hours, the Commit-
teeperson shall, within five (5) calendar days submit
the grievance in writing, citing any and all relevant
facts, names and articles of this Agreement, as well
as the relief sought, to the Property Manager on
the prescribed form supplied by the Employer. The

—12 —
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12.04

12.05

Property Manager shall render his/her decision in
writing to the Committeeperson within seven (7)
calendar days of the receipt of the grievance.

Step 3 — Should the employee or the Union be dis-
satisfied with the decision rendered in Step 2, the
Union may, within seven (7) calendar days, refer
the grievance to the Director of Property Manage-
ment. The Director of Property Management and a
Human Resource representative shall meet with the
Union National Representative and/or President,
Chairperson along with the Grievor within the next
seven (7) calendar days to consider the matter.

The Director of Property Management decision
on the grievance shall be rendered in writing and
delivered to the President of the Local, or his/her
designate as may be identified to the Employer in
writing, within seven (7) calendar days after the
holding of the meeting.

Arbitration — If the above process does not yield
an outcome satisfactory to the employee, the griev-
ance may be referred to an arbitrator, provided
written notice of the party’s intention to refer the
dispute to an arbitrator is given to the other party
within ten (10) calendar days after management’s
decision. Within five (5) calendar days of the giving
of written notice, both parties shall exchange lists
of three (3) proposed arbitrators. In the event that
no name is common to both lists, either party may
within ten (10) calendar days after the lists have
been exchanged request the Minister of Labour of
Ontario to appoint an arbitrator and shall provide
the other party with a copy of such request.

_ 13—
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12.06

12.07

12.08

12.09

13.01

The Arbitrator shall not make any decision incon-
sistent with the provisions of this agreement, nor
alter, add to or amend any part of this Agreement.

Grievances relating to the discharge or suspension
of an employee (extending over two days), may be
lodged in writing through the Committeeperson
directly to the Director of Property Management
and dealt with at Step 3. Such grievances must be
submitted within five (5) calendar days of the oc-
currence of the matter.

The grievance procedure outlined in this Agree-
ment shall apply equally to a grievance lodged by
a group of employees (provided all such employees
are individually identified), a Union policy griev-
ance, or an Employer grievance. A grievance in-
itiated by the Employer shall be submitted to the
Committeeperson, Union National Representative
or President of the Local Union at Step 3.

The time limits set out herein are mandatory. How-
ever, the parties to this Agreement may, on mutual
consent in writing, waive any non-compliance with
the mandatory time limits set out herein or agree to
expedite the grievance process, abridging the stipu-
lated times or order of proceeding.

ARTICLE 13
SENIORITY

All employees shall be deemed to be probationary
until they have successfully completed three hun-
dred and twenty (320) hours of work from their date
of employment with the Employer. The probation-
ary period of an employee may be extended up to
a further six (6) weeks with the written consent of
the employee, the Employer and the Chairperson.

_ 14 —
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13.02

13.03

13.04

All employees, full and part time and seasonal shall
serve only one such probationary period with the
Employer.

(a) Full time employees who have successfully
completed their probationary period shall ac-
cumulate seniority and service from their date
of employment.

(b) Part time employees who have successfully
completed their probationary period shall ac-
cumulate seniority on a calendar basis from
their date of employment into this agreement.

(¢) Service and seniority accumulated while em-
ployed in the Seasonal bargaining unit, or while
performing seasonal work, shall not count
towards seniority or service for determining
rights and entitlements under this Agreement
unless expressly provided otherwise.

(d) The calculation of seniority and service shall
be based solely on the date of hire into the Full
Time / Part Time Collective Agreement and,
for Part Time employees, hours worked per-
forming Full Time / Part Time duties.

For the purpose of selecting vacation or time off,
the Employer shall recognize the employee’s sen-
iority date as calculated above.

Probationary employees may be discharged during
the probationary period and such discharge shall
not be subject to the grievance procedure, unless
the Union demonstrates such discharge was con-
trary to the Human Rights Code or in bad faith.
There shall not be any obligation on the Employer
to re-employ an employee laid off or discharged
during his/her probationary period.

15—
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13.05 Seniority lists shall be prepared to reflect company
wide seniority and shall be posted bi-annually (June
15" and December 15") in an area where they may
be inspected by employees. The Union shall also be
provided with such seniority lists.

13.06 An employee shall forfeit all seniority and shall be
deemed terminated if:

(a)
(b)

(c)

(d)

(e)

()

1401 (a)

the employee quits;

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

the employee is absent from scheduled work
for a period of three (3) or more consecutive
working days without notifying the Employer
of such absence and providing the Employer
with a satisfactory reason;

the employee fails to confirm in writing to the
Employer his/her intention to accept recall,
which confirmation must be received within
twenty one (21) days of the Employer sending
the recall notice to the employee’s last known
address via registered mail;

the employee accepts a non-bargaining unit
position and does not return to the bargaining
unit within six (6) months of such departure; or

the employee is not recalled within thirty-six
(36) months of layoff.

ARTICLE 14
JoB POSTINGS AND TRANSFERS

In the event new jobs are created or vacancies
occur within the bargaining unit, the Employer
shall post such new jobs or vacancies for a per-

_ 16—
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14.02

14.03

14.04

10d of seven (7) working days in order to allow
bargaining unit employees to apply.

(b) Employees who have successfully posted into
a previous vacancy will not be eligible to apply
until having occupied such position for at least
six (6) months unless the Union and Employer
agree otherwise. This restriction shall not pro-
hibit a Part Time employee from applying for a
Full Time vacancy.

(a) The Applicant with the greatest seniority who
applied for the job and is immediately quali-
fied to perform the work, based on the Em-
ployer’s assessment of qualifications relevant
to the position, shall be given up to thirty (30)
working days at the job to demonstrate his/her
competence in the position.

(b) Qualified Applicants will be selected on the
following basis: most senior Full Time, then
Part Time.

If, during the thirty (30) day familiarization per-
iod, the Employer determines that the applicant is
unsatisfactory in the position, or if the employee
is unable or unwilling to continue to perform the
duties of the new job classification, he/she shall
be returned to his/her former position. Any other
employee promoted or transferred as a result of the
employee’s original application shall be returned to
his/her former position. This trial period shall apply
equally with respect to employees accepting pos-
itions outside the bargaining unit.

In the event the candidate is returned to his/her
former position during the familiarization period
any consequential transfers to reverse the posting

17—
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results shall be affected and shall not be subject to
the grievance procedure.

14.05 (a)

(b)

14.06 (a)

(b)

Where there are no candidates qualified in ac-
cordance with 14.02, the Employer shall select
either an internal candidate on the basis of sen-
iority for training, receive applications from
the employees in the Seasonal Bargaining on
a seniority basis, or hire externally provided
such recruits are immediately qualified for the
position, subject to a reasonable orientation
period as may be necessary.

A seasonal employee selected for training will,
upon completing such training, be given the
familiarization period on the terms and condi-
tions set out in 14.03 except that further train-
ing may be provided within the familiariza-
tion period to assist the seasonal employee in
demonstrating the required competence. The
seasonal employee is not required to be im-
mediately qualified until after having had an
opportunity for training and familiarization in
accordance with this Article.

Where an employee is absent from work on
any leave of absence, whether paid or unpaid,
of any duration in excess thirty (30) calendar
days, the Employer shall post a temporary va-
cancy in accordance with this Article should
management determine that such posting is
necessary.

Secondary postings necessitated by positions
temporarily vacated under this article shall be
filled on a seniority basis among employees
who are immediately qualified as per article
14.02.
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14.07

15.01

15.02

(c) An employee successfully posting into such a
temporary position shall not be entitled to any
travel allowance under this Agreement.

(d) Part Time Employees occupying a temporary
Full Time vacancy for twelve (12) consecu-
tive months, will, on the first day of the im-
mediately following month, be eligible for Full
Time sick and vacation benefits pro-rated and
reconciled on quarterly basis. Such employee’s
entitlements will be determined based on their
Part Time service as calculated in accordance
with clause 13.02.

Where an employee is required for work at another
property, the Employer will assign the most junior
employee at the property having the required quali-
fications and who is immediately available for such
assignment.

ARTICLE 15
LEAVES OF ABSENCE

Where practicable, leaves of absence without pay
shall be granted for up to two (2) employees to at-
tend Union meetings and conventions upon appli-
cation and two (2) weeks’ notice. Leaves of absence
must be signed by the Employer, and a copy of the
letter setting out the terms of the leave shall be pro-
vided to the Chairperson. Such leaves shall not be
unreasonably denied or withheld.

The Employer may also grant leaves of absence
without pay on an individual basis to requesting
employees, on two week’s notice. Leaves of ab-
sence must be signed by the Employer, and a copy
of the letter setting out the terms of the leave shall

—_ 19—
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15.03

15.04

16.01

16.02

16.03

be provided to the Chairperson. Such leaves shall
not be unreasonably denied or withheld.

(a) For leaves granted in accordance with 15.01,
seniority shall be maintained and continue
to accrue for up to thirty six (36) months for
employees absent on a leave granted pursuant
to 15.01 and/or 15.02. Matching pension con-
tributions at the stipulated rate shall continue
in respect of employees on an approved leave
under Article 15.01.

(b) For leaves granted in accordance with 15.02,
seniority shall be maintained for a maximum
of nine (9) months.

The Union shall be responsible for reimbursing
the Employer for any hourly wages associated
with such leaves, including pay rate differentials
and overtime associated with the granting of such
leaves.

ARTICLE 16
Hours oF WORK AND OQOVERTIME

The normal work week shall consist of forty (40)
hours per week, exclusive of unpaid meal periods.
The normal work day shall be eight (8) hours ex-
clusive of a one half (!2) hour unpaid meal period.
The unpaid meal break may be changed to one (1)
hour with the consent of both the employee and the
Employer.

Employees shall be allowed a fifteen (15) minute
rest break during each half shift at times designated
by the Property Manager.

Employees shall leave the building and tool sheds
at the designated starting times for the day and shall
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16.04

16.05

16.06

16.07

16.08

continue on and at their work until the designated
quitting time for lunch. Ten (10) minutes shall be
permitted to clean tools and wash up at quitting
time for the day.

Employees reporting for work at one cemetery and
subsequently working at another cemetery on the
same day shall be paid for their travelling time.

Employees may be required to work at cemeteries
other than their base property and if instructed the
day previous to such employment they shall pro-
vide their own transportation on their own time.
Such employees shall be compensated at the cur-
rent rate per kilometer for the distance from their
base property to the assigned property, less the dis-
tance from their home to the base property.

Employees reporting for work without previous no-
tice that they would not be required, shall receive a
minimum of either four (4) hours of work or four
(4) hours of pay.

Where employees notify their Property Manager
that they desire a change in their weekly work
schedule, the Employer, if satisfied that the normal
work required at the property involved can be prop-
erly performed, may agree to such rescheduling.
The Employer shall not be responsible or liable for
overtime rate claims or other non-compliance with
the provisions of this Agreement that may arise or
accrue as a result of such rescheduling.

Time worked in excess of eight (8) hours a day and
forty (40) hours a week shall be paid at the rate
of one and one-half (1 !2) times the straight time
hourly rate. Time worked in excess of eight (8)
hours per day shall not be counted for the purpose
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of calculating overtime beyond forty (40) hours per
week.

(a) Where the employer determines that overtime
is required at a specific property, the following
shall occur:

(b)

(1)

(ii)

Same Day Overtime: Such time shall be
offered on a seniority basis to qualified
employees assigned to such property, and
beginning with those currently, or sched-
uled to be, at work; or

Other than Same Day Overtime: Such
time shall be offered on a seniority basis
as follows: Full Time first at the property,
followed by Part Time at the property,
then Full Time company wide, then Part
Time company wide. Reference will be to
seniority as established by the property’s
overtime list to qualified employees as-
signed to such property, excluding those
on sick leave. Employees on vacation or
other leaves of absence will also not be
eligible for overtime unless they have
communicated their desire to remain on
the rotational list during such absence.
Unfilled overtime opportunities may then
be offered to Seasonal employees that are
available and immediately qualified.

Where the system under (i) or (ii) yields in-
sufficient volunteers, the Property Manager
shall consult the weekly volunteer overtime
list posted at the property offering the remain-
ing time on a rotational basis according to the
company wide seniority. The remaining time
shall be offered first to Full Time and next to
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Part Time employees being the most senior
qualified employee in the bargaining unit on
the weekly volunteer overtime list and immedi-
ately available by telephone. Such list shall be
posted at each property. In order to qualify for
other than Same Day overtime opportunities
employees must communicate their interest to
the Property Manager, or designate, on or be-
fore the Wednesday preceding the overtime to
be scheduled. Unfilled overtime opportunities
may then be offered to Seasonal employees.

Where the Employer is unable to secure ad-
equate volunteers through this process, the
most junior qualified employees, or seasonal
employees, at the property shall be assigned
to perform the required overtime opportunities
offered hereunder and shall be placed at the
bottom of the volunteer overtime list for subse-
quent overtime opportunities and the list shall
be cycled accordingly.

For Full Time employees regularly working the
normal work week the Employer shall endeav-
our to arrange schedules so that every second
Saturday is off. Where the Full Time employee
works two consecutive Saturdays, the second
Saturday shall be paid at time and one-half
(1'%) the regular rate. The foregoing shall not
apply where:

(1) such Saturday work was performed by
the employee to satisfy specific days of
requested by such employee to satisfy
specific lieu day requests off in the week
prior to the Saturday work, or
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(b)

(i1) such Saturday is worked as a result of an
exchange of shifts with another employ-
ee.

Where the Employer determines that it is ne-
cessary to open a property seven days a week,
all Full Time employees at that property shall
work Monday to Friday and Part Time em-
ployees shall be scheduled for Saturday and
Sunday. The number of Part Time employees
required to work on the weekend shall not ne-
cessarily be identical for both days.

If for any reason a Part Time employee sched-
uled to work on a Saturday or Sunday is not
available to work, the Employer shall first at-
tempt to schedule another Part Time employee,
first from that property and then from another
property. If no Part Time employee is avail-
able, the Employer shall assign a Full Time
employee to work overtime in accordance with
Article 16.09. The rates of pay for Saturday
and Sunday work shall be in accordance with
Articles 16.08 and 17 of this Agreement.

Prior to shifting a cemetery to a seven-day a
week operation, the Union shall be given a
minimum of three months’ notice during which
period the Employer shall engage in consulta-
tions with the Union concerning scheduling
issues related to the implementation of the
seven (7) day operation.

16.11 Employees who are assigned to be on standby for
snow removal, shall be paid four (4) hours min-
imum at the premium rate.

16.12 This article shall not be deemed a guarantee of
work except as provided in Article 16.06.
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ARTICLE 17
WAGES AND JOB CLASSIFICATIONS

17.01 (a) Wages shall be increased as follows:

June 26,2017 —2.0%
June 26,2018 —2.0%
June 26,2019 - 2.0%
June 26,2020 —2.25%

(b) Employees in the following job classifications
shall receive the rates as set out below:

Full Time & Part Time
Wages
Position June 26,2017
Class 1 Class 2 Class 3
Cemetery 29.68 30.30 30.87
Mechanic 27.90 31.09 34.33
Mausoleum 19.76 22.13 24 .47
Full Time & Part Time
Wages
Position June 26, 2018
Class 1 Class 2 Class 3
Cemetery 30.27 3091 31.49
Mechanic 28.46 31.71 35.02
Mausoleum 20.16 22.57 24.96
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Full Time & Part Time
Wages
Position June 25,2019
Class 1 Class 2 Class 3
Cemetery 30.88 31.53 32.12
Mechanic 29.03 32.34 35.72
Mausoleum 20.56 23.02 25.46
Full Time & Part Time
Wages
Position June 25, 2020
Class 1 Class 2 Class 3
Cemetery 31.57 32.24 32.84
Mechanic 29.68 33.07 36.52
Mausoleum 21.02 23.54 26.03

17.02

(c) Probationary employees shall not receive less
than the Class 1 rate.

(d) If a Part Time or Seasonal employee success-
fully applies for a full-time position, the in-
cumbent receives the Class 1 or their current
rate of pay whichever is greater.

Class 1 — after the probationary period (or 320
hours worked)

Class 2 — after 12 months (or 2080 hours worked if
a part time employee)

Class 3 — after 24 months (or 4160 hours worked if
a part time employee)
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17.03

17.04

Effective June 26,2017, Employees engaged in the
operation of an excavating machine or operating a
tool cat while performing the auger function shall
receive a bonus of $6.95 per half shift, regardless of
the number of hours the excavating equipment is in
operation.

Effective June 26,2018, Employees engaged in the
operation of an excavating machine or operating a
tool cat while performing the auger function shall
receive a bonus of $7.09 per half shift, regardless of
the number of hours the excavating equipment is in
operation.

Effective June 26,2019, Employees engaged in the
operation of an excavating machine or operating a
tool cat while performing the auger function shall
receive a bonus of $7.23 per half shift, regardless of
the number of hours the excavating equipment is in
operation.

Effective June 26, 2020, Employees engaged in the
operation of an excavating machine or operating a
tool cat while performing the auger function shall
receive a bonus of $7.39 per half shift, regardless of
the number of hours the excavating equipment is in
operation.

