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COLLECTIVE AGREEMENT

BETWEEN
CANAD INNS – POLO PARK LTD.
CANAD INNS – CLUB REGENT CASINO HOTEL LTD.
CANAD INNS – HEALTH SCIENCES CENTRE LIMITED PARTNERSHIP
CANAD INNS METROPOLITAN ENTERTAINMENT CENTRE LTD.
COLLECTIVELY CALLED CANAD INNS (“EMPLOYER”)

-AND-


BAKERY, CONFECTIONARY, TOBACCO WORKERS AND GRAIN MILLERS INTERNATIONAL UNION LOCAL # 389 (“UNION”)

EFFECTIVE: December 3, 2025
EXPIRES: June 1, 2030
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[bookmark: _Toc67558723][bookmark: _Toc67565014][bookmark: _Toc213658266]Article 1: Recognition and Scope

1.1 This agreement applies to the entities listed below and their successors and assigns, and Employees within the bargaining units of:
a) the Canad Inns – Polo Park Ltd. located at 1405 St. Matthew Avenue, Winnipeg, Manitoba, operating as Canad Inns Destination Centre Polo Park;
b) the Canad Inns – Club Regent Casino Hotel Ltd. located at 1415 Regent Avenue West, Winnipeg, Manitoba, operating as Canad Inns Destination Centre Club Regent Casino Hotel;
c) the Canad Inns – Health Sciences Centre Limited Partnership located at 720 William Avenue, Winnipeg, Manitoba, operating as Canad Inns Destination Centre Health Sciences Centre; and
d) the Canad Inns Metropolitan Entertainment Centre Ltd. located at 281 Donald Street, Winnipeg, Manitoba, operating as The Metropolitan Entertainment Centre by Canad Inns.
1.2 The Employer shall comply with the provision of The Labour Relations Act with respect to the deduction of Union dues, being section 76(1) which states as follows:
“Every Collective Agreement entered in to, revised or renewed, between a Union and an Employer shall contain a provision requiring the Employer
a) to deduct from the wages of each employee in the unit affected by the Collective Agreement, whether or not the employee is a member of the Union, the amount of the regular membership dues payable by a member of the Union, except that where the employee is not a member of the Union the amount deducted shall not include any portion of such dues that is payable in respect of pension, superannuation, sickness, insurance or other benefits that are available only to persons who are or have been members of the Union or in respect of special assessments payable by members of the Unions:
b) to remit the amounts deducted under clause (a) to the Union monthly or as may be provided in the Collective Agreement; and
c) to inform the Union, monthly or as may be provided in the Collective Agreement, of the names of the employees from whose wages deductions have been made under clause (a) and the amounts so deducted from each employee’s wages.”
1.3 The Employer agrees that all new employees shall, on the first day of employment, or as soon as reasonably practical, sign an application form and card for membership in the Union, which shall provide for Employer deduction of Union Initiation Fees, Monthly Dues and Assessments. All such application forms and memberships cards are to be supplied by the Local Union Office. The Union will pick up all filled out application forms and membership cards from the front desk of each property on a bi-weekly basis. 
1.4 New employees shall on the first pay period after thirty (30) days of employment, be deducted half of the Union Initiation fee and on the second pay period the remainder of the Union’s initiation fee. On the first pay period after sixty (60) days of employment, the employee shall be deducted half the monthly Union dues as set forth by the Union in Article 1.6 and on the second pay period after sixty (60) days of employment the remainder of the monthly Union dues.
1.5 All sums deducted, together with a record of those from whom such deductions have been made, and the amount, shall be forwarded to the Local Union Office not later than the twenty-fifth (25) day of the calendar month in which such deductions are made.
1.6 The Union agrees to inform the Employer in writing of the amount of dues to be deducted from time to time and undertakes to notify the Employer in writing of any changes in the amount of dues to be deducted with a minimum amount of notice to be thirty (30) calendar days.
1.7 The Employer agrees to recognize up to four (4) Shop Stewards per unit in the execution of their duties as specified in Article 4. Such shop stewards shall have minimum of six (6) months of service with Employer and shall be elected / appointed as determined by the Union.
1.8 The Employer and the Union agree to establish a joint labour/management committee for the purpose of discussing and resolving concerns raised by either labour or management. The committee will meet up to two (2) times per year to discuss and attempt to resolve concerns on a prompt basis. The Union Business Agent or Employer will request the meeting to the other party in writing and the presenting party will present the agenda for the meeting. Terms of reference and scheduling will be managed by the Vice President of Human Resources or designate and the Union Business Agent.
1.9 
A. A duly authorized representative of the Union (the “Union Representative”) shall be entitled to visit the Employer’s premises for the purpose of communicating with the employees in the bargaining unit (“Bargaining Unit Member”) with respect to matters relating to The Labour Relations Act or this Agreement.  Such visits shall only occur after the Union Representative has provided 24-hour written advance notice to the General Manager or delegate. Once advance notice has been provided, the General Manager or delegate will advise the Union Representative of the affected Bargaining Unit Member’s break time for purposes of scheduling the visit.  
B. The Union Representative shall meet with the Bargaining Unit Member during their meal and/or rest periods. 
C. Discussions between the Union Representative and a Bargaining Unit Member shall be held in private so as to not distract or disrupt other employees.  Any such meeting shall take place in an appropriate meeting room as per availability and as designated by the Employer, and there shall be no cost to the Union for the room. Such meetings shall not occur more than twice monthly per property.
D. When on the Employer’s premises, the Union Representative shall not unduly interrupt, disrupt, or stop any employee who is engaged in the performance of his or her duties and the Union Representative shall observe all reasonable policies governing the Employer’s operations.  However, no such policy shall prohibit, prevent or unduly interfere in any way with the Union Representative’s rights that are provided for in this Agreement. 
[bookmark: _Toc213658267]Article 2: Management Rights