Effective June 26, 2017, An Employee who is
placed in charge of a breaker gun, tamper or truck
of three (3) tons or more shall receive a bonus of
$1.38 per half shift regardless of the number of
hours the breaker gun, tamper or truck is in oper-
ation during each half shift.

Effective, June 26, 2018, An Employee who is
placed in charge of a breaker gun, tamper or truck
of three (3) tons or more shall receive a bonus of
$1.41 per half shift regardless of the number of
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17.05

17.06

17.07

17.08

hours the breaker gun, tamper or truck is in oper-
ation during each half shift.

Effective June 26, 2019, An Employee who is
placed in charge of a breaker gun, tamper or truck
of three (3) tons or more, shall receive a bonus of
$1.44 per half shift regardless of the number of
hours the breaker gun, tamper or truck is in oper-
ation during each half shift.

Effective June 26, 2020, An Employee who is
placed in charge of a breaker gun, tamper or truck
of three (3) tons or more, shall receive a bonus of
$1.47 per half shift regardless of the number of
hours the breaker gun, tamper or truck is in oper-
ation during each half shift.

For caskets, sectional crypts and pine shells con-
taining remains, a removal bonus shall be paid
when the casket, sectional crypt or pine shell con-
taining remains is moved up, down, right, left, cen-
tred or across.

For casketed remains enclosed in an outer container
(vault or two piece crypt), a removal bonus shall
be paid when the outer container is moved above
ground or three feet down, right, left, centred or
across.

Effective June 26, 2017, The removal bonus pay-
able in respect of 17.05 and 17.06 shall be as fol-
lows:

(a) Adults — $636.44
(b) Children — $104.92
(¢) Infants - $58.29

Effective June 26, 2018, The removal bonus pay-
able in respect of 17.05 and 17.06 shall be as fol-
lows:
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17.09

17.10

17.11

17.12

17.13

17.14

(a) Adults —$649.17
(b) Children — $107.02
(¢) Infants - $59.46

Effective June 26, 2019, The removal bonus pay-
able in respect of 17.05 and 17.06 shall be as fol-
lows:

(a) Adults —$662.15
(b) Children — $109.16
(¢c) Infants - $60.65

Effective June 26, 2020, The removal bonus pay-
able in respect of 17.05 and 17.06 shall be as fol-
lows:

(a) Adults -$677.05
(b) Children — $111.62
(¢) Infants —$62.01

(a) The bonus shall be shared equally amongst the
employees doing the removal work.

(b) The above bonuses shall not apply to cremated
remains.

Each cemetery service employee, qualified to per-
form the necessary work, shall rotate in order to get
the opportunity to earn the above bonuses.

All employees shall be paid through the Employ-
er’s automatic bank deposit system.

Non bargaining unit employees shall not perform
work normally done by the employees in the bar-
gaining unit except for the purpose of instruction,
training and development opportunities for Sea-
sonal employees, experimentation, inspection and
in circumstances when employees are not on site
and immediately available.
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18.01

18.02

18.03

18.04

18.05

18.06

18.07

ARTICLE 18
Cost oF LIVING ALLOWANCE

The cost of living allowance (“COLA”) shall be
determined in accordance with changes in the Con-
sumer Price Index, all Canada (“CPI”), published
by Statistics Canada (1992 = 100)

The adjustment dates are July 1, October 1, Janu-
ary 1, and April 1 of each year based upon the CPI
change during the preceding periods as outlined
below. The adjustments calculated shall be paid
within three (3) months of the end of applicable
year.

March 1 — May 31
June 1 — August 31

September 1 — November 30
December 1 — February 28/29

The amount of the COLA is 1 cent per hour for each
0.090 change in the CPI for the appropriate three
(3) months as indicated in Article 18.02.

The COLA shall be adjusted by the amount of
change in the CPI for the previous quarter to the
nearest one (1) cent.

The amount of any COLA in effect at any given
time shall be computed by including overtime pay,
vacation with pay, sick leave with pay and holidays
with pay.

In no event shall the decline of the CPI provide the
basis for a reduction of the basic hourly rate by job
classification.

The adjustments calculated under 18.02 shall be
paid in the form of a “fold-in” on hourly rates (no
lump sum payment).
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The foregoing COLA provisions shall not come
into force until June 26, 2020. COLA adjustments
arising in the final year of the agreement shall only
be payable when the CPI has exceeded 3.0% in the
final year of the agreement.

ARTICLE 19
GrouP HEALTH & WELFARE

The Employer shall pay 100% of the premium for
the current major medical plan ($10 — $20 annual
deductible no co-insurance).

The Employer shall pay 100% of the premium of
the current Dental Plan (current O.D.A. Schedule
of fees).

Employees shall be provided with a drug card.

The Employer shall establish a Health Spending Ac-
count for each employee into which the following
sums shall be deposited on an annual basis: $300.00
for Full time employees and $220.00 for Part time
employees. The sum annually deposited in each ac-
count may only be carried over to the following year
and must be exhausted in that second year, failing
which the carried over portion shall expire.

The Employer shall pay 100% of the premium
for Group Term Life Insurance in the amount of
$100,000 for each Full time employee.

(1) The Employer shall provide the Union with the
following plan booklets arising from the con-
tracts of insurance secured to provide the bene-
fits agreed to in articles 19.01 through 19.05.

(a) Work Accident Insurance Program
(“WAIP”) — currently provided by RBC
Insurance (formerly UnumProvidentCan-
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ada) and applicable to eligible Full Time

and Part Time employees providing the

following or substantially similar cover-

age:

(1) after 104 weeks of permanent and
total disability, principal sum of

$100,000 (may be subject to offset
for payments under the loss schedule;

(i1) total disability weekly accident in-
demnity 75% of gross earnings to a
maximum of $650 per week for up to
104 weeks of eligibility;

(1i1) partial disability weekly accident in-
demnity, 50% of (ii) above for up to
104 weeks of eligibility;

(iv) accident medical, up to $15,000;

(v) accident dental, up to $3,000;

(vi) repatriation, up to $10,000;
(vii)funeral expenses, up to $10,000;
(viii) rehabilitation, up to $10,000;

(ix) family transportation, up to $10,000;

(x) injured wearing seatbelt, up to
$10,000

The WAIP shall be supplemented by the
Employer in the following manner:

(1) top up the injured employee’s weekly
accident indemnity over the period of
eligibility, up to the maximum per-
iod payable, such that the employee
receives an amount equivalent to
seventy-five (75%) of his/her gross
earnings;
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(c)

(d)

(i1) maintain the injured employee’s eli-
gibility for the benefits as referenced
in paragraphs (c) and (d) below;

(i11) where the injured employee suf-
fers a permanent partial disability,
full reimbursement shall be pro-
vided for tuition fees incurred in a
mutually agreed program of educa-
tion, to a maximum of two thou-
sand ($2,000.00) per year over a
consecutive five (5) year period (i.e.
$10,000.00 maximum lifetime); and

(iv) the Employer shall reimburse em-
ployees for medical certification
costs required pursuant to the WAIP
Plan in accordance with the WSIB’s
applicable fee schedule.

Eligible Full Time Employees: Group
Short Term Disability, Long Term Dis-
ability Program currently provided by
RBC Insurance, Group Term Life and
AD&D currently provided by Sun Life
Financial, and Group Benefit Program
consisting of the current Major Medical
Plan and Dental Plan currently provided
by Sun Life Financial pursuant to articles
19.01 through 19.05, excluding the Long
Term Disability portion which is provid-
ed for by RBC Insurance.

Eligible Part Time Employees: Group
Short Term Disability currently provid-
ed by RBC Insurance, Group Term Life
and AD&D as well as the Group Benefit

Program consisting of the current Major
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19.07

19.08

19.09

2001

Medical Plan and Dental Plan currently
provided by Sun Life Financial, exclud-
ing Long Term Disability portion of cov-
er-age which is inapplicable to this group
of employees, pursuant to articles 19.01
through 19.05.

(¢) Long Term Disability coverage for Full
Time employees shall be increased to
70% of basic monthly earnings to a max-
imum of $4,300.

(f) Effective January 1, 2018, Long Term
Disability coverage for Full Time em-
ployees shall be increased to 70% of
basic monthly earnings to a maximum of

$4.500.

Employees shall be able to participate in the Em-
ployee Assistance Plan purchased by the employer.

Where the Employer changes carriers for the forego-
ing benefits, the Union shall be provided with the ap-
plicable plan booklets within thirty (30) days of such
change. The Employer shall ensure the terms and
conditions of the group benefit insurance policies are
substantially similar inclusive of the benefits set out
in Appendix “D” to the Collective Agreement.

Employee eligibility for the foregoing benefits
ceases in accordance with the terms, conditions and
criteria set out in such policies and/or related plan
documentation, except where prohibited by law.

ARTICLE 20
PENSION AND RETIREMENT SAVINGS

Full Time and Part Time employees shall be eli-
gible to participate in the Pension Plan for Hourly-
Related Staff of Mount Pleasant Group of Cemeter-
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20.02

2101

ies in accordance with the pension plan’s terms,
as amended from time to time. Employees who
participate in the pension plan shall be required to
make contributions equal to 4.0% of gross earnings.
The Employer shall make matching contributions.
The continuation of pension contributions during
pregnancy and parental leaves shall be determined
in accordance with the Employment Standards Act,
2000. Pension contributions shall also continue for
those employees collecting income replacement
benefits pursuant to the WAIP.

Employees shall be eligible to participate in the
Employer’s Group Registered Retirement Savings
Plan in accordance with its terms.

ARTICLE 21
PAiD HoLIDAYS

(a) This Agreement recognizes nine (10) premium
paid holidays as follows:

New Year’s Day  Civic Holiday

Good Friday Labour Day
Family Day Thanksgiving Day
Victoria Day Christmas Day
Canada Day Boxing Day

(b) In addition, this agreement recognizes three (3)
other paid holidays for Full time employees
only, unless otherwise specified herein:

i.  Employee’s Birthday (applicable to Part
time employees)

1. Two additional float holidays to be taken
at a time convenient to the employee and
with the approval of the supervisor.

(c) If the employee’s birthday falls on the day be-
fore or the day after a regular paid holiday, a
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21.02

21.03

21.04

2201

22.02

2203

Saturday or a Sunday, the day off for the holi-
day shall not be granted on the day of the birth-
day. But shall be granted within a period of 15
days on either side of the other paid holiday,
the Saturday or Sunday.

An employee who is required to work on any of
the ten (10) premium paid holidays shall be paid
in accordance with the Employment Standards Act,
2000, except as provided in for in this Article 21
and Article 16.

An employee who is absent on any of the above
paid holidays after being required to work, forfeits
all pay for that day, except if he or she is absent on
sick leave which commenced prior to or in the week
in which the paid holiday falls.

An employee who is required to work on any of the
ten (10) premium paid holidays shall be paid at the
rate of one and one-half (1 !2) times his/her regular
rate of pay and where the employee is entitled to
the holiday with pay, his/her regular wages shall be
paid in addition thereto.

ARTICLE 22
V ACATIONS

Full Time Employees with one year or more of con-
tinuous service shall receive two (2) weeks vaca-
tion per calendar year at their regular rate of pay at
a time designated by the Employer.

Full Time Employees with three (3) years of con-
tinuous service shall receive three (3) weeks vaca-
tion per calendar year at their regular rate of pay at
a time designated by the Employer.

Full Time Employees with eleven (11) years of con-
tinuous service shall receive four (4) weeks vaca-
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tion per calendar year at their regular rate of pay at
a time designated by the Employer.

Effective January 1%, 2018, Full Time Employees
with ten (10) years of continuous service shall re-
ceive four (4) weeks vacation per calendar year at
their regular rate of pay at a time designated by the
Employer.

Full Time Employees with seventeen (17) years of
continuous service shall receive five (5) weeks va-
cation per calendar year at their regular rate of pay
at a time designated by the Employer.

Full Time Employees with twenty five (25) years of
continuous service shall receive six (6) weeks vaca-
tion per calendar year at their regular rate of pay at
a time designated by the Employer.

Part Time Employees who have not completed
3,500 hours of work shall receive an amount of four
percent (4%) of gross earnings as vacation pay paid
bi-weekly.

Part Time Employees who have completed 3,500
hours of work shall receive an amount of five per-
cent (5%) of gross earnings as vacation pay paid
bi-weekly.

Vacation shall not accumulate from year to year.

Employees who leave the Employer’s service prior
to receiving their vacation as above shall be dealt
with in accordance with the Employment Standards
Act, 2000, respecting allowance for vacation pay.

ARTICLE 23
STRIKES AND LOCKOUTS

During the term of this Agreement there shall be no
strikes by employees or lock-outs by the Employer.

- 37 —



B

(November 22, 2017 / 16:31:23)

1104984-2_MtPleasantAgrmt.pdf .42

2401

2501

2601

ARTICLE 24
BEREAVEMENT PAY

An employee shall be permitted time off work for
the purpose of arranging and attending the funeral
of a member of his immediate family, up to a max-
imum of three (3) days. Employees shall receive up
to one (1) day for bereavement in respect of aunts
and uncles. Where any such day falls on a sched-
uled working day for the employee, he/she shall
be paid a bereavement allowance for the hours he/
she was scheduled to work at the applicable hourly
rate. Immediate family shall mean grandparents,
spouse (common law or same sex), son (or in-law),
daughter (or in-law), mother (or in-law), father (or
in-law), sister (or in-law) and brother (or in-law).

ARTICLE 25
JURY Duty

The Employer shall pay to employees required to
serve as jurors in any court of law, the difference, if
any, between the amount paid to them for such jury
service and the amount they would have received
for services normally rendered to the Employer.

ARTICLE 26
HEALTH AND SAFETY

(a) The Employer and the Union shall work in

partnership to provide a safe and healthy working environ-
ment for all employees during their hours of employment.

(b) The Employer and the Union are committed
to providing a harassment and violence free
workplace. Harassment means engaging in a
course of vexatious comment or conduct that
is known or ought reasonably be known to be
unwelcome. Workplace Violence means the
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26.02

26.03

26.04

attempt or actual exercising of physical force
that causes or could cause physical injury, or a
statement or behaviour that it is reasonable to
interpret as a threat to exercise physical force
that could cause physical injury.

(c) The Union recognizes the obligation of its
members to cooperate with training initia-
tives implemented by the Employer to enhance
health and safety, including with respect to
equipment operation.

The Employer recognizes its obligations to com-
ply with the Occupational Health and Safety Act
(“OHSA”). All standards established under the
OHSA represent the minimum acceptable prac-
tice which the parties shall strive to improve upon
through the Joint Health and Safety Committees
established at each property. Committee members
shall receive appropriate training.

The parties shall, at each property where required by
law, maintain one (1) Joint Health & Safety Com-
mittee comprised of equal numbers of employer and
bargaining unit representatives. Each Committee
shall have certified Co-chairs representing the em-
ployer and the bargaining unit respectively and shall
discharge its obligations under the OHSA, including
inspections, convening meetings, undertaking the
investigation of any alleged unsafe practices and/or
accidents, and making appropriate reports.

The parties shall also establish a Health and Safety
Steering Committee (“HSSC”) comprised of two
(2) certified bargaining unit representatives and
two (2) certified management representatives. The
HSSC shall meet on a quarterly basis and at such
other times as mutually agreed. The HSSC’s pur-
pose will be to work with the Joint Health and Safe-
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26.05

26.06

26.07

26.08

2701

ty Committees at each property as well as review
and make recommendations with respect to health
and safety matters including:

(1) awareness, training, and knowledge of proper
procedures;

(1) integrated pest management practices; and

(i11) policies regarding Heat Stress, Lightning,
Crowd Control, Carry-ons, High Risk Funerals
and Working Alone

Time spent in the performance of such duties for the
HSSC shall be deemed time at work and shall be
paid in accordance with the terms of this Agreement.

The National Representative and/or the Local
Union President, or designate, may raise general
health and safety issues with the Manager, Employ-
ee Relations for discussion.

Employees may invoke the right to refuse work in
accordance with the OHSA, as set out in Appendix
‘éB’?.

An employee injured during working hours and

who is required to leave work for treatment shall
receive his/her earnings for the balance of the shift.

National Minute of Silence — Each year on April
28™ at 11:00 a.m. employees may, if possible, ob-
serve one minute of silence in memory of people
who have died in workplace accidents.

ARTICLE 27
DiScCIPLINE

All discipline assessed will be implemented pur-
suant to the principles of progressive discipline.
Discipline will be removed from the Employee’s
record after twenty four (24) months of active ser-
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vice provided there is no intervening discipline.
Any suspensions imposed for conduct in breach
of the Human Rights Code and/or Occupational
Health and Safety Act shall remain on the Employ-
ee’s record for an additional 2 years.

27.02 (1)

2)

The following specified causes shall be conclu-
sively deemed to be sufficient for the discharge
of an employee, but shall not deprive any em-
ployee of the grievance procedure:

a) theft from the Employer;

b) consuming an intoxicating beverage, or
drug, while on duty;

c) being impaired while on duty by reason
of consumption of an intoxicating bever-
age, or drug, subject to the Human Rights
Code;

d) responsible for bringing and being in pos-
session of an intoxicating beverage, or
drug, for other than medicinal purposes,
while on duty, subject to the Human
Rights Code;

e) desecrating a burial site;
f)  physical violence causing bodily harm;

At an arbitration concerning the above grounds
only the factual basis underlying the applica-
tion of the above specific penalties may be re-
viewed. If the factual basis is substantiated, the
Arbitrator shall not inquire into the propriety
of the specific penalty. Nothing in this provi-
sion shall affect the right of the Employer to
discharge or discipline employees for just
cause, and the question of whether just cause
for discharge or discipline exists in any other
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2801 (a)

(b)

(c)

(d)

case shall be determined without regard to the
existence of this provision.

ARTICLE 28
LAYorr AND RECALL

Unless specified otherwise, seniority shall be
Employer wide. Where a reduction in staff is
required at a property, the Employer shall se-
lect the most junior employee at such prop-
erty. Upon receipt of a notice of layoff, the
displaced employee may accept the layoff or
elect to bump the least senior employee at the
property of his/her choice, provided he/she is
immediately qualified to perform the available
work. The displaced employee must advise the
Employer of his/her election immediately upon
receiving the notice.

The subsequently displaced employee may ac-
cept the layoff or bump only the least senior
employee in the bargaining unit provided the
bumping employee is immediately qualified to
perform the available work.

No employee shall be hired at the original
property where the employee exercised sen-
iority due to a layoff, until he/she has been re-
turned to his/her former position, has declined
or is unavailable to be recalled.

Employees shall be notified of recall by regis-
tered letter to their last known address. Em-
ployees are responsible for ensuring their con-
tact information is current.

28.02 Layoff and recall shall be executed by classification
in accordance with seniority. Where possible, re-
called employees shall be entitled to return to their
last assigned property.
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29.01

29.02

ARTICLE 29
COLLECTIVE AGREEMENT RENEWAL

This agreement shall be in force for the period from
June 26, 2017 to June 25, 2021 and shall continue
in force from year to year thereafter, unless either
party gives notice in writing to the other within
ninety (90) days preceding the expiration of the
Agreement of its desire to bargain with a view to re-
newal, with or without modification of this Agree-
ment or to the making of a new Agreement.

If, pursuant to such negotiations, an Agreement is
not reached prior to the current expiration date, this
Agreement shall be automatically extended until
consummation of a new agreement or completion
of the conciliation procedures under the Labour Re-
lations Act.

i ississaiga this 12™ day of Jung, 2017
/et ~ @M

’?fwe@ W i, war

On behalf of the Urjien On behalf of the Employer
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APPENDIX “A”
HARASSMENT PREVENTION PoLICY

Preamble

Mount Pleasant Group of Cemeteries (“MPGC”) is com-
mitted to providing a work environment where all employ-
ees are treated with dignity and respect and provided with
equal opportunities. Each employee has the right to work
in an environment that is free from the discrimination and
harassment prohibited by law.

The Employer and the Union agree that, in accordance
with the Ontario Human Rights Code, save and except
legislated exemptions, there shall be no discrimination,
interference, restraint or harassment or coercion exercised
or practised by either of them, or by any of their repre-
sentatives, with respect to any employee because of his/her
age, disability, race, colour, place of origin, ethnic origin,
citizenship, marital status, creed, nationality, sex or sex-
ual orientation, gender identity and gender expression, on
account of religious or political affiliations, or because of
his/her membership or activities or lack of membership or
activities, in the Union.

The Employer and the Union are committed to providing
a harassment free workplace. Harassment is defined as a
“course of vexatious comment or conduct that is known or
ought reasonably be known to be unwelcome”, that denies
individual dignity and respect on the basis of the grounds
enumerated above. All employees are expected to treat
others with courtesy and consideration and to discourage
harassment.

Harassment may take many forms: verbal, physical or
visual. It may involve a threat or an implied threat or be
perceived as a condition of employment. The following
examples could be considered as harassment but are not
meant to cover all potential incidents:
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Unwelcome remarks, jokes, innuendos, ges-
tures, or taunting about a person’s body,
disability, attire or gender, racial or ethnic
backgrounds, colour, place of birth, sexual
orientation, citizenship or ancestry,

Practical jokes, pushing, shoving, etc. which
cause awkwardness or embarrassment,

Posting or circulation of offensive photos or
visual materials,

Refusal to work or converse with an employee
because of their racial background or gender,

unwanted physical conduct such as touching,
patting, pinching, etc.

Backlash or retaliation for lodging a complaint
or participating in an investigation.

HARASSMENT IS NOT:

Harassment is in no way to be construed as properly dis-
charged supervisory responsibilities including the delega-
tion of work assignments, the assessment of discipline or
any conduct that does not undermine the dignity of the in-
dividual. Neither is this policy meant to inhibit free speech
or interfere with normal social relations.

1.0 Policy Statements

1.1

1.2

It is the policy of MPGC to provide a working
environment that is free of discrimination and
harassment.

MPGC and its supervisory staff must be aware
of the Ontario Human Rights Code and ensure
that employees under their supervision are in-
formed of MPGC policy.
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2.0

1.3

14

1.5

1.6

1.7

The Union and every employee, including
management, is expected to respect the free-
doms, rights and dignities of others and is re-
sponsible for refraining from initiating or being
party to any behaviour or creating a workplace
atmosphere that could constitute harassment or
a poisoned environment.

Every employee having dealings with MPGC
has the right to equal treatment and freedom
from discrimination and harassment in relation
to any one of the prohibited grounds.

All complaints of discrimination or harassment
shall be taken seriously and shall be investi-
gated in a prompt, confidential and impartial
manner until such time as they are resolved or
withdrawn.

In the case of substantiated complaints, cor-
rective action up to and including dismissal
shall be applied to the impugned employee.

Frivolous or malicious accusations are con-
sidered serious infractions and shall be dealt
with accordingly up to and including dismissal.

Application of the Policy

2.1

2.2

Fair and equitable treatment shall apply to all
aspects of employment, including but not lim-
ited to: placement, training and development,
promotion, compensation, benefits, termina-
tion and the work environment.

The workplace covers the offices, buildings,
and physical work sites of MPGC. It also in-
cludes MPGC washrooms, cafeterias, locker
rooms and vehicles and any other location in
which employees conduct business. All means
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of communication are covered, including
facetoface encounters, letters, drawings, email
transmissions, fax and telephones.

This policy applies to all fulltime, parttime and
seasonal employees.

3.0  Resolution of Complaints

A.

Role of the employee:

Employees should ensure that they behave in
an acceptable manner at all times and actively
work to discourage any offensive behaviour
exhibited by others.

Employees who think they are being discrimin-
ated against or harassed should:

B Tell the harasser — The harasser should be
told that the behaviour is unwelcome and
against MPGC policy and that it should stop
immediately. Keep a record. The employee
should make a note about the incident, in-
cluding when it happened, and who was
present.

B Tell the supervisor — In some situations,
objecting may be ignored. Employees
should then bring any concerns to their own
supervisor or the harasser’s supervisor. The
incident and its effects should be explained
and a plan of action should be agreed upon,
with a followup meeting scheduled.

® Report the incident — Where necessary the
employee shall also inform a member of
management, a union representative, and/
or Human Resources, and may file a formal
complaint to be dealt with under Article 4 of
this policy.
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B.

Should a practice, policy or action of manage-
ment result in discrimination, employees have
a responsibility to report the situation to their
supervisor or manager, a union representative
and/or Human Resources so that it may be ad-
dressed.

Role of Manager | Supervisor

Managers and supervisors are responsible for
providing a workplace free from discrimina-
tion and harassment and for intervening when
problems occur. They shall be held responsible
for their actions and for dealing with the ac-
tions of their staff.

The following are actions that can often pre-
vent or resolve problem situations without a
formal complaint and investigation:

B Set a good example — Supervisors should
let their staff know that they take the issue
of workplace human rights seriously by sup-
porting this policy and not participating in or
ignoring discrimination and harassment.

B Approach employees if something is sus-
pected — Employees may be embarrassed
and reluctant to approach their manager
or supervisor. Symptoms of harassment or
discrimination may include: reduced pro-
ductivity, changes in behaviour, rumours,
increased sick leave, increased resignations,
or sudden changes in performance evalua-
tions. Once the employee is aware of these
changes, he or she may be more willing to
discuss the problem.

B Seek advice — Consult with Human Resour-
ces if it is not clear that the employee’s prob-
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lem involves discrimination or harassment.
A formal complaint may be needed if the
complaint involves several incidents over a
long period of time, situations that may not
be easily corrected, or behaviour that may
require discipline.

B Discuss the situation with the alleged ha-
rasser — This person may be unaware that
his or her behaviour is offensive. If the al-
legations are substantiated but continue to
be denied, the discussion should be treated
as a warning that inappropriate workplace
behaviour shall not be tolerated.

B Keep a record — Supervisors should keep a
personal record of all discussions with the
complainant and alleged harasser, as well as
their response to the situation.

Role of Human Resources

Human Resources is responsible for coordinat-
ing the implementation and enforcement of this
policy. Specifically, it is responsible for:

B educating all employees on the content and
scope of the policy,

B providing advice to all employees on the
prevention and resolution of discrimination
and harassment,

B investigating formal complaints and at-
tempting to resolve problem situations, and

® maintaining support documentation and ma-
terial.
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4.0

Investigation Process

4.1 When informed of a complaint, Human Re-
sources shall work to resolve the complaint as
quickly as possible through one of two ways:

An informal procedure which may include:

B A meeting or discussion between the complain-
ant and the respondent, if both parties feel com-
fortable with that approach and an immediate
resolution can be agreed upon; or

B A meeting or discussion between the complain-
ant and the respondent with a Human Resources
representative present to mediate and facilitate
the discussion and work towards a resolution.
If either the complainant or the respondent re-
quests, the Committeeperson or the Union’s Na-
tional Representative shall be present.

A formal procedure:

The complaint shall be reduced to writing with
sufficient particulars and forwarded to Human
Resources. Interviews shall be conducted with the
complainant, the respondent and any witnesses if
required to establish the factual circumstances for a
complete investigation.

All information shall be received in strict confi-
dence and documented in an investigation report
which shall remain confidential, subject to any
disclosure required or authorized by law and sub-
ject to management consultation with the Commit-
teeperson or the Union’s National Representative.

If the complaint remains unresolved, it shall be
dealt with under the Grievance Procedure, com-
mencing at the third step. In the event that the com-
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plaint is not resolved by the parties under the Griev-
ance Procedure it may be referred to arbitration.

The pursuit of frivolous allegations through this
policy has a detrimental effect on the spirit and in-
tent for which this policy was developed and should
be discouraged.

5.0  Consequences of Violating the Policy

5.1 If it is determined that an employee has com-
mitted an act of discrimination and/or harass-
ment, consequences can include education,
counselling, verbal or written warnings, sus-
pension or termination. Intentionally false
complaints of discrimination or harassment
are also serious infractions and may attract the
same level of discipline.

5.2 In some cases, the working relationship be-
tween two or more employees may be dam-
aged as result of an allegation of discrimina-
tion or harassment, whether it is substantiated
or not. Counselling of these individuals may be
appropriate in order to resolve any conflict. If
counselling is unsuccessful, one or both indi-
viduals may be reassigned.
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APPENDIX “B”
OCCUPATIONAL HEALTH AND SAFETY

Employees may invoke the right to refuse work they
personally believe is likely to endanger themselves or
another worker. The work refusal must be promptly re-
ported to the employee’s supervisor and the employee
must ensure the supervisor is made aware that the re-
fusal is for safety reasons. The supervisor shall record
the time, place and reason for the employee’s refusal.

The refusing employee shall stand by at a safe place
and participate fully in the investigation of the alleged
hazard. Other employees may be assigned to perform
such work after having been advised, in the presence
of an employee Committee member, health and safety
representative or other Union selected representative
having such experience, of the previous refusal and the
reasons underlying it.

After notifying the appropriate Union representative,
a thorough investigation shall be conducted by the
Employer in the presence of the refusing employee
and a employee Committee member, health and safety
representative or other Union selected representative
having such experience.

The supervisor shall document the findings and com-
municate the results to the refusing employee.

The refusing employee may only continue the work
refusal if he/she has reasonable grounds to believe that
the circumstances giving rise to the refusal continues
to likely endanger safety. The Ministry of Labour In-
spector shall be contacted to respond to the employ-
ee’s concerns in the event the refusal continues.

No employee shall be disciplined for properly invok-
ing their right to refuse and having acted in compli-
ance with the OHSA.
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APPENDIX “C”
LETTERS OF AGREEMENT

Letter re: Collective Agreement printing
The text of both the Full time / Part time Collective Agree-

ment and the Seasonal Collective Agreement shall be
printed in a combined booklet, together with the appropri-
ate appendices. The Collective Agreement booklets shall
be printed and copies submitted to the Union within ninety
(90) days of the date of mutual ratification. The parties
shall share the costs of such printing.

Letter re: Joint Bargaining

The Employer agrees that, upon receipt of notices to
bargain from each bargaining unit, it shall meet with the
Union’s negotiating committee to bargain the renewal of
the collective agreements.

Letter re: Letters of Understanding

No letters of understanding shall be carried forward, save
and except the letter pertaining to benefits of certain sal-
aried employees converted to hourly bargaining unit em-
ployees.

Letter re: Harassment Prevention Policy
During the life of this Agreement, the Employer agrees

not to remove the provision in the Harassment Prevention
Policy relating to the grievance procedure.

Letter of Understanding

re: Extra Hours of Work Agreement
WHEREAS the parties have an ongoing collective bar-

gaining relationship;

AND WHEREAS the parties wish that employees may
continue to work extra hours as contemplated in the col-

lective agreement and which are allowed by the Employ-
ment Standards Act, 2000 (ESA);

AND WHEREAS the ESA has been amended to require,
as of March 1, 2005, the approval of the Director of Em-
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ployment Standards to permit employees to work more
than 48 hours in a week;

THEREFORE the parties agree that this Letter of Under-
standing amends the collective agreement in order to ad-
dress these matters and it is considered to be part of, and
subject to, the collective agreement:

1. This agreement shall continue to operate at all times
that the collective agreement is in operation.

2. For the purposes of s. 17(1)(a) of the ESA, the regular
work day consists of eight (8) hours per day.

3. Inaccordance with s. 17(2) of the ESA, the Union con-
sents on behalf of its members, that extra hours may be
worked on a voluntary basis for all hours worked be-
yond their regular work day to the maximum permis-
sible by the ESA, subject to the overtime provisions in
the collective agreement.

4. Also in accordance with s.17(2) of the ESA, the Union
consents to employees working extra hours beyond
forty-eight (48) hours in a work week to a maximum
of sixty (60) hours, subject to the overtime provisions
in the collective agreement.

5. It is understood that in exceptional circumstances, as
defined in section 19 of the ESA, the Employer may
require that employees work extra hours.

This agreement shall be revocable upon two weeks notice
by either party.

Letter of Understanding

re: Overtime Averaging and

Time Off in Lieu Agreement

In accordance with section 22 of the Employment Stan-
dards Act, 2000, the parties agree as follows:

1. For the purposes of payment of overtime pay, employ-
ees’ entitlement will be determined by averaging their
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hours of work over a period of two (2) weeks. The Em-
ployer will remit overtime pay if the average number
of hours worked each week exceeds forty (40) hours.

2. Overtime pay will be remitted at a premium rate in
accordance with Article 16.08 of the Collective Agree-
ment. Daily overtime will continue to be remitted in
accordance with Article 16.08.

3. This agreement will begin upon mutual signature here-
to.

L r — Managemen mmi

The parties will establish a Labour — Management Com-
mittee to meet on a quarterly basis to review and assess
issues arising from the administration of the Collective
Agreement.

During the life of this Agreement the Labour — Manage-
ment Committee will, as part of its quarterly meetings, re-
view by property the Full Time and Part Time complement,
the schedules, ratios, and hours of work. All information
reviewed at the meeting will be provided to the Union, in-
cluding for the six month period prior to ratification.

Letter of Understanding — Health fety Advisor
The Employer shall recognize a Health & Safety Advisor
(“HSA”), appointed by the Union from the membership
of the bargaining unit. The parties agree that the HSA can
occupy an important role in the Internal Responsibility
System (“IRS”) and must fulfill the responsibility of this
position in a spirit of cooperation by emphasizing a prob-
lem solving approach and prioritizing important health and
safety matters.

The HSA shall serve as one of the certified bargaining unit
representatives on the Health and Safety Steering Commit-
tee established under Article 26 and act as an advisor to the
property level Joint Health and Safety Committees.
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The HSA’s role is to:

(1) promote a policy of problem solving, internal
responsibility, and a non-adversarial relation-
ship in the workplace;

(11) work with the Joint Health and Safety Com-
mittees to improve problem solving techniques
and effectiveness of the committees in main-
taining a healthy work environment and com-
pliance with OHSA;

(i11)) meet with the Employer, pursuant to Article
26.05, to discuss recommendations and ap-
proaches to improve existing health and safety
policy and procedures, including training, in-
spections and audits; and

(iv) where a property Joint Health and Safety Com-
mittee has been unable to resolve a matter, a
member of the Committee may request that the
HSA attend at the property to provide advisory
services

Prior to exercising any of the foregoing functions, the HSA
must secure permission from his/her Manager, or desig-
nate, and return to regular duties as soon as reasonably
possible. Permission for leave to exercise HSA functions
will not be unreasonably denied. Time spent in the per-
formance of HSA functions shall be deemed time at work
and shall be paid in accordance with the terms of the Col-
lective Agreement.