2 
2.1 The Union recognizes and acknowledges that the Management of the Employer and the direction of the working force rest exclusively with the Employer, and without restricting the generality of the foregoing, the Union acknowledges that it is the exclusive function of the Employer to:
a) Maintain order and efficiency;
b) Hire, promote, demote, classify, transfer, assign to shifts, decide leave of absence, lay-off, and recall, and for just cause to dismiss or discipline any employee provided that a claim by an employee with seniority that he or she has been dismissed or disciplined without just cause may be the subject of a grievance and dealt with as herein provided in Articles 4 and 5;
c) Make, enforce and alter, from time to time, reasonable rules, regulations, policies; and practices, to be observed by the employees.
d) Determine the nature and kind of service to be provided, the equipment and materials to be used, the methods and techniques of work, quantity and quality standards, the assignment of work, the schedule of operations, service and hours of work, the extension, limitation, curtailment or cessation of operations or any part thereof, and to determine and exercise all other functions and prerogatives which shall remain solely with the Employer except as specifically limited by the express provisions of this agreement.
2.2 In administering this agreement, the Employer, the Union and the employees shall act reasonably, fairly, in good faith and in a manner consistent with the agreement as a whole.
2.3 Due to the nature of the business, management reserves the right to assist employees in the performance of their job duties as they deem necessary or appropriate in unforeseen circumstances (i.e. Executive Housekeeper, Front Desk Manager, etc.). Management will make every attempt to call and replace shifts available due to attendance issues, and to offer to extend shifts without incurring overtime hours.
[bookmark: _Toc213658268]Article 3: Hiring Procedures