During the life of the Collective Agreement, the Employer
shall accommodate a one time training opportunity for the
HSA through the Workers” Health & Safety Centre. The
time and reimbursement shall be limited to completion of
the basic and construction components.

Pursuant to its role in reviewing and making recommenda-
tions with respect to integrated pest management practices
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HSSC established under Article 26.04 of the

Collective Agreement shall review compliance with the

following:
°

explore strategies to reduce pesticide usage

refrain from storing pesticides on any cemetery
property
ensure pesticide applications are performed by

licensed, professional contractors who under-
stand Integrated Pest Management procedures

restrict pesticide treatment primarily to in-
fested areas

grass cutting and turf mowing at approved
heights

mower blade sharpening scheduled at least
once weekly

over seed and top dress sparse and weakened
turf areas

aerate appropriate zones such as feature areas,
offices and boulevards

review new technologies/options as they be-
come available

Letter of Understanding — Pesticides

During the 2008 round of negotiations, the parties spoke at
length about Integrated Pest Management (IPM) and the use
of chemical controls. Mount Pleasant Group confirmed to
the Union it utilizes Integrated Pest Management as a com-
prehensive approach to pest (including weed) management
within the limits of not being able to utilize irrigation and
aeration throughout the cemeteries. IPM stresses the pre-
vention of pest problems through design and maintenance
practices, and uses a range of pest management techniques,
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including biological, cultural, and mechanical, with chem-
ical controls as a last resort. Mount Pleasant group of Cem-
eteries have undertaken a strategy to eliminate the use of the
most hazardous pesticides, to reduce the overall pesticide
use and to commit to the union that it will take all reasonable
steps to eliminate exposure hazards to employees.

Mount Pleasant will provide the union with quarterly reports
in relation to chemical applications within its IPM, and such
reports will include the name of the license contractor, name
of chemicals used, and applicable MSDS sheet, the date and
time of applications, property, description of infestation or
reason application was made and the list of employees who
were at work within 24 hours of the application.

L r of Understanding — Empl mplemen

I. Conversion upon Passing Hours Threshold
Where a Part Time employee exceeds 1872 hours of work
(excluding regular and overtime seasonal hours of work,
time spent in training and hours worked in a temporary
Full Time role) in any calendar year commencing January
1,2014, the Employer shall post a Full Time vacancy to be
filled in accordance with Article 14.

Letter of Understanding — WAIP Claims Assistan
The President, or designate, will be notified of an em-
ployee’s name when such employee seeks assistance to
facilitate the WAIP application process. The provision of
assistance from a Committeeperson shall not occur on the
Employer’s time.

Letter of Understanding — Contractin

There shall be no contracting out of work normally per-
formed by employees covered by this agreement which
would result in laying off of such employees. Employees
at Beechwood will be offered snow removal effective Win-
ter of 2014 in accordance with the Collective Agreement.
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GROUP OF CEMETERIES
(“Employer”)

AND

UNIFOR LOCAL 112

(“Union”)

SEASONAL EMPLOYEES

DURATION
June 26, 2017 to June 25, 2021
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WHEREAS the employer is a non-profit corporation or-
ganized to provide a public service and all funds of the
corporation must be used for the maintenance of present
properties and the development of new properties for the
future use of the public;

AND WHEREAS the Union has been certified as the col-
lective bargaining agent for the employees of the Employ-
er hereinafter mentioned;

AND WHEREAS it is the end and purpose of this Agree-
ment to promote cooperation and harmony, to recognize
mutual interests, to provide a channel through which infor-
mation may be transmitted between the parties, to formu-
late rules to govern the relationship between the parties, to
promote efficiency and service, and to set forth the basic
agreements covering the rate of pay, hours of work, dispute
procedure and conditions of employment.

NOW THEREFORE THESE PRESENTS WITNESSETH
THAT the parties here agree as follows:

ARTICLE 1
RECOGNITION

1.01 All seasonal employees of Mount Pleasant Group
of Cemeteries employed at Prospect Cemetery,
Mount Pleasant Cemetery, Elgin Mills Cemetery,
Necropolis Cemetery, Pine Hills Cemetery, Beech-
wood Cemetery, Meadowvale Cemetery, Thorn-
ton Cemetery, York Cemetery and the Equipment
Maintenance Shop, save and except technologists,
crematorium operators, patrol persons, sales-
persons, office staff, clerical staff, supervisors and
those above the rank of supervisor.

1.02 All employees referred to above who work at any
alternate work site of the employer will be covered

_ 73—
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201

301

3.02

by all terms and conditions of this collective agree-
ment

ARTICLE 2
GENDER

For the purpose of interpretation of this Agreement
wherever the singular or masculine gender is used
in this Agreement it shall be considered as if the
plural or feminine has been used where the context
of this Agreement so requires.

ARTICLE 3
HumAN RIGHTS

The Employer and the Union agree that, in accord-
ance with the Ontario Human Rights Code, save
and except legislated exemptions, there shall be no
discrimination, interference, restraint or harassment
or coercion exercised or practised by either of them,
or by any of their representatives, with respect to
any employee because of his/her age, disability,
race, colour, place of origin, ethnic origin, citizen-
ship, marital status, creed, nationality, sex or sexual
orientation, gender identity, gender expression on
account of religious or political affiliations, or be-
cause of his/her membership or activities or lack of
membership or activities, in the Union.

The Employer and the Union are committed to pro-
viding a harassment free workplace. Harassment is
defined as a “course of vexatious comment or con-
duct that is known or ought reasonably be known
to be unwelcome”, that denies individual dignity
and respect on the basis of the grounds enumerated
above. All employees are expected to treat others
with courtesy and consideration and to discourage
harassment.

_ 74 —
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3.03

4.01

501

5.02

5.03

The Employer and the Union agree to adhere to
and uphold the “Harassment Prevention Policy”
as established by the Employer and amended from
time to time, after consultation with the Union. Any
amendments to the Policy shall be supplied to the
National Representative and the President of the
Local Union. During the life of this agreement, the
employer agrees not to remove the provision in the
Harassment Prevention Policy relating to the griev-
ance procedure.

ARTICLE 4
DEFINITIONS

A Seasonal employee is an employee employed for
a period of seasonal employment, generally com-
mencing on or about April 1% of each year.

ARTICLE 5
UNION SECURITY

All employees who are members of the Union at the
signing date of this Agreement and any employees
hired after the signing date of this Agreement must
maintain their membership.

The Employer shall deduct the monthly Union
dues for the employees in the month following the
month of hire and it shall forward to the Secretary
Treasurer of the Union before the end of each cal-
endar month the total amount of dues which have
been deducted during that month, together with a
list showing the names and total number of all em-
ployees from whom monthly dues deductions have
been made.

The Union shall hold the Employer harmless with
respect to all dues so deducted and remitted and
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5.04

6.01

7.01

with respect to any liability which the Employer
might incur as a result of such deduction and remit-
tance.

Upon commencement of employment, all employ-
ees shall be advised of the Union and the conditions
relating to the payment of monthly Union dues.
The Union President and Chairperson shall meet
such employees for up to thirty (30) minutes dur-
ing orientation at a time and location designated by
the Employer, in order to orient the employee with
respect to the duties and obligations of the Union.

ARTICLE 6
MANAGEMENT RIGHTS

The Union acknowledges that it is the exclusive
function of the Employer to:

(a) maintain order and efficiency;

(b) hire, promote, demote, classify, transfer, sus-
pend and retire in accordance with established
policy, and the discipline or discharge of any
employee for just cause, provided that a claim
by an employee who has acquired seniority that
he/she has been discharged or disciplined with-
out just cause may be the subject of a grievance
and dealt with as hereinafter provided;

(c) make, enforce and alter reasonable rules and
regulations to be observed by the employees as
are posted from time to time.

ARTICLE 7
UNION REPRESENTATION

The National Representative, or a duly designated
member of the Local Executive, shall, after secur-
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8.02

8.03

8.04

ing prior approval from the Property Manager, have
access to Employer properties to discharge his/her
duties provided employees are not disturbed in the
performance of their duties.

ARTICLE 8
UNION REPRESENTATIVES

Union shall be permitted to elect or appoint a Stew-
ard at each property (to represent both bargaining
units). The Steward must have been employed for
at least six (6) months before being elected or ap-
pointed. Each Steward must be an employee of one
of the bargaining units.

The Employer shall recognize the Union’s National
Representative, Local Union President, Unit Chair-
person, Bargaining Committee members and each
property Steward.

The Employer agrees to recognize a Negotiat-
ing Committee comprised of the Chairperson and
Bargaining Committee as elected or appointed to a
combined maximum of five (5) employees for the
purpose of negotiating a renewal of the collective
agreements. All negotiating committee members
must be comprised of employees within the bar-
gaining units. Wherever possible, the bargaining
unit representatives shall each be from different
properties.

Members of Negotiating Committee shall receive
their regular wage rates for time spent in nego-
tiations with the Employer, up to their regularly
scheduled hours, which are convened to bargain the
renewal of this Agreement. Such payment shall be
made for time spent in grievance meetings up to but
not including mediation or arbitration and collect-
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9.01

ive bargaining up to but not including conciliation
meetings.

(a)

(b)

ARTICLE 9
CLOTHING AND SPECIAL EQUIPMENT

The Employer shall supply employees with all
such clothing and equipment as is required in
the course of performing employment duties.
This shall include any clothing and equipment
as may be required under the Occupational
Health & Safety Act, and its regulations. Re-
placement clothing and equipment shall not
be unreasonably denied. The Employee has an
obligation to advise the Employer of any re-
placement needs.

The current issue, which may be amended from
time to time, is as follows:

T-Shirt

Baseball Cap or “Boonie” Hat (emblazoned
with the MPGC logo)

Spring / Fall Jacket and Hooded Sweatshirt

Personal Protective Equipment where
necessary: e.g. ear and eye protection, air
filtration respirators, gloves appropriate
for potential hazards involved in garbage
removal, rain gear, N95 Particulate Respirator
Masks and safety helmet.

Notwithstanding the foregoing, it is the respon-
sibility of employees to purchase and wear
C.S.A. approved safety boots. Effective Janu-
ary 1%, 2018, the Employer shall establish an
account for each non-probationary employee
to spend up to $200 per annum on such boots
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9.03

1001

10.02

10.03

at a third party vendor. Any amount not utilized
in the applicable calendar year may be carried
over for use in the following year but must be
spent within the first 90 days of such year or is
forfeit.

All equipment issued by the Employer shall be
deposited at the employee’s assigned property in
the designated storage site as may be provided. In
the event an employee is reassigned or temporarily
transferred to another property, the employee shall
take all such clothing and equipment to the alter-
nate worksite for use and storage.

Employees requiring prescription safety glasses
will be reimbursed up to $100 every two (2) years
upon presentation of a receipt.

ARTICLE 10
GENERAL

The Employer shall maintain adequate facilities
for the storage of Employer issued clothing. The
Employer shall provide and maintain shower and
washroom facilities.

Employees shall at all times maintain the cleanli-
ness of the change room facilities.

The Employer shall provide one secured space at
each property upon which the Union may post no-
tices or other communications to its members. The
parties agree that only notices that are signed by a
Union official and approved by the Employer will
be posted on the bulletin board, such approval not
to be unreasonably withheld. Union notices shall be
confined to these secured spaces.
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11.01

11.02

11.03

11.04

ARTICLE 11
GRIEVANCE PROCEDURE

The purpose of this Article is to establish a proced-
ure for the settlement of all grievances and for the
referral of grievances to arbitration where neces-
sary. The computation of calendar days in respect
of the grievance procedure shall exclude public
holidays (as per the Employment Standards Act,
2000) and the employee’s or employer representa-
tive’s approved vacation time.

Step 1 — Any employee having a grievance relating
to the terms and conditions of this Agreement shall
communicate his/her concerns to his/her immediate
supervisor within seven (7) calendar days of the oc-
currence of the matter (or when such matter came,
or ought to have come, to the member’s attention).

Step 2 — If the grievance is not satisfactorily re-
solved within twenty-four (24) hours, the Commit-
teeperson shall, within five (5) calendar days submit
the grievance in writing, citing any and all relevant
facts, names and articles of this Agreement, as well
as the relief sought, to the Property Manager on
the prescribed form supplied by the Employer. The
Property Manager shall render his/her decision in
writing to the Committeeperson within seven (7)
calendar days of the receipt of the grievance.

Step 3 — Should the employee or the Union be dis-
satisfied with the decision rendered in Step 2, the
Union may, within seven (7) calendar days, refer
the grievance to the Director of Property Manage-
ment. The Director of Property Management and a
Human Resource representative shall meet with the
Union National Representative and/or President,
Chairperson along with the Grievor within the next
seven (7) calendar days to consider the matter.
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11.05

11.06

11.07

11.08

The Director of Property Management decision
on the grievance shall be rendered in writing and
delivered to the President of the Local, or his/her
designate as may be identified to the Employer in
writing, within seven (7) calendar days after the
holding of the meeting.

Arbitration — If the above process does not yield
an outcome satisfactory to the employee, the griev-
ance may be referred to an arbitrator, provided
written notice of the party’s intention to refer the
dispute to an arbitrator is given to the other party
within ten (10) calendar days after management’s
decision. Within five (5) calendar days of the giving
of written notice, both parties shall exchange lists
of three (3) proposed arbitrators. In the event that
no name is common to both lists, either party may
within ten (10) calendar days after the lists have
been exchanged request the Minister of Labour of
Ontario to appoint an arbitrator and shall provide
the other party with a copy of such request.

The Arbitrator shall not make any decision incon-
sistent with the provisions of this agreement, nor
alter, add to or amend any part of this Agreement.

Grievances relating to the discharge or suspension
of an employee (extending over two days), may be
lodged in writing through the Committeeperson
directly to the Director of Property Management
and dealt with at Step 3. Such grievances must be
submitted within five (5) calendar days of the oc-
currence of the matter.

The grievance procedure outlined in this Agree-
ment shall apply equally to a grievance lodged by
a group of employees (provided all such employees
are individually identified), a Union policy griev-
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11.09

1201

12.02

12.03

ance, or an Employer grievance. A grievance in-
itiated by the Employer shall be submitted to the
Committeeperson, Union National Representative
or President of the Local Union at Step 3.

The time limits set out herein are mandatory. How-
ever, the parties to this Agreement may, on mutual
consent in writing, waive any non-compliance with
the mandatory time limits set out herein or agree to
expedite the grievance process, abridging the stipu-
lated times or order of proceeding.

ARTICLE 12
SENIORITY

All employees shall be deemed to be probationary
until they have successfully completed three hun-
dred and twenty (320) hours of work from their
date of employment. The probationary period of an
employee may be extended up to a further six (6)
weeks with the written consent of the employee,
the Employer and the Committeeperson. Employ-
ees who have successfully completed their proba-
tionary period shall accumulate seniority from their
date of employment.

Probationary employees may be discharged during
the probationary period and such discharge shall
not be subject to the grievance procedure, unless
the Union demonstrates such discharge was con-
trary to the Human Rights Code or in bad faith.
There shall not be any obligation on the Employer
to re-employ an employee laid off or discharged
during his/her probationary period.

Seniority lists shall be prepared to reflect company
wide seniority and shall be posted bi-annually (June
15" and December 15") in an area where they may
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12.04

12.05

be inspected by employees. The Union shall also be
provided with such seniority lists.

Notwithstanding the seasonal separation and per-
10ods of successive reemployment, employees ac-
cepting an offer of reemployment shall resume the
accrual of their seniority. This recognition of previ-
ous service shall apply solely for purpose of deter-
mining rights and obligations under this Agreement
and only applies where the employee notifies the
Employer in writing in advance of the proposed
start date that he/she accepts the offer of reemploy-
ment.

An employee shall forfeit all seniority and shall be
deemed terminated if:

(a) the employee quits;

(b) the employee is discharged and the discharge is
not reversed through the grievance procedure;

(c) the employee is absent from scheduled work
for a period of three (3) or more consecutive
working days without notifying the Employer
of such absence and providing the Employer
with a satisfactory reason;

(d) the employee, without reasonable cause, fails
to complete the seasonal orientation program;

(e) the employee fails to confirm in writing to the
Employer his/her intention to accept recall,
which confirmation must be received on or be-
fore December 31st of each year;

(f) the employee accepts a non-bargaining unit
position and does not return to the bargaining
unit within six (6) months of such departure; or
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13.01

13.02

13.03

13.04

(g) the employee is not recalled or reemployed
within thirty six (36) months of layoff.

Seasonal employees may apply to transfer to other
properties and upon being accepted, shall transfer
their seniority with them.

ARTICLE 13
LEAVES OF ABSENCE

Where practicable, leaves of absence without pay
shall be granted for up to two (2) employees to at-
tend Union meetings and conventions upon appli-
cation and two (2) weeks’ notice. Leaves of absence
must be signed by the Employer, and a copy of the
letter setting out the terms of the leave shall be pro-
vided to the Committeeperson. Such leaves shall
not be unreasonably denied or withheld.

The Employer may also grant leaves of absence
without pay on an individual basis to requesting
employees, on two week’s notice. Leaves of ab-
sence must be signed by the Employer, and a copy
of the letter setting out the terms of the leave shall
be provided to the Committeeperson. Such leaves
shall not be unreasonably denied or withheld.

(a) For leaves granted in accordance with 13.01,
seniority shall be maintained and continue to
accrue for up to thirty six (36) months for em-
ployees absent on a leave granted pursuant to
13.01 and/or 13.02.

(b) For leaves granted in accordance with 13.02,
seniority shall be maintained for a maximum
of nine (9) months.

The Union shall be responsible for reimbursing
the Employer for any hourly wages associated
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14.02

14.03

14.04

14.05

with such leaves, including pay rate differentials
and overtime associated with the granting of such
leaves.

ARTICLE 14
Hours oF WORK AND OQOVERTIME

The normal work week shall consist of forty (40)
hours per week, exclusive of unpaid meal periods.
The normal work day shall be eight (8) hours ex-
clusive of a one half (%2) hour unpaid meal period.
The unpaid meal break may be changed to one (1)
hour with the consent of both the employee and the
Employer.

Employees shall be allowed a fifteen (15) minute
rest break during each half shift at times designated
by the Property Manager.

Employees shall leave the building and tool sheds
at the designated starting times for the day and shall
continue on and at their work until the designated
quitting time for lunch. Ten (10) minutes shall be
permitted to clean tools and wash up at quitting
time for the day.

Employees may be required to work at cemeteries
other than their base property and if instructed the
day previous to such employment they shall pro-
vide their own transportation on their own time.
Such employees shall be compensated at the cur-
rent rate per kilometer for the distance from their
base property to the assigned property, less the dis-
tance from their home to the base property.

Employees reporting for work without previous no-
tice that they would not be required, shall receive a
minimum of either four (4) hours of work or four
(4) hours of pay.
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14.07

14.08

14.09

15.01

Where employees notify their Property Manager
that they desire a change in their weekly work
schedule, the Employer, if satisfied that the normal
work required at the property involved can be prop-
erly performed, may agree to such rescheduling.
The Employer shall not be responsible or liable for
overtime rate claims or other non-compliance with
the provisions of this Agreement that may arise or
accrue as a result of such rescheduling.

Time worked in excess of eight (8) hours a day and
forty (40) hours a week shall be paid at the rate of
one and one-half (1'2) times the straight time hourly
rate. Time worked in excess of eight (8) hours per
day shall not be counted for the purpose of calculat-
ing overtime beyond forty (40) hours per week.

Where the Employer determines overtime is re-
quired at a property, the Property Manager shall
consult the rotational list maintained in seniority
order by his/her employees for the purpose of as-
signing overtime. It is understood the Employer as-
sumes no liability in respect of potential inequities
generated by compliance with such list.

This article shall not be deemed a guarantee of
work except as provided in Article 14.05.

ARTICLE 15
WAGES AND JOB CLASSIFICATIONS

Wages shall be increased as follows:

June 26,2017 —2.0%
June 26,2018 —2.0%
June 26,2019 —2.0%
June 26,2020 —2.25%
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Employees shall move through the following wage
grid based on hours worked as follows:

Seasonal June 26, 2017

Hours Worked Wages
Start 13.93

320 hours 13.93
1000 hours 14.50
1500 hours 15.49
2000 hours 16.68
2500 hours 18.39

Seasonal June 26,2018

Hours Worked Wages
Start 14.21
320 hours 14.21
1000 hours 14.79
1500 hours 15.80
2000 hours 17.01
2500 hours 18.76

Seasonal June 26, 2019

Hours Worked Wages
Start 14.49

320 hours 14.49
1000 hours 15.09
1500 hours 16.12
2000 hours 17.35
2500 hours 19.14
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Seasonal June 26, 2020

Hours Worked Wages

Start 14.82

320 hours 14.82

1000 hours 1543

1500 hours 16.48

2000 hours 17.74

2500 hours 19.57

(a) Seasonal employees assigned to perform work
other than seasonal work shall receive the ap-
plicable Class hourly rate payable pursuant to
the Full time / Part time Agreement per hour
that such work is performed. For greater cer-
tainty, the work attracting this premium shall
be as follows:

1.

1.

1il.

1v.

operating a backhoe
driving a three tonne truck
marking graves and foundations

assigned as part of a work crew per-
forming interments, entombments, dis-
interments and disentombments, which
includes removal and sealing of crypt
or niche fronts, digging cremations, lay-
ing planks and plywood at the grave and
dressing for a service, removing, raising,
or lowering, setting tents, chairs or spe-
cial events

part of an assigned work crew moving
monuments and the re-sealing of monu-
ments, digging, recapping, pouring foun-
dations, setting markers onto concrete,
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(c)

(d)

.93

granite or other materials, and re-setting
of markers to another-location

vi. operating the tamper or breaker guns

vil. snow removal using a truck mounted
plow

viil. the planting and removal of large trees
ix. Mausoleum Custodian duties.

x.  Operating a tool cat while performing the
auger function.

Part time employees who have maximized
their hours under 4.01(ii) of the Full time /
Part time Agreement shall be utilized for such
work at their assigned property (provided no
overtime is triggered) before seasonal employ-
ees are offered the work. Seasonal employees
who are immediately qualified and willing to
perform the work shall then be offered, on a
rotational basis, any remaining work at their
assigned property.

Seasonal employees who perform the removal
work referenced in Articles 17.05 and 17.06 of
the Full time / Part time Agreement will share
equally in the bonus paid under Article 17 of
that Agreement.

For further certainty, the work of seasonal em-
ployees includes landscaping (grass cutting,
gardening, re-grading, and sodding), garbage
pick up, shop and mausoleum clean up not nor-
mally performed by the Mausoleum Custodian,
directing traffic during funeral processions,
wreath setting, fence repairs, and painting.

Such hours are applicable towards salary grid
progression in Article 17.01 of the Full time /
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15.03

16.01

16.02

Part time Agreement and payable in accord-
ance with assignments under (a) above. The
hours accrued through such assignments shall
be carried with the Employee should he/she
successfully apply for a vacancy in the Full
Time / Part time Agreement.

Non-bargaining unit employees shall not perform
work normally done by the employees in the bar-
gaining unit except for the purpose of instruction,
experimentation, inspection and in circumstances
when employees are not on site and immediately
available.

ARTICLE 16
BENEFITS

The Employer shall provide both Medical and Den-
tal single benefit coverage to seasonal employees
after the employee has completed a minimum of
3,000 hours of work. Such employees shall also be
provided with a drug card.

(a) Effective January 1, 2018, the Employer shall
establish a Health Spending Account in the
amount of $150 annually for each employee
having completed a minimum of 3,000 hours
of work. The sum annually deposited in each
account may only be carried over to the follow-
ing calendar year and must be exhausted in that
second calendar year, failing which the carried
over portion shall expire.

The Employer shall pay 100% of the premium cost
for the following Medical Plan and which is avail-

able to the actively employed seasonal employees
identified in Article 16.01:

(a) The maximum coverage per eligible employee
shall be $1,500.00.
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(b) Medical coverage shall include the following
prescription drugs

(1) Medication listed on the Federal or Prov-
incial Drug Schedule which has a Drug
Identification Number (DIN) and requires
a prescription.

(1) Injectable drugs and vitamins, insulin and
allergy extracts with a DIN

(i11) Preparations and compounds of which
at least one ingredient is an eligible drug
under this benefit

(¢) Medical expenses covered under this plan shall
be reimbursed to a maximum of 80%.

(d) $8.00 dispensing fee cap.

(e) Employees may access family coverage by
paying 100% of the additional premium cost
for family coverage.

16.03 The Employer shall pay 100% of the premium cost
for the following Dental Plan and which is avail-
able to the actively employed seasonal employees
identified in Article 16.01:

(a) The maximum coverage per eligible employee
shall be $1,500.00.

(b) The plan shall cover recall examinations once
every nine (9) months.

(c) Dental expenses covered under this plan shall
be reimbursed as follows:

(1) preventative dental procedures to a max-
imum of 80%

(i1) basic dental procedures to a maximum of
80%
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16.04 The Employer shall provide the Union with the
plan booklets arising from the contracts of insur-

ance secured to provide the benefits agreed to in
article 16.01 through 16.03.

16.05 (a) Work Accident Insurance Program (“WAIP”):
Currently provided by RBC Insurance (for-
merly UnumProvident Canada) and applicable
to eligible seasonal employees, providing the
following or substantially similar coverage:

(1) after 104 weeks of permanent and total
disability, principal sum of $100,000
(may be subject to offset for payments
under the loss schedule)

(i1) total disability weekly accident indemnity
75% of gross earnings to a maximum of
$650 per week for up to 104 weeks of eli-
gibility

(i11) partial disability weekly accident in-
demnity, 50% of (ii) above for up to 104
weeks of eligibility

(iv) accident medical, up to $15,000

(v) accident dental, up to $3,000

(vi) repatriation, up to $10,000

(vii) funeral expenses, up to $10,000

(viii) rehabilitation, up to $10,000

(ix) family transportation, up to $10,000
(x) injured wearing seatbelt, up to $10,000

(b) The WAIP shall be supplemented by the Em-
ployer in the following manner:
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16.07

16.08

(1) top up the injured employee’s weekly ac-
cident indemnity over the period of eli-
gibility, up to the maximum period pay-
able, such that the employee receives an
amount equivalent to seventy-five (75%)
of his/her gross earnings;

(1) maintain the injured employee’s eligibil-
ity for the benefits as referenced in para-
graph (c) below; and

(ii1)) where the injured employee suffers a
permanent partial disability, full reim-
bursement shall be provided for tuition
fees incurred in a mutually agreed pro-
gram of education, to a maximum of
two thousand ($2,000.00) per year over
a consecutive five (5) year period (i.e.
$10,000.00 maximum lifetime).

(c) Eligible Seasonal Employees: Group Benefit
Program consisting of a Medical Plan and Den-
tal Plan currently provided by Sun Life Finan-
cial pursuant to articles 16.01 through 16.03.

Employees shall be eligible to participate in the
Employer’s Group Registered Retirement Savings
Plan in accordance with its terms.

Employees shall be able to participate in the Em-
ployee Assistance Plan purchased by the employer.

Where the Employer changes carriers for the forego-
ing benefits, the Union shall be provided with the ap-
plicable plan booklets within thirty (30) days of such
change. The Employer shall ensure the terms and
conditions of the group benefit insurance policies are
substantially similar inclusive of the benefits set out
in Appendix “D” to the Collective Agreement.
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16.09

17.01

17.02

17.03

17.04

Employee eligibility for the foregoing benefits
ceases in accordance with the terms, conditions and
criteria set out in such policies and/or related plan
documentation, except where prohibited by law.

ARTICLE 17
PAiD HoLIDAYS

(a) This Agreement recognizes nine (9) paid holi-
days as follows:

New Year’s Day  Canada Day

Family Day Labour Day

Good Friday Thanksgiving Day

Victoria Day Christmas Day
Boxing Day

(b) In addition, employees who have completed
their probationary period shall be paid for the
Civic Holiday.

(c) An employee who fails, without reasonable
cause, to work all of his or her last regularly
scheduled day of work before the paid holiday
or all of his or her first regularly scheduled day
of work after the paid holiday forfeits entitle-
ment to such paid holiday.

An employee shall not be laid off by the Employer
the day before Labour Day to avoid payment of
holiday pay.

An employee who is required to work on any of the
ten (10) paid holidays shall be paid in accordance
with the Employment Standards Act, 2000.

An employee who is absent without reasonable
cause on any of the above paid holidays after being
required to work, forfeits all pay for that day.
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17.05 In the event that a lay-off commenced on a work

18.01

1901

2001

day immediately preceding a paid holiday, an em-
ployee otherwise qualified for holiday pay shall not
be disentitled thereto solely because of the day on
which the lay-off commenced.

ARTICLE 18
VACATION PAy

(a) Employees who have not completed 3,000
hours of work shall receive an amount of 4%
of gross earnings as vacation pay which shall
be paid bi-weekly as in past practice. Upon
completion of 3,000 hours of work the amount
shall be increased to 5% of gross earnings.

(b) Each non-probationary Seasonal employee
shall be allotted 1 paid personal day to be pre-
scheduled at a mutually agreeable time where
possible.

ARTICLE 19
STRIKES AND LOCKOUTS

During the term of this Agreement there shall be no
strikes by employees or lock outs by the Employer.

ARTICLE 20
HEALTH AND SAFETY

(a) The Employer and the Union shall work in
partnership to provide a safe and healthy work-
ing environment for all employees during their
hours of employment.

(b) The Employer and the Union are committed
to providing a harassment and violence free
workplace. Harassment means engaging in a
course of vexatious comment or conduct that
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20.02

20.03

20.04

i1s known or ought reasonably be known to be
unwelcome. Workplace Violence means the
attempt or actual exercising of physical force
that causes or could cause physical injury, or a
statement or behaviour that it is reasonable to
interpret as a threat to exercise physical force
that could cause physical injury.

(c) The Union recognizes the obligation of its
members to cooperate with training initia-
tives implemented by the Employer to enhance
health and safety, including with respect to
equipment operation.

The Employer recognizes its obligations to com-
ply with the Occupational Health and Safety Act
(“OHSA”). All standards established under the
OHSA represent the minimum acceptable prac-
tice which the parties shall strive to improve upon
through the Joint Health and Safety Committees
established at each property. Committee members
shall receive appropriate training.

The parties shall, at each property where required by
law, maintain one (1) Joint Health & Safety Com-
mittee comprised of equal numbers of employer and
bargaining unit representatives. Each Committee
shall have certified Co-chairs representing the em-
ployer and the bargaining unit respectively and shall
discharge its obligations under the OHSA, including
inspections, convening meetings, undertaking the
investigation of any alleged unsafe practices and/or
accidents, and making appropriate reports.

The parties shall also establish a Health and Safety
Steering Committee (“HSSC”) comprised of two
(2) certified bargaining unit representatives and
two (2) certified management representatives. The
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20.05

20.06

20.07

20.08

20.09

HSSC shall meet on a quarterly basis and at such
other times as mutually agreed. The HSSC’s pur-
pose will be to work with the Joint Health and Safe-
ty Committees at each property as well as review
and make recommendations with respect to health
and safety matters including:

(1) awareness, training, and knowledge of proper
procedures;

(i1) integrated pest management practices; and

(i11) policies regarding Heat Stress, Lightning,
Crowd Control, Carry-ons, High Risk Funerals
and Working Alone

Time spent in the performance of such duties for
the HSSC shall be deemed time at work and shall
be paid in accordance with the terms of this Agree-
ment.

The National Representative and/or the Local
Union President, or designate, may raise general
health and safety issues with the Manager, Employ-
ee Relations for discussion.

Employees may invoke the right to refuse work in
accordance with the OHSA, as set out in Appendix
66B’7.

An employee injured during working hours and

who is required to leave work for treatment shall
receive his/her earnings for the balance of the shift.

National Minute of Silence — Each year on April
28" at 11:00 a.m. employees may, if possible, ob-
serve one minute of silence in memory of people
who have died in workplace accidents.

(a) An employee who returns to work after a per-
10d of absence due to illness or injury extending
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2101

(b)

(©)

over five (5) days may be required to produce
a medical certificate from his/her physician
substantiating fitness for duty. In the event
an employee is requesting modified work, the
employee may be required to provide a duly
completed fitness for work certificate on a form
provided by the Employer and shall complete
any insurance forms which may be required by
the Employer’s insurance carrier.

The Employer may also require, in reasonable
circumstances, that an employee have his/her
physician complete its functional abilities form
or attend at an independent physician from the
list maintained for this purpose by the Ontario
College of Physicians and Surgeons, in order
to obtain an Independent Medical Evaluation
or Functional Ability Evaluation to satisfy any
fitness for duty concerns. The Employer shall
bear the cost of this procedure.

Once medically cleared to return to full dut-
ies, the Employer shall return the employee to
the position and property to which he/she was
last assigned provided a vacancy exists or the
employee elects to bump the least senior em-
ployee at the property.

ARTICLE 21
DiScIPLINE

All discipline assessed will be implemented pur-
suant to the principles of progressive discipline.
Discipline will be removed from the Employee’s
record after twenty four (24) months of active ser-
vice provided there is no intervening discipline.
Any suspensions imposed for conduct in breach
of the Human Rights Code and/or Occupational
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Health and Safety Act shall remain on the Employ-
ee’s record for an additional 2 years.