3 
3.1 The Employer shall be entitled to hire persons on a probationary period which shall last thirty (30) calendar days from their first day of work. The probationary employee may be terminated for any reason whatsoever without notice or pay in lieu of notice and the employee shall have no resources to the grievance and arbitration process.
3.2 The Union and the Employer agree that it may be necessary to hire casual labour to assist with business volumes. Casual labour will not be required to pay Union dues until after the first period of thirty (30) days of employment. Casual labour employees will be required to sign a Union application form upon the start of their first shift.
3.3 Training courses deemed necessary by the Employer will be paid at their applicable hourly rate.
3.4 Training courses provided by the Employer that are not deemed compulsory to perform job duties and are for the personal and professional development of employees, will not be subject to be paid. If additional training courses for a specific employee are approved by the Employer (on a case-by-case basis), the Employer will pay for such registration costs, as deemed appropriate and will provide a leave of absence without pay to attend said course.
3.5 Employees from other Canad Inns may at times work in various departments in order to train new and present employees in their jobs. These trainers will not be subject to the terms of the Collective Agreement as they are only temporary and are there for training and upgrading skills of employees in the bargaining unit. It is understood that trainers will not take the position of bargaining unit members or take away bargaining unit hours. The Union shall be informed as to which department and the duration of training prior to trainers being brought into a department for such training as reasonably possible.
[bookmark: _Toc213658269]Article 4: Grievance Procedure