21.02 (1)

2)

The following specified causes shall be conclu-
sively deemed to be sufficient for the discharge
of an employee, but shall not deprive any em-
ployee of the grievance procedure:

a) theft from the Employer;

b) consuming an intoxicating beverage, or
drug, while on duty;

c) being impaired while on duty by reason
of consumption of an intoxicating bever-
age, or drug, subject to the Human Rights
Code;

d) responsible for bringing and being in pos-
session of an intoxicating beverage, or
drug, for other than medicinal purposes,
while on duty, subject to the Human
Rights Code;

e) desecrating a burial site;
f)  physical violence causing bodily harm.

At an arbitration concerning the above grounds
only the factual basis underlying the applica-
tion of the above specific penalties may be re-
viewed. If the factual basis is substantiated, the
Arbitrator shall not inquire into the propriety
of the specific penalty. Nothing in this provi-
sion shall affect the right of the Employer to
discharge or discipline employees for just
cause, and the question of whether just cause
for discharge or discipline exists in any other
case shall be determined without regard to the
existence of this provision.
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ARTICLE 22
BEREAVEMENT PAY

22.01 An employee shall be permitted time off work for
the purpose of arranging and attending the funeral
of a member of his immediate family, up to a max-
imum of three (3) days. Employees shall receive up
to one (1) day for bereavement in respect of aunts
and uncles. Where any such day falls on a sched-
uled working day for the employee, he/she shall
be paid a bereavement allowance for the hours he/
she was scheduled to work at the applicable hourly
rate. Immediate family shall mean grandparents,
spouse (common law or same sex), son (or in-law),
daughter (or in-law), mother (or in-law), father (or
in-law), sister (or in-law) and brother (or in-law).

ARTICLE 23
LAyorr AND RECALL

2301 (a) Unless specified otherwise, seniority shall be
property specific. Where a reduction in staff is
required at a property, the Employer shall se-
lect the most junior employee at such property.
Where an employee at the property voluntarily
ends their season, the three next most senior
employees on involuntary layoff from such
property will be canvassed over the following
48 hour period. The most senior employee ac-
cepting recall to the property by reply voice
message to the Property Manager, or designate,
will be recalled provided they report to work
within 72 hours of being offered such oppor-
tunity. Should an employee choose not to re-
turn for recall under these circumstances, they
will not be deemed terminated.
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2401

24.02

(b) Employees shall be recalled to the property
from which they were first selected for lay off
based on property specific seniority order. No
employee shall be hired at the original property
where the employee exercised seniority due to
a layoff, until he/she has been returned to his/
her former position, has declined or is unavail-
able to be recalled.

ARTICLE 24
RENEWAL

This agreement shall be in force from June 26,2017
to June 25, 2021 and shall continue in force from
year to year thereafter, unless either party gives no-
tice in writing to the other within ninety (90) days
preceding the expiration of the Agreement of its
desire to bargain with a view to renewal, with or
without modification of this Agreement or to the
making of a new Agreement.

If, pursuant to such negotiations, an Agreement is
not reached prior to the current expiration date, this
Agreement shall be automatically extended until
consummation of a new agreement or completion
of the conciliation procedures under the Labour Re-
lations Act.
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issisgabiga this 12" day of June, 2017
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On behalf of the Uni On behalf of the Employer
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APPENDIX “A”
HARASSMENT PREVENTION PoLICY

The Employer and the Union agree that, in accordance
with the Ontario Human Rights Code, save and except
legislated exemptions, there shall be no discrimination,
interference, restraint or harassment or coercion exercised
or practised by either of them, or by any of their repre-
sentatives, with respect to any employee because of his/her
age, disability, race, colour, place of origin, ethnic origin,
citizenship, marital status, creed, nationality, sex or sex-
ual orientation, gender identity and gender expression, on
account of religious or political affiliations, or because of
his/her membership or activities or lack of membership or
activities, in the Union.

The Employer and the Union are committed to providing
a harassment free workplace. Harassment is defined as a
“course of vexatious comment or conduct that is known or
ought reasonably be known to be unwelcome”, that denies
individual dignity and respect on the basis of the grounds
enumerated above. All employees are expected to treat
others with courtesy and consideration and to discourage
harassment.



Mobile User


al

orientation, citizenship or ancestry,

Practical jokes, pushing, shoving, etc. which
cause awkwardness or embarrassment,

Posting or circulation of offensive photos or
visual materials,

Refusal to work or converse with an employee
because of their racial background or gender,

unwanted physical conduct such as touching,
patting, pinching, etc.

Backlash or retaliation for lodging a complaint
or participating in an investigation.

HARASSMENT IS NOT:

Harassment is in no way to be construed as properly dis-
charged supervisory responsibilities including the delega-
tion of work assignments, the assessment of discipline or
any conduct that does not undermine the dignity of the in-
dividual. Neither is this policy meant to inhibit free speech
or interfere with normal social relations.

Policy Statements
1.1 It is the policy of MPGC to provide a working

environment that is free of discrimination and
harassment.

1.2 MPGC and its supervisory staff must be aware

of the Ontario Human Rights Code and ensure
that employees under their supervision are in-
formed of MPGC policy.
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1.3

14

1.5

1.6

1.7

.109

The Union and every employee, including
management, is expected to respect the free-
doms, rights and dignities of others and is re-
sponsible for refraining from initiating or being
party to any behaviour or creating a workplace
atmosphere that could constitute harassment or
a poisoned environment.

Every employee having dealings with MPGC
has the right to equal treatment and freedom
from discrimination and harassment in relation
to any one of the prohibited grounds.

All complaints of discrimination or harassment
shall be taken seriously and shall be investi-
gated in a prompt, confidential and impartial
manner until such time as they are resolved or
withdrawn.

In the case of substantiated complaints, cor-
rective action up to and including dismissal
shall be applied to the impugned employee.

Frivolous or malicious accusations are con-
sidered serious infractions and shall be dealt
with accordingly up to and including dismissal.

Application of the Policy

2.1

2.2

Fair and equitable treatment shall apply to all
aspects of employment, including but not lim-
ited to: placement, training and development,
promotion, compensation, benefits, termina-
tion and the work environment.

The workplace covers the offices, buildings,
and physical work sites of MPGC. It also in-
cludes MPGC washrooms, cafeterias, locker
rooms and vehicles and any other location in
which employees conduct business. All means
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of communication are covered, including
facetoface encounters, letters, drawings, email
transmissions, fax and telephones.

2.3 This policy applies to all fulltime, parttime and
seasonal employees.

3.0  Resolution of Complaints

A. Role of the employee:
Employees should ensure that they behave in
an acceptable manner at all times and actively
work to discourage any offensive behaviour
exhibited by others.

Employees who think they are being discrimin-
ated against or harassed should:

Tell the harasser — The harasser should be
told that the behaviour is unwelcome and
against MPGC policy and that it should stop
immediately. Keep a record. The employee
should make a note about the incident, in-
cluding when it happened, and who was
present.

Tell the supervisor — In some situations,
objecting may be ignored. Employees
should then bring any concerns to their own
supervisor or the harasser’s supervisor. The
incident and its effects should be explained
and a plan of action should be agreed upon,
with a followup meeting scheduled.

Report the incident — Where necessary the
employee shall also inform a member of
management, a union representative, and/
or Human Resources, and may file a formal
complaint to be dealt with under Article 4 of
this policy.
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B Should a practice, policy or action of man-
agement result in discrimination, employees
have a responsibility to report the situation
to their supervisor or manager, a union rep-
resentative and/or Human Resources so that
it may be addressed.

Role of Manager | Supervisor

Managers and supervisors are responsible for
providing a workplace free from discrimina-
tion and harassment and for intervening when
problems occur. They shall be held responsible
for their actions and for dealing with the ac-
tions of their staff.

The following are actions that can often pre-
vent or resolve problem situations without a
formal complaint and investigation:

B Set a good example — Supervisors should
let their staff know that they take the issue
of workplace human rights seriously by sup-
porting this policy and not participating in or
ignoring discrimination and harassment.

B Approach employees if something is sus-
pected — Employees may be embarrassed
and reluctant to approach their manager
or supervisor. Symptoms of harassment or
discrimination may include: reduced pro-
ductivity, changes in behaviour, rumours,
increased sick leave, increased resignations,
or sudden changes in performance evalua-
tions. Once the employee is aware of these
changes, he or she may be more willing to
discuss the problem.

B Seek advice — Consult with Human Resour-
ces if it is not clear that the employee’s prob-
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C.

lem involves discrimination or harassment.
A formal complaint may be needed if the
complaint involves several incidents over a
long period of time, situations that may not
be easily corrected, or behaviour that may
require discipline.

B Discuss the situation with the alleged ha-
rasser — This person may be unaware that
his or her behaviour is offensive. If the al-
legations are substantiated but continue to
be denied, the discussion should be treated
as a warning that inappropriate workplace
behaviour shall not be tolerated.

B Keep a record — Supervisors should keep a
personal record of all discussions with the
complainant and alleged harasser, as well as
their response to the situation.

Role of Human Resources

Human Resources is responsible for coordinat-
ing the implementation and enforcement of this
policy. Specifically, it is responsible for:

B educating all employees on the content and
scope of the policy,

B providing advice to all employees on the
prevention and resolution of discrimination
and harassment,

B investigating formal complaints and at-
tempting to resolve problem situations, and

® maintaining support documentation and ma-
terial.
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5.0 Investigation Process

4.1

When informed of a complaint, Human Re-
sources shall work to resolve the complaint as
quickly as possible through one of two ways:

An informal procedure which may include:

B A meeting or discussion between the com-
plainant and the respondent, if both parties
feel comfortable with that approach and an
immediate resolution can be agreed upon; or

B A meeting or discussion between the com-
plainant and the respondent with a Human
Resources representative present to medi-
ate and facilitate the discussion and work
towards a resolution. If either the com-
plainant or the respondent requests, the
Committeeperson or the Union’s National
Representative shall be present.

A formal procedure:

The complaint shall be reduced to writing with
sufficient particulars and forwarded to Human
Resources. Interviews shall be conducted with
the complainant, the respondent and any wit-
nesses if required to establish the factual cir-
cumstances for a complete investigation.

All information shall be received in strict con-
fidence and documented in an investigation
report which shall remain confidential, subject
to any disclosure required or authorized by law
and subject to management consultation with
the Committeeperson or the Union’s National
Representative.

If the complaint remains unresolved, it shall
be dealt with under the Grievance Procedure,
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commencing at the third step. In the event that
the complaint is not resolved by the parties
under the Grievance Procedure it may be re-
ferred to arbitration.

The pursuit of frivolous allegations through
this policy has a detrimental effect on the spirit
and intent for which this policy was developed
and should be discouraged.

5.0  Consequences of Violating the Policy

5.1

52

If it is determined that an employee has com-
mitted an act of discrimination and/or harass-
ment, consequences can include education,
counselling, verbal or written warnings, sus-
pension or termination. Intentionally false
complaints of discrimination or harassment
are also serious infractions and may attract the
same level of discipline.

In some cases, the working relationship be-
tween two or more employees may be dam-
aged as result of an allegation of discrimina-
tion or harassment, whether it is substantiated
or not. Counselling of these individuals may be
appropriate in order to resolve any conflict. If
counselling is unsuccessful, one or both indi-
viduals may be reassigned.
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APPENDIX “B”
OccupPATIONAL HEALTH AND SAFETY

Employees may invoke the right to refuse work they
personally believe is likely to endanger themselves or
another worker. The work refusal must be promptly re-
ported to the employee’s supervisor and the employee
must ensure the supervisor is made aware that the re-
fusal 1s for safety reasons. The supervisor shall record
the time, place and reason for the employee’s refusal.

The refusing employee shall stand by at a safe place
and participate fully in the investigation of the alleged
hazard. Other employees may be assigned to perform
such work after having been advised, in the presence
of an employee Committee member, health and safety
representative or other Union selected representative
having such experience, of the previous refusal and
the reasons underlying it.

After notifying the appropriate Union representative,
a thorough investigation shall be conducted by the
Employer in the presence of the refusing employee
and a employee Committee member, health and safety
representative or other Union selected representative
having such experience.

The supervisor shall document the findings and com-
municate the results to the refusing employee.

The refusing employee may only continue the work
refusal if he/she has reasonable grounds to believe that
the circumstances giving rise to the refusal continues
to likely endanger safety. The Ministry of Labour In-
spector shall be contacted to respond to the employ-
ee’s concerns in the event the refusal continues.

No employees shall be disciplined for properly invok-
ing their right to refuse and having acted in compli-
ance with the OHSA.
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APPENDIX ¢“C”
LETTERS OF AGREEMENT

Letter re: Collective Agreement printing

The text of both the Full time / Part time Collective Agree-
ment and the Seasonal Collective Agreement shall be
printed in a combined booklet, together with the appropri-
ate appendices. The Collective Agreement booklets shall
be printed and copies submitted to the Union within ninety
(90) days of the date of mutual ratification. The parties
shall share the costs of such printing.

Letter re: Joint Bargainin

The Employer agrees that, upon receipt of notices to
bargain from each bargaining unit, it shall meet with the
Union’s negotiating committee to bargain the renewal of
the collective agreements.

Letter re: I etters of Understandin

No letters of understanding shall be carried forward, save
and except the letter pertaining to benefits of certain sal-
aried employees converted to hourly bargaining unit em-
ployees.

Letter re: Harassment Prevention Policy
During the life of this Agreement, the Employer agrees

not to remove the provision in the Harassment Prevention
Policy relating to the grievance procedure.

L r — Managemen mmi

The parties will establish a Labour — Management Com-
mittee to meet on a quarterly basis to review and assess
issues arising from the administration of the Collective
Agreement.

Letter of Understanding — Health fety Advisor

The Employer shall recognize a Health & Safety Advisor
(“HSA”), appointed by the Union from the membership
of the bargaining unit. The parties agree that the HSA can
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occupy an important role in the Internal Responsibility
System (“IRS”) and must fulfill the responsibility of this
position in a spirit of cooperation by emphasizing a prob-
lem solving approach and prioritizing important health and
safety matters.

The HSA shall serve as one of the certified bargaining unit
representatives on the Health and Safety Steering Commit-
tee established under Article 20 and act as an advisor to the
property level Joint Health and Safety Committees.

The HSA’s role is to:

(1) promote a policy of problem solving, internal
responsibility, and a non-adversarial relation-
ship in the workplace;

(i1)) work with the Joint Health and Safety Com-
mittees to improve problem solving techniques
and effectiveness of the committees in main-
taining a healthy work environment and com-
pliance with OHSA;

(ii1)) meet with the Employer, pursuant to Article
20.05, to discuss recommendations and ap-
proaches to improve existing health and safety
policy and procedures, including training, in-
spections and audits; and

(iv) where a property Joint Health and Safety Com-
mittee has been unable to resolve a matter, a
member of the Committee may request that the
HSA attend at the property to provide advisory
services

Prior to exercising any of the foregoing functions, the HSA
must secure permission from his/her Manager, or desig-
nate, and return to regular duties as soon as reasonably
possible. Permission for leave to exercise HSA functions
will not be unreasonably denied. Time spent in the per-
formance of HSA functions shall be deemed time at work
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and shall be paid in accordance with the terms of the Col-
lective Agreement.

During the life of the Collective Agreement, the Employer
shall accommodate a one time training opportunity for the
HSA through the Workers’ Health & Safety Centre. The
time and reimbursement shall be limited to completion of
the basic and construction components.

Pursuant to its role in reviewing and making recommenda-
tions with respect to integrated pest management practices
which, the HSSC established under Article 20.04 of the
Collective Agreement shall review compliance with the
following:

® explore strategies to reduce pesticide usage

® refrain from storing pesticides on any cemetery
property

® ensure pesticide applications are performed by
licensed, professional contractors who under-
stand Integrated Pest Management procedures

® restrict pesticide treatment primarily to in-
fested areas

® grass cutting and turf mowing at approved
heights

® mower blade sharpening scheduled at least
once weekly

® over seed and top dress sparse and weakened
turf areas

® aerate appropriate zones such as feature areas,
offices and boulevards

® review new technologies/options as they be-
come available
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Letter of Understanding

re: Extra Hours of Work Agreement
WHEREAS the parties have an ongoing collective bar-

gaining relationship;

AND WHEREAS the parties wish that employees may
continue to work extra hours as contemplated in the col-

lective agreement and which are allowed by the Employ-
ment Standards Act, 2000 (ESA);

AND WHEREAS the ESA has been amended to require,
as of March 1, 2005, the approval of the Director of Em-
ployment Standards to permit employees to work more
than 48 hours in a week;

THEREFORE the parties agree that this Letter of Under-
standing amends the collective agreement in order to ad-
dress these matters and it is considered to be part of, and
subject to, the collective agreement:

1. This agreement shall continue to operate at all times
that the collective agreement is in operation.

2. For the purposes of s. 17(1)(a) of the ESA, the regular
work day consists of eight (8) hours per day.

3. In accordance with s. 17(2) of the ESA, the Union
consents on behalf of its members, that extra hours
may be worked on a voluntary basis for all hours
worked beyond their regular work day to the max-
imum permissible by the ESA, subject to the overtime
provisions in the collective agreement.

4. Alsoin accordance with s.17(2) of the ESA, the Union
consents to employees working extra hours beyond
forty-eight (48) hours in a work week to a maximum
of sixty (60) hours, subject to the overtime provisions
in the collective agreement.
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5. It is understood that in exceptional circumstances, as
defined in section 19 of the ESA, the Employer may
require that employees work extra hours.

This agreement shall be revocable upon two weeks notice
by either party.

Letter of Understanding

re: rtime Averaging an

Time Off in Lieu Agreemen

In accordance with section 22 of the Employment Stan-
dards Act, 2000, the parties agree as follows:

1. For the purposes of payment of overtime pay, em-
ployees’ entitlement will be determined by averaging
their hours of work over a period of two (2) weeks.
The Employer will remit overtime pay if the average
number of hours worked each week exceeds forty (40)
hours.

2. Overtime pay will be remitted at a premium rate in ac-
cordance with Article 14.07 of the Collective Agree-
ment. Daily overtime will continue to be remitted in
accordance with Article 14.07.

3. This agreement will begin upon mutual signature
hereto.

Letter of Understanding — Pesticides

During the 2008 round of negotiations, the parties spoke at
length about Integrated Pest Management (IPM) and the use
of chemical controls. Mount Pleasant Group confirmed to
the Union it utilizes Integrated Pest Management as a com-
prehensive approach to pest (including weed) management
within the limits of not being able to utilize irrigation and
aeration throughout the cemeteries. IPM stresses the pre-
vention of pest problems through design and maintenance
practices, and uses a range of pest management techniques,
including biological, cultural, and mechanical, with chem-
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ical controls as a last resort. Mount Pleasant group of Cem-
eteries have undertaken a strategy to eliminate the use of the
most hazardous pesticides, to reduce the overall pesticide
use and to commit to the union that it will take all reasonable
steps to eliminate exposure hazards to employees.

Mount Pleasant will provide the union with quarterly re-
ports in relation to chemical applications within its IPM,
and such reports will include the name of the license con-
tractor, name of chemicals used, and applicable MSDS
sheet, the date and time of applications, property, descrip-
tion of infestation or reason application was made and the
list of employees who were at work within 24 hours of the
application.

Letter of Understanding

Where a vacancy is not filled in accordance with 14.02 of
the Full Time / Part Time Collective Agreement, the Em-
ployer may select, on a seniority basis, an immediately
qualified employee from the Seasonal Bargaining Unit in-
stead of proceeding with 14.05 of such agreement.

Letter of Understanding — Contractin

There shall be no contracting out of work normally per-
formed by employees covered by this agreement which
would result in laying off of such employees.

Letter of Understanding — Job Postings

The Employer shall post vacancies arising under the Full
Time / Part Time agreement that arise during the off season
on a website accessible to Seasonal employees.

Letter of Understanding — WAIP Claims Assistan
The President, or designate, will be notified of an em-
ployee’s name when such employee seeks assistance to
facilitate the WAIP application process. The provision of
assistance from a Committeeperson shall not occur on the
Employer’s time.

- 117 -



.122

2017 / 16:31:26)

(November 22,

1104984-2_MtPleasantAgrmt.pdf

B

000°052$

000°05¢$

WNWIXB]\

000°01$

338IAA0)) ON

000°01$

SjuauIdUY

HAI'T ATIHD ANV TVSN0dS ‘A0 TdINA TYNOILO dIVd HHAO0TdNA

JuawaIay Jareq 0L By

JuawaImay Jarpey (0L By

UOTJRUIWLIA,

skep ¢ ur-yia £ddy - papnjoug

skep ¢ ur-ya Kddy - papnjoug

UOISIOAUO))

papnoug papnpouy | AN[Iqesip [£10) SuLINp A3LIIA0))

QUON QUON uononpay

— — WNWIXBJA] QQUIPIA-UON

— — WNWIXBA [[BIOAQ

junowry 18l 000°001$ 9319A0D) ON junowy Jefd 000°001$ 9[NPayds Jyauaf
HONVINSNI 41T DISVE

9 sse)) G sse) 7SS
A[ANOY dwr)-}ae ] JUUBULIdJ [eUOSBIS Aoy Jgatag / uoniuya
‘suorn

-Ipu0d pue swid) ue[d 03 103[qns ‘sygouaq oyroads FUIMO[[0) AY) APN[OUL [[BYS JUSWIAIFY IANIJ
-[0D Y} JO 9 J[onIy Iopun paxnbar ued arejjop 2 yifeoH pue dnoin) pazosuods 1ohordwy oy,

AAVATIAN 2 HUIVAH 4NOUL)
«(@s XIANHAdV

- 118 -



.123

2017 / 16:31:26)

(November 22,

1104984-2_MtPleasantAgrmt.pdf

B

s3urued A[yyuow J1seq Jo 9()L

@11 dnoig 3[NPaYdS Iyaudg
93810400 ON 93810400 ON ALITIEVSIA WYAL ONOT
$YoaM G7 SYPM G7 pourad juswed jyausg
"0SL$ JO wnuwIxew "0GL$ JO WNWIXeW
© 0] S3uruIed A[yoam Jo 9/9'99 © 0 S3urured A[yoam Jo 9/9'99 3[NPayds Jyaudg
a5e10A00) paInsu]
Korjod aae9] Korjod aaea)
Yo1s aje10d100 1ad sAep ssauyors Y15 aje10d100 19d sAep ssauyors 1Jaudq paInsur Jjo§
93810400 ON ALITIEVSIA WYAL LTIOHS
Junowy 1 000001 $ Junowry 2[4 000°001$ 9[npayds Jyauag
o3e10A0) ON INHNYHINHINSIA % HLVAA TVINHAIDOV
000°G1$ 000°S1$ UIMICTX U PIY)
G9 8y SaYILAI JO SAIMAI G9 98V SaYILAI IO Sl Jq UOTJRUTWLIR],
ek | T4 | asne)) ap1oImg
skep 1¢ u-ynm Ajddy - papnjoug skep ¢ ur-ym Ajddy - papnpoug UOISIAUO))

PIATEAM
ajr7 o1seq 8,49 J1 onewoiny

A1qesip 12103 SuLmp a3e19A0))

9 sse[)
A[ANOY dwI)-}aeJ JUIUBULIY J

G ssep)
[N EN

paATEM
Iy oIsed s.HH Ji onewomy
7Ssep)
Ajnoy

Jyoudg / uonIuya(|

- 119 -



.124

2017 / 16:31:26)

(November 22,

1104984-2_MtPleasantAgrmt.pdf

B

%68 WNWIXBJA 32IN0S [V
Krewrid $195130

183K 1 / skep (6 asne[) SunsIxa-alg

10nednadQ umQ,, PUO 71 Amaesiq jo uonwyaq
G938 O, POLIY{ 1yaudg

skep 081 potiag Suniem

(31ep 2A1IJR

J9)Je ULLMII0 sanIqesip paroidde
0 AJuo 9rqeordde asearour) yiuow

/ 00+ - 810 ‘T Arenuef oAnapyg
qyuow

/ 00€'¥$ - 8107 ‘T Arenuef 0 101

WNWIXBJA OUIPIA-UON

(18P 9ATIORJD
1938 SuLIndd0 sanifiqesip paroidde
0 AJuo 9jqeoridde asearour) yiuow

/00S+$ - 810 ‘T Arenuef 9An0aJyg

‘qjuow
/ 00€'¥$ - 8107 ‘T Arenuef 0 101q WnWIXep [[BIOAQ
9 sse[) G sse) 7SS
A[ANOY dwI)-}aeJ JUIUBULIY J [euosedg Apnogy Jyauay / uonruyd(J

- 120 -



.125

2017 / 16:31:26)

(November 22,

1104984-2_MtPleasantAgrmt.pdf

B

(Sammy mau
Joj Junowe pajeroid A[yiuowr)

(Sammy mau
J0J Junowe pajeroid A[yiuowr)

‘T894 Jyaudq

U983 JO JUALADUAWWOI J& ()77
JO 11paId Junoday Surpuadg
UI[EOH 810C T Arenuef 9A1OH
‘TeaA Jyaudq

U982 JO JUIWDUAWWO) 18 (7§
JO 11paId Junoday Surpuadg

‘1eaf Jyauaq yoea
JO JUAWADUAWWOD J& ()] § JO
1Ipald JUN0d0Y Surpuads yiesHq

‘reak
1JAUA Y9I JO JUSWAUIWWOD B
00€$ JO 1paxd Junoday Surpuadg

[eSH 8107 ‘T Arenuef sAnd1H
‘Teak

1Jouaq Yorad JO JUSWAUAWWOI J®
00T$ JO 3PaId Junoddy Surpuadg

UIeay 8107 ‘1 Arenuef 03 1oL 910z ‘1 Arenue[ aAnoayq IR 8107 ‘1 Arenuef 0) JoLg SIPAI)
(1€°99q 0 ['Ue() Teax Jyauag | (199 03 ['Ue[) Ieax Jyauag (1€99 01 ["uef) Teax Jyaudg | INNOJJY ONIANAIS HITVAH

JUAWIAINAY JTfTef 69 a3y UOTJRUTWLIA],

J[qexe], sSneIg X[,

Syuow ¢ 1Jouag IOAIAING

A38IIA0D) ON UOISIAUO))

a38IAA0D) ON V100

a3e10A00) ON [enpIsay

990 UmQ,, 0)
[enba uoneInp wnwrxewW - papnjou] [enaeq
sse sse sse

Aoy oEN.tanEuﬁsbﬁ_ _M:om._wwm M_.Ehm Hptag /ontied

- 121 -



.126

2017 / 16:31:26)

(November 22,

1104984-2_MtPleasantAgrmt.pdf

B

pauIquuIod Jeak Jepued / (05 7S

33BIA0J QATIRIOISAY

Jo[eJA] UIIA WNWITXBW PAUIqUIOd
Teak Jepuaed / 00S 1$

810¢ ‘1 Arenue oA

{TeaA Tepuaed

/00S T$ $10T ‘T Arenuef 01 JoLig

pauIquIod Jeak Jepua[ed / 00S 7$

QATJRIUDARI] 2 OISy

SWNWIXBJA
Q0UBINSUI-0)) %08 a38I9A0D) ON Q0URINSUI-00) %8 (KJuo uaIp[IYd) dNUOPOYI()
Q0URINSUI-00) 905 Q0URINSUI-00) 905 Q0URINSUI-0) %S AA1RI0}SY Jofe ]y

JISeg Ul papnjou] J1Seg Ul papnjou] JISeg Ul papnjou] 013 29 Opug
Q0URINSUI-00) %001 Q0UBINSUI-0) %08 Q0UBINSUIO)) %001 QAIIRIUAARI] 2 OISy
'N I'N [IN d[quonpa(
HIVO TVINAA
Juawamay JarIeq ‘(L 93y Juawamay JarTey ‘() 93y UOTRUIULIA],
(SIK 7) panpard (S1£ 7) panpard
12K AU} Ja)Je JBAK oY) PaaLI0] 16K ) 1a)Je JeAK AY) PaNALIo] sipa)) ueyd pasnupn

"PALINOUI JBAA Y} 0} PAIBIO[[B

"PALINJUI JBAA Ay} 0} PAIRIO[[B

Tea4 Jyaudq
ay} Jo pua ayy JayJe skep (6

JIWIT AW, - SWIP]) JO J00Id

9 sse[)
A[ANOY dwI)-}aeJ JUIUBULIY J

G ssep)
[N EN

hi)

1JAuaq Y} JO pua Yy Jayge skep (6
758
Ajnoy

Jyoudg / uonIuyA(|

- 122 —



127

2017 / 16:31:26)

(November 22,

1104984-2_MtPleasantAgrmt.pdf

B

‘suonoafur ‘suonoafur ‘suonoafur
Cld pue 9g UrelA - %08 ¢l pue 9g UreyA - %08 ¢1g pue 9f UreyA - %08 s8nu( uondosarg
%001 | 98e19A0)) ON - 9[qeorddy 10N %001 QourInsuI-0)) [endsoy
9001 | 9819400 ON - 9[qeorddy 10N %001 Q0URINSUI-0)) [BIIPIA Jole]y

Aruey / 7$ “enpratpur / 01§

3319400 ON - 9[qeorddy 10N

Aruey / 7$ “enprapur / 01§

AqnoNpaq [P Jofejy

SWNWIXBUW [[B)p

SWNWIXeW [1e)ap

1apun pajou se 3daoxa ‘payrwjun Tedk Jepualed / 00 1§ | Jopun pajou se 3dooxa ‘papwriun WNWIXBJ\
HIVO HI'TVAH
(L SuIn} Jo SaInal JUAWIAITE JATJOI[0D (L SuIn} Jo SaINaI
39 YOIyM UI [puow Ay Jo KepIseT|  Aq ParoA0d JO AR JATUO[ ON [ 99 YOIYA UI (yuOw Ay} JO ABp Ise] UOTJRUIULIAY,
PAATEM QIB SWNIWAI] - SYIUOW $7 a3eIOA0D ON | PoATRA QIR SWNIWAI] - SYIUOW 47 1Jouag JOAIAING

syjuow 9 / | syjuow g / | syjuow 9 / | UOTRUTIIEXH [[0dY
Q0UQPISIY JO AOUIA0IJ JUALIND) | AOUIPISAY JO AOUIAOIJ JULIN)) Q0UAPISIY JO AOUIA0I] JULIN)) ANPAYIS 3 V' A d
QWA / 000°¢S 35e10A0)) ON QWA / 000°€S JnuopoyO
33P10A00 JAIRIUSARI]
2 OISeq UM WNWIXEW
PauIqUIOd Jeak Jepuaed / 00S' 1$
Teak Tepua[ed / 000 1$ 8107 ‘1 Arenue[ oA Teak Tepuared / 000 1$ AATIRIOISY JOlBIN
9 sse[) g ssep) 7Ssep)
A[ANOY dwiI)-}ae JUIUBULIY J [BU0SBIS Ajnoy g /uontpd

- 123 -



.128

2017 / 16:31:26)

(November 22,

1104984-2_MtPleasantAgrmt.pdf

B

aA0qe 7] pue aA0qe 71 pue aA0Qe 7] pue
o urweyrA 1daoxa 2381940 ON | 9 urweip 1daoxa 23819400 ON og urwe)i 1daoxa 93e1040) ON s3I Asaqonuy
00°8$ 00°8$ 008$ WNWIXEA] 99, Susuadsi
pIe) 3ni(] 10211(] Aeg pIe) Sni(] 10211(] Aeg pIe) 3ni(q 10u(] Aed ad£T, udwasinquiay

(9A0qE uONMISqNS JLIAUAG 33G) | (JA0QE UONNINSANS JLIAUIF 33G) (aA0qe uonmnsqns

wi10,] uondaoxy 3ni( s Jansur | - wio,] uondaoxyg Jni( s omsur | oLUZ 935) w0, uondaoxg sniq
9)91dwod 03 parmbar q N 9)91dwod 03 parmbar A | S, Jmsur aj1dwod 03 pannbar "N PUIAQ TN

suonoalur auejoIn(g

suonaalur auejoIn(g

suonoalur auejon(g

3n1p aweu

pueIq Ay} J0J JAINSUI Ay} WO
uonezuoyine Joud yim 1daoxd
uonmIsqns dLUA3 A10JepuBIA

3n1p aweu

pueIq Ay} J0J JAINSUI AY) WO
uonezuoyine Joud yyim 1daoxd
uonmIsqns dLUAZ A10JepuBIA

3nIp dwieu pueiq Ay) JOj JAInsuI Ay}
woyj uonezuoyine Joud yim 1daoxd

uonIISqNs JLIUAS AI0JBpUBIA

uonmISqnSs JLIAUAN)

O Iopun paIdA0d
Aqrenaed J1 9319400 sigauag Jo

UONRUIPION)) OU - 9 3. JIA()

jou 10 uonduosaid ©
annbax A3y Joypaym SauIdRA [V

jou 10 uonduosaid e axmbar
Ay JoyIoym SAUIdIRA ([

jou 10 uonduosaid

© annbar £3y) JAyIoyM SUIDIRA ([

S3NIP PAIAA0I JAYIO [TV - %001

SSNIP PAIIA0D JAYIO [V - %08

S3NIP PAI2A02 JAYIO [[V - %00]

*K[uo £3152q0 JO JuaweaI) Ay} 10J

*K[uo £31$2q0 JO JuaueaI) Ay} 10J

"A[uo £312q0 JO JuawBAI) A} J0J

9 sse[)
A[ANOY dwI)-}aeJ JUIUBULIY J

G ssep)
[N EN

7Ssep)
Ajnoy

Jyoudg / uonIuyA(|

124 -



.129

2017 / 16:31:26)