4 
4.1 Grievances shall be handled in the following manner:
a) Step 1 – An affected employee (s) shall attempt to resolve the matter with their Department Manager or Human Resource Department, in writing, within ten (10) calendar days after the action or circumstances being grieved.  The employee (s) may provide a copy to the Shop Steward or Business Agent. The affected employee (s) can communicate directly to their Human Resource Department should they not be comfortable discussing the matter directly with their Department Manager. Every effort shall be made to resolve the grievance, but if no satisfactory settlement is arrived at then;
b) [bookmark: _Hlk32238445]Step 2 – The affected employee (s) shall attempt to resolve the matter with their General Manager, either alone or accompanied by a Shop Steward, the grievance shall be filed in writing, within five (5) calendar days after Step 1 has been completed. The General Manager will have ten (10) calendar days to attempt to resolve the complaint or issue, in writing to the affected employee (s). Every effort shall be made to resolve the grievance, but if no satisfactory settlement is arrived at then: 
c) Step 3 – The affected employee (s) shall contact the Business Agent of the Union or designate, whom may appeal the General Manager’s decision, by requesting a meeting with Human Resources or designate within ten (10) calendar days from receipt of the General Manager’s or designates written decision. The meeting will be scheduled within ten (10) calendar days. Human Resources will provide the Employers final response to the grievance in writing within ten (10) calendar days.
d) Step 4 – If the Union wishes to proceed further with the grievance, it shall, within the ten (10) calendar days following receipt of Human Resources or designates Step 3 response, deliver a written notice to the Employer specifying that the Union intends to arbitrate the grievance and thereafter the matter shall be referred to arbitration pursuant to Article 4.2 of this Collective Agreement.
e) If an employee (s), Union or the Employer who grieves, fails to initiate or process a grievance within the prescribed time limits, the grievance will be deemed abandoned and all rights of recourse to the grievance procedure for that particular grievance shall be at an end. Either party, however, may request and extension of the time limits, provided such extension is requested prior to the expiry of the time allowed. An extension, if requested, shall not be unreasonably withheld.
f) [bookmark: _Hlk31713824]In the case of dispute arising from disciplinary action taken by the Employer, the grievance shall initially be presented at Step 1, to the Human Resource department only, within ten (10) calendar days of the disciplinary action.
g) A grievance instituted by the employer may be referred in writing to the local Union office within seven (7) calendar days of the occurrence of the circumstances giving rise to the grievance and the local Union representative shall meet within four (4) calendar days thereafter, with the Employer representative to consider the grievance.	
4.2 Failing settlement of any grievance under the procedures set forth in the previous                                                                                                                              Sections, such grievance shall be submitted to arbitration in accordance with the provisions of the labour relations act, section 78 (2) which is reproduced herein as follows:                                                                                     Where a Collective Agreement does not contain a provision as required under subsection (1), it shall be deemed to contain the following provisions, which shall be numbered or lettered as may be required in the Collective Agreement. 
a) Where a violation of the agreement is alleged, or a difference arises between the parties to this Collective Agreement relating to the dismissal or discipline of an employee, or to the meaning, interpretation, application or operation of this agreement (including a difference as to whether or not a matter is arbitral), either party, without stoppage of work and after exhausting any grievance procedures established by this agreement, may notify the other party in writing of its desire to submit the alleged violation or difference to arbitration; and thereafter the parties shall, subject to clause (b), agree on an arbitrator to hear and determine the matter and issue a decision, which is final and binding on the parties affected thereby.
b) Where the parties agree that an arbitration board rather than an arbitrator should determine the matter, the parties shall appoint an arbitration board to hear and determine the matter and issue a decision, which decision is final and binding on the parties and any person affected thereby.
c) The provisions of The Labour Relations Act respecting the appointment, powers, duties and decisions of arbitrators and arbitration boards apply here to.
d) Expenses incurred in connection with the Chair of the Arbitration process shall be borne equally by both parties.
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5.1 The Employer shall not discipline or dismiss any employee bound by this agreement except for just cause. Every effort will be made to have discipline delivered upon the employees next shift or as soon as an investigation has taken place, except in cases of termination with just cause.
5.2 Where the employer takes disciplinary action against any employees, other than a verbal reprimand, the employee and the Union shall be advised in writing of the disciplinary action. In such situations, these written reprimands shall be provided to the Union representative within ten (10) calendar days of delivery.
5.3 It is expressly understood and agreed that a breach of any provision of this Collective Agreement or breach of any Employer’s rules and regulations shall subject employees to discipline. Without in any way restricting the generality of the foregoing, termination of employment shall be the penalty for acts of misconduct. as part of Canad Inns Code of Conduct on the part of employees. In the event of a “serious” event, the Employer has the right to suspend a member pending further investigation. During said suspension, the employee must not be on company premises and must refrain from discussing the pending investigation with co-workers. Should the investigation be unfounded the employee will be paid for the time. 
Nothing contained in this provision, however, shall prevent an employee from going through the grievance procedure to determine whether or not such breach actually took place.
5.4 When considering progressive discipline, the Employer shall remove all 2nd level (written reprimand) or 3rd level (final warning and/or suspension) disciplinary notices from the employees personnel file after twenty-four (24) calendar months, unless the employee receives another written disciplinary notice during said twenty-four (24) calendar month period. Under such circumstances the employee shall then be required to wait a further twenty-four (24) calendar months before 2nd or 3rd level disciplinary notices are to be removed from their personnel file. Upon receiving a 3rd level warning the employee may be suspended for up to three (3) working days without pay or termination.
a) When considering progressive discipline, 1st level warnings (verbal reprimand)  are to be removed from the employee’s personnel file after twelve (12) months.
b) The Employer shall notify any employee under investigation or where the Employer is considering taking disciplinary action against an employee within seven (7) calendar days of knowledge of the event that may lead to discipline and issue the discipline within a further seven (7) days of that notification.
c) The Union and Employer agree that any security footage used in disputed disciplinary cases, shall be provided to the Union upon request, to ensure a fair process.
5.5 Once a disciplinary notice is removed pursuant to this process, the Employer shall not be able to use any such disciplinary notice against the employee at a later date.
5.6 The time frame of twenty-four (24) months shall include periods of lay-off or leave of absences of any kind.
5.7 The Employer shall provide each employee who requests the same in writing with a copy of all documents that are contained in the employees personnel file. The Employer’s obligation to provide this information shall not exceed once (1) per six (6) month period. An employee’s reply to any document contained in their file will be placed in their personnel file. 
[bookmark: _Toc213658271]Article 6: Management Grievances
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6.1 It is understood that the Employer may bring forward at any time any complaint with respect to the conduct of the Union, its officers, committee members or stewards, and that if such complaint by the Employer is not settled to the mutual satisfaction of the conferring parties it may be treated as a grievance and referred to arbitration in the same way as the grievance of an employee pursuant to Article 4.2 of this Collective Agreement.  
[bookmark: _Toc213658272]Article 7: Seniority

7 
7.1 Seniority shall be defined as the total accumulated time since the date the employee last entered the service of the Employer, as defined in Article 1.1, including service with the Employer prior to certification, subject to Article 7.2.
7.2 Seniority and membership shall terminate if an employee:
a) Resigns;
b) Is discharged for just cause and is not reinstated under the grievance or arbitration procedure;
c) Fails to report for duty as arranged after an authorized leave of absence without reasonable explanation to the Employer;
d) Is laid off for more than (6) months;
e) Is promoted or transferred out of the bargaining unit; or
f) If an employee is re-hired and any of the above stipulations has occurred, the seniority date shall be the date of re-hire, not the original hire date:
7.3 a)	In respect of each property in Manitoba to which this Collective Agreement applies, the Employer shall maintain a separate and distinct seniority list showing the current classification of each employee and the date when each employee’s service commenced.  An up-to-date seniority list shall be provided upon request by the local Union office or shop stewards.
b) In the case where an employee has requested a transfer from property to property there shall be no transfer of seniority. All involuntary transfers made by the Employer shall be negotiated and mutually agreed upon by the Employer and the Union and seniority shall be transferred. 
c) Any employee who elects to reduce their availability to be scheduled without the written consent and agreement of both the Employer and the Union, shall be considered as Restricted (see Article 15) and shall be subject to the loss of seniority status. Seniority status will be restored upon the next availability change. 
d) When more than one employee begins their employment on the same day, and in an identical classification, the employee whom works the greatest amount of hours in the first ninety (90) days of employment (as verified by payroll data), shall be deemed to have seniority.
7.4 Any promotions into management or supervisory positions that are not part of the Union will be at the sole discretion of management and seniority will not play a role in the selection of above said positions.
7.5 An employee will not be allowed to transfer to another department in the property where the said employee is employed, based on seniority unless said employee has the required skills and experience needed to perform the job duties.
7.6 Where the merit, skill and ability of employees is equal, in matters of promotion, transfer, demotion, upgrading, layoff, recall and scheduling of available hours, seniority will be the governing factor within each department only.
[bookmark: _Toc213658273][bookmark: _Hlk30005477]Article 8: Vacancies
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8.1 When new positions are created or a vacancy occurs which the Employer wishes to fill, the Employer agrees to post a notice of such vacancy on the employer website for a period of no less than seven (7) calendar days. Notice of internal job postings via website will be posted on all Employer bulletin boards, until the position is filled.  All employees shall be entitled to apply to fill such vacancy, and if they apply will be subject to the same selection process where skill, ability and relevant experience are considered.  All applicants must meet the minimum qualifications as posted.  Seniority will be taken into account where two or more employees are found to be equal in terms of qualifications, skills abilities and experience.  If employees who apply do not have the relevant qualifications, skills, abilities and experience management reserves the right to hire from outside the bargaining unit in order to obtain the relevant qualifications and experience to the position.  
a) Nepotism:  Employees are not eligible to work for another family member that is in a leadership position for that department.  Employees in equal positions within the same or other departments continue to be eligible to work with family members. All employees will adhere to the Employer’s Workplace Relationship Policy.  
8.2 A successful applicant from within the bargaining unit shall be subject to probation in accordance with Article 3, failing which they shall be entitled to return to their previous position if the reason for failure is not a matter of discipline.
8.3 If the vacancy is for a specified time period due to leave of absence for any reason management reserves the right to hire temporary employees to fill position.  Seniority will then be given retroactive to their start date.  All such vacancies shall first be posted internally.  Such period will not be longer that the probationary period of thirty (30) calendar days. All initiation fees and dues will occur at that time per Article 1.4 of this Collective Agreement.
8.4 Should it become necessary to fill temporary vacancies on a short-term basis or last-minute sick calls, the following procedure will be applied:
a. The Employer will offer work to employees in the classification at the affected property, as long as such employee is not already scheduled for that day.