(November 22,

1104984-2_MtPleasantAgrmt.pdf

B

SHNPY - S{puow y¢ / |

SHNPY - syuow ¢ / |

URIPIIYD) - sypuow ¢ /

938I3A0)) ON

WRIP[IYD) - syyuowr ¢y / 1

swexy okg

QWRJI / 000°0S$ 9510400 ON QWL / 000°0S$ 9OUIAOI] JOINQ [BLIRJY
Jpeanid-Twag 33819A0D) ON apearrd-nuag [endsoyg
AWIRJI / 000"000°1$ 35e10A0)) ON QWIRJI / 000'000°1$ dourA0ld Jo InQ Kouaszowy
papnjouy a3e10A00) ON Popn[OUL | Q0URISISSY [dARI], KouagIowy
Teak Tepuared / 000'01$ 938I3A0)) ON Teak Tepuafed / 000'01$ Sursiny Ain(g aeALg
Teak
Tepuaed / sAep (71 Aep / 07$ a3e10A0]) ON | 1Bk Jepuayed / sAep (7] ‘Aep / 07$ QWO SursinN
Teak
Tepuared / skep (g1 “Aep / 07$ 331000 ON | JeaA Tepuared / skep (7] Aep / 07§ Ao, a1e)) 1001y
Juaprouls&ep (0z1 -Kep/ozs$ 338IAA0)) ON Juaproul/s&ep (g1 -Kep/ozs$ [eNdSOH 1UQsa[BAU0))
[qnonpap a[qnonpap
03 303(qns jou - peALId-ruag 338IIA0D) ON 01 100[qns J0u - QeALId-TIIAG [endsoy
uoszad uoszad yoea uossad
U983 JOJ ()t 7§ WINWIXEW W | JOJ (O 7§ WNWIXBW W [ YIed J0J (O 7§ WNWIXew dwnayif [ s3ni uondunysA( a[noarg
QWA / 00%'T$ WA / 00%'T$ QWA / 00 TS s8I s / Ajaeguy
QunA / 009$ Qwn / 009$ QWA / 009$ | - SIONPOIJ UONESSA)) Furyjowg
sse sse sse
Aoy oEN.tu_%Ea:mE.sm _M__om%m M_.:S_m Hptag /ontied

- 125 -



.130

2017 / 16:31:26)

(November 22,

1104984-2_MtPleasantAgrmt.pdf

B

KeI-x | fe1-x
*Xew SuIpnjour Jedk 1Jauaq / ()0¢$ — | 1 "xew Surpnpour Jeak Jyauaq / 00€$ «Syredoalso
Ke1-x | fe1-x
*Xew urpnjour Jeak 14auaq / ()0¢$ — | 1 "xew Surpnjour Jeak Jyauaq / 00€$ « Istpodoary)) / IsteIpod
feI-x | fe1-x
"Xew Surpnpour Jedk Jyauaq / 00¢$ — | 1 xew Surpnpour 183k Jyauaq / 00€$ s103oeadomny))
£rewo)sn)) 3 A[qeuoseay a3e10A0D) ON Arewo)sn)) 2 A[qrUOSLIY JISIA / WNWIXRA
SIuonIoRI] [BAIPAWRIE]
TeaA Jyaudq TeaA
1 00€$ ‘Aderayowayd 13y 33e1A0) ON | IauURq / (0¢$ ‘Aderaylowayd 1oy SSIM
Q0UBINSUI-00 9()8 938IIA0D) ON QOURINSUI-0J %8 souerddy onoo[oA N
83K Tepuaed / 0S1$ a3819A0D) ON Teak Tepua[ed / 0G1$ SOy
Teak 1094 (pany-woisno)
Tepua[ed / uonedyIpow | Jo Jred | 33eI0A0) ON [ Tepud[ed / uonedyipow | Jo Jred | $20y§ arpadoyi
STBAK TBPUI[RI ¥ / 00€$ 338I3A0)) ON STeak Tepua[ed ¢ / 00€$ SpIy SuLBay
JIWI] Yuow 7] - papn[ou] 33819A0) ON JIWI] YUOW 7] - PApA[oU] Anluy [eIud( [BIUAPIIY
UAIP[IYD SyIuow UQIP[IYD) Sypuow
1/ SHOpY - syuot 4 / 00€$ 93219400 ON 1/ SHNpY - syuow 47 / 00E$ oIe) UOISTA
9 sse[) S SSe[) 7Sse)
A[ANOY dwI)-}Ie JUIUBULIY J [BU0SBIS Ajnoy g /uontpd

- 126 -



.131

2017 / 16:31:26)

(November 22,

1104984-2_MtPleasantAgrmt.pdf

B

(L SuIn} Jo saInal
39 YOIyM UI yyuow Ay Jo Kep Jse]

JUAWIAAITE JATJOI[[0D

£q Pa1aA02 10 AA1IB JA3UO] ON

(L SuIn} 1o SaInaI
39 YOIyM UI [juow Ay} Jo Kep se|

UOTJRUIILIR],

PAATEM QB SWNIWAI - SYIUOW 7

938I9A0)) ON

PAATEM QI SWNIWAI - SYIUOW 7

1Joudg JOAIAING

ON — ON a3I10A00 JISIA IS 4
13K Jepualed / 00¢$ — Teak Iepualed / 00¢$ A0UAIDG UBTISLIYD)
Teak Tepuaed / 00¢$ — Teak Tepuaed / 00¢$ $1S130[0Y0ASq
Teak Tepuaed / 00¢$ — Teak Tepuaed / 00¢$ systderay [, a3esse
TedA 1yaudq / 1024 Jyaudq
0001$ - 810 ‘T Arenuef aAndHg /0001 - 810T ‘T Arenuef aAndpg
‘Teak Jyaudq ‘1094 Jyauaq
/0098 - 810 ‘T Arenuef 0 Jouig - /009$ - 810 ‘T Arenue( 0} Joliq isiderayporsKyg
Teak 1JaUdq / 00€$ — 183K 1JAUAq / 00€$ istderdy, yosadg
Teak 1JAUdq / 00€$ 183K 1JAUAq / 00€$ sisumoundnoy
Ke1-x | Ke1-x
"Xew Surpnyoul 1eak Jauaq / )0¢$ — | 1 “xew Surpnpour 1k Jyauaq / )0€$ yedommeN
sse sse sse
Aoy oEN.ﬁu_%Eu:aEbm _M:om%m M_.Ehm Hptag /ontied

— 127 -



B

(November 22, 2017 / 16:31:26)

1104984-2_MtPleasantAgrmt.pdf .132

8 9 10 11 12 13 14
15 16 17 18 19 20 21
22 23 24 25 26 27 28
29 30 31

JANUARY FEBRUARY MARCH
SMTWTFS|SMTWTTFS|SMTWTFS
12 3 45 6 7 1.2 3 4 1.2 3 4

56 7 8 9 10MN1
12 13 14 15 16 17 18
19 20 21 22 23 24 25
26 27 28

56 7 8 9 10N
12 13 14 15 16 17 18
19 20 21 22 23 24 25
26 27 28 29 30 31

APRIL
SMTWTF S
1
2 3 45 6 7 8
9 10 11 12 13 14 15
16 17 18 19 20 21 22

12 3 4 5 6
7 8 9 10 11 12 13
14 15 16 17 18 19 20
21 22 23 24 25 26 27

JUNE
SMTWTFS
1 2 3
4 5 6 7 8 9 10
11 12 13 14 15 16 17
18 19 20 21 22 23 24

2 3 45 6 7 8
9 10 11 12 13 14 15
16 17 18 19 20 21 22
23 24 25 26 27 28 29
30 31

23 24 25 26 27 28 29|28 29 30 31 25 26 27 28 29 30
30
JULY AUGUST SEPTEMBER
SMTWTTFS|SMTWTFS|SMTWTF S
1 12 3 45 1 2

6 7 8 9 10 11 12
13 14 15 16 17 18 19
20 21 22 23 24 25 26
27 28 29 30 31

3 45 6 7 89
10 11 12 13 14 15 16
17 18 19 20 21 22 23
24 25 26 27 28 29 30

OCTOBER
SMTWTF S
12 3 4 5 6 7
8 9 10 11 12 13 14
15 16 17 18 19 20 21
22 23 24 25 26 27 28
29 30 31

NOVEMBER
SMTWTF S
1.2 3 4

56 7 8 9 10MN1
12 13 14 15 16 17 18
19 20 21 22 23 24 25
26 27 28 29 30

DECEMBER
SMTWTF S
1 2

3 456 7 89
10 11 12 13 14 15 16
17 18 19 20 21 22 23
24 25 26 27 28 29 30
31

— 128 —



B

(November 22, 2017 / 16:31:26)

1104984-2_MtPleasantAgrmt.pdf .133

2018

JANUARY
SMTWTF S
12 3 45 6
7 8 9 10 11 12 13
14 15 16 17 18 19 20
21 22 23 24 25 26 27

FEBRUARY
SMTWTFS
1 2 3
4 5 6 7 8 9 10
11 12 13 14 15 16 17
18 19 20 21 22 23 24

MARCH
SMTWTF S
1 2 3
4 5 6 7 8 9 10
11 12 13 14 15 16 17
18 19 20 21 22 23 24

8 9 10 11 12 13 14
15 16 17 18 19 20 21
22 23 24 25 26 27 28
29 30

28 29 30 31 25 26 27 28 25 26 27 28 29 30 31
APRIL MAY JUNE
SMTWTTFS|SMTWTFS|SMTWTTF S
12 3 45 6 7 12 3 4 5 1 2

6 7 8 9 10 11 12
13 14 15 16 17 18 19
20 21 22 23 24 25 26
27 28 29 30 31

3 456 7 89
10 11 12 13 14 15 16
17 18 19 20 21 22 23
24 25 26 27 28 29 30

JULY
SMTWTF S
12 3 45 6 7
8 9 10 11 12 13 14
15 16 17 18 19 20 21
22 23 24 25 26 27 28
29 30 31

AUGUST
SMTWTF S
1 2 3 4
56 7 8 910 N1
12 13 14 15 16 17 18
19 20 21 22 23 24 25
26 27 28 29 30 31

SEPTEMBER

SMTWTF S

1
2 3 45 6 7 8
9 10 11 12 13 14 15
16 17 18 19 20 21 22
23 24 25 26 27 28 29
30

OCTOBER
SMTWTF S
12 3 45 6
7 8 9 10 11 12 13
14 15 16 17 18 19 20
21 22 23 24 25 26 27
28 29 30 31

NOVEMBER
SMTWTFS
1 2 3
4 5 6 7 8 9 10
11 12 13 14 15 16 17
18 19 20 21 22 23 24
25 26 27 28 29 30

DECEMBER

SMTWTF S

1
2 3 45 6 7 8
9 10 11 12 13 14 15
16 17 18 19 20 21 22
23 24 25 26 27 28 29
30 31

- 129 —



B

(November 22, 2017 / 16:31:26)

1104984-2_MtPleasantAgrmt.pdf .134

2019

JANUARY

SMTWTF S
12 3 4 5
6 7 8 9 10 11 12
13 14 15 16 17 18 19
20 21 22 23 24 25 26
27 28 29 30 31

FEBRUARY

SMTWTFS
1 2
3 456 7 89
10 11 12 13 14 15 16
17 18 19 20 21 22 23
24 25 26 27 28

MARCH
SMTWTF S
1 2
3 456 7 89
10 11 12 13 14 15 16
17 18 19 20 21 22 23
24 25 26 27 28 29 30
31

APRIL
SMTWTF S

1 2 3 4 5 6
7 8 9 10 11 12 13
14 15 16 17 18 19 20
21 22 23 24 25 26 27
28 29 30

MAY
SMTWTF S
1.2 3 4
56 7 8 9 10N
12 13 14 15 16 17 18
19 20 21 22 23 24 25
26 27 28 29 30 31

JUNE

SMTWTFS

1
2 3 45 6 7 8
9 10 11 12 13 14 15
16 17 18 19 20 21 22
23 24 25 26 27 28 29
30

JULY
SMTWTF S
12 3 4 5 6
7 8 9 10 11 12 13
14 15 16 17 18 19 20
21 22 23 24 25 26 27

AUGUST
SMTWTF S
1 2 3
4 56 7 8 910
11 12 13 14 15 16 17
18 19 20 21 22 23 24

SEPTEMBER
SMTWTF S
12 3 4 5 6 7
8 9 10 11 12 13 14
15 16 17 18 19 20 21
22 23 24 25 26 27 28
29 30

6 7 8 9 10 11 12
13 14 15 16 17 18 19
20 21 22 23 24 25 26
27 28 29 30 31

28 29 30 31 25 26 27 28 29 30 31
OCTOBER NOVEMBER DECEMBER
SMTWTFS|SMTWTTFS|SMTWTTFS
12 3 4 5 12112 3 45 6 7

3 456 7 89
10 11 12 13 14 15 16
17 18 19 20 21 22 23
24 25 26 27 28 29 30

8 9 10 11 12 13 14
15 16 17 18 19 20 21
22 23 24 25 26 27 28
29 30 31

— 130 -



B

(November 22, 2017 / 16:31:26)

1104984-2_MtPleasantAgrmt.pdf .135

2020

JANUARY
SMTWTF S
12 3 4
56 7 8 9 10MN1
12 13 14 15 16 17 18
19 20 21 22 23 24 25
26 27 28 29 30 31

FEBRUARY
SMTWTFS
1
2 3 45 6 7 8
9 10 11 12 13 14 15
16 17 18 19 20 21 22
23 24 25 26 27 28 29

MARCH
SMTWTF S
12 3 4 5 6 7
8 9 10 11 12 13 14
15 16 17 18 19 20 21
22 23 24 25 26 27 28
29 30 31

APRIL
SMTWTF S
1 2 3 4
56 7 8 9 10N
12 13 14 15 16 17 18
19 20 21 22 23 24 25
26 27 28 29 30

MAY

SMTWTF S

1 2
3 456 7 89
10 11 12 13 14 15 16
17 18 19 20 21 22 23
24 25 26 27 28 29 30
31

JUNE
SMTWTFS
12 3 4 5 6
7 8 9 10 11 12 13
14 15 16 17 18 19 20
21 22 23 24 25 26 27
28 29 30

JULY
SMTWTF S
1 2 3 4
56 7 8 9 10 M1
12 13 14 15 16 17 18
19 20 21 22 23 24 25

AUGUST
SMTWTF S
1
2 3 45 6 7 8
9 10 11 12 13 14 15
16 17 18 19 20 21 22

SEPTEMBER
SMTWTF S
12 3 45
6 7 8 9 10 11 12
13 14 15 16 17 18 19
20 21 22 23 24 25 26

4 5 6 7 8 9 10
11 12 13 14 15 16 17
18 19 20 21 22 23 24
25 26 27 28 29 30 31

26 27 28 29 30 31 23 24 25 26 27 28 29 | 27 28 29 30
30 31
OCTOBER NOVEMBER DECEMBER
SMTWTFS|SMTWTTFS|[SMTWTTFS
12 3|11 2 3 45 6 7 1.2 3 45

8 9 10 11 12 13 14
15 16 17 18 19 20 21
22 23 24 25 26 27 28
29 30

6 7 8 9 10 11 12
13 14 15 16 17 18 19
20 21 22 23 24 25 26
27 28 29 30 31

— 131 -



B

(November 22, 2017 / 16:31:27)

1104984-2_MtPleasantAgrmt.pdf .136

2021

JANUARY

SMTWTF S
1 2
3 456 7 89
10 11 12 13 14 15 16
17 18 19 20 21 22 23

FEBRUARY
SMTWTFS
12 3 4 5 6
7 8 9 10 11 12 13
14 15 16 17 18 19 20
21 22 23 24 25 26 27

MARCH
SMTWTF S
12 3 4 5 6
7 8 9 10 11 12 13
14 15 16 17 18 19 20
21 22 23 24 25 26 27

4 5 6 7 8 9 10
11 12 13 14 15 16 17
18 19 20 21 22 23 24

24 25 26 27 28 29 30| 28 28 29 30 31
31
APRIL MAY JUNE
SMTWTFS|SMTWTTFS|SMTWTFS
1 2 3 1 1 2 3 4 5

2 3 45 6 7 8
9 10 11 12 13 14 15
16 17 18 19 20 21 22

6 7 8 9 10 11 12
13 14 15 16 17 18 19
20 21 22 23 24 25 26

4 5 6 7 8 9 10
11 12 13 14 15 16 17
18 19 20 21 22 23 24
25 26 27 28 29 30 31

25 26 27 28 29 30 23 24 25 26 27 28 29| 27 28 29 30
30 31
JULY AUGUST SEPTEMBER
SMTWTFS|SMTWTTFS|SMTWTFS
12 3|11 2 3 45 6 7 1 2 3 4

8 9 10 11 12 13 14
15 16 17 18 19 20 21
22 23 24 25 26 27 28
29 30 31

56 7 8 9 10 M1
12 13 14 15 16 17 18
19 20 21 22 23 24 25
26 27 28 29 30

OCTOBER

SMTWTF S

1 2
3 456 7 89
10 11 12 13 14 15 16
17 18 19 20 21 22 23
24 25 26 27 28 29 30
31

NOVEMBER
SMTWTF S
12 3 4 5 6
7 8 9 10 11 12 13
14 15 16 17 18 19 20
21 22 23 24 25 26 27
28 29 30

DECEMBER
SMTWTF S
1 2 3 4

56 7 8 9 10N
12 13 14 15 16 17 18
19 20 21 22 23 24 25
26 27 28 29 30 31

— 132 —