b. In the event that (a) above is not successful, the Employer will offer the shift to employees in the classification from other bargaining unit properties, as long as such employee is not already scheduled for that day.
c. In the event that (a) and (b) above are not successful, the Employer may fill the shift by any means they deem to be satisfactory to them.
d. In the event that (c) above is utilized, said replacements will not be required to join the union and the terms and conditions of their employment will not be governed by this Collective Agreement.
e. The above procedure will be applied for one (1) shift replacement only.  Should it be necessary to cover an additional shift, then the above procedure (starting from (a)) shall be utilized.
f. If the vacancies last for longer than seven (7) consecutive working shifts, Article 8.3 applies. 
8.5 Apprentice cooks, Manitoba Education and Training candidates and other rehabilitative program participants may be hired in all areas for temporary work in conjunction with their programs.  Any of these personnel will not be required to join the Union and the terms and conditions of their employment will not be governed by this Collective Agreement.  If after a period of six (6) months they are still in the employ at the property, then they will become part of the Union with their seniority retroactive to their start date and paid according to the classification’s wage scale from that point on.  No employee shall have their hours reduced in order to accommodate these candidates.
8.6 While maintaining seniority rights during normal circumstances of employment, when an employee is transferred to a lower rated position instead of being laid off, in agreement with the Employer, for want of work, such employee shall be paid the rate of the position they are transferred to.
[bookmark: _Toc213658274]Article 9: Bulletin Boards
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9.1 [bookmark: _Hlk31395402]The Employer shall permit the Union to place bulletin boards, out of public view (Lunch Room/Employee Change Room), for the purpose of Union notices of a non-political nature. These will be subject to mutual agreement by the Union and the General Manager. This bulletin board will be provided by the Union and installed by the Employer.
[bookmark: _Toc213658275]Article 10: Meal and Rest Period
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10.1 All employees will be eligible to participate in the Canad Inns Employee On-Shift Food & Beverage Programs & Perks Policy in accordance therewith. 
10.2 All employees are entitled to a fifteen (15) minute rest period for every four (4) hour shift. If such rest period is not provided for operational reasons, the employee will be paid for such lost rest period at straight time. 
10.3 All employees are entitled to one-half (1/2) hour unpaid meal period when required to work more than five (5) hours.
10.4 Employee shall not have specified rest or meal periods, but will be scheduled according to business volumes and as business conditions allow. Breaks are to be taken only in areas designated by management. Management will be responsible for enforcement.
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11.1 A leave of absence without pay to attend a Union conference or convention may be granted to an employee under the following conditions:
a) Requests for such leave shall be made in writing by the Union, providing the employee with a letter of request.  The employee shall submit the letter to their immediate Supervisor or Department Head.
b) Requests for such leave shall be made with as much notice as possible, but not less than two (2) weeks notice and shall be granted only where operational requirements permit;
c) In no instance will there be more than one (1) employee granted such leave at a time and the leave shall not exceed five (5) working days.
11.2 The Employer agrees to grant leave of absence without pay to an employee appointed or elected to Union office for a period specified in advance and not to exceed one (1) year, provided that no more than one (1) such employee shall be on leave at any time and provided that written notice of application for such leave is delivered to the Employer at least one (1) month in advance of the leave.
11.3 [bookmark: _Hlk31639763]The Employer agrees to process any legislative leave of absences as outlined in The Employment Standards Code of Manitoba and the Employer’s Leave of Absence Policy.
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12.1 In the event of a death in an employee’s immediate family (current spouse, parent, child, grandparent or sibling), up to three (3) days leave of absence with pay will be granted upon verification.  In all instances, the employee shall provide as much advance notice as is reasonably possible prior to the leave of absence. 
Article 13: Statutory Holidays

13 
13.1 The following holidays are to be observed and paid for by the Employer:




FRDOCS_17854939.1
FRDOCS_17854939.1
FRDOCS_17854939.1
New Year’s Day
Louis Riel Day
Good Friday
Victoria Day
Canada Day

National Day for Truth and Reconciliation
Labour Day
Thanksgiving Day
Christmas Day


13.2 The Employer is a continuously operating business, meaning it operates daily, including on General Holidays.  As such, employees may be scheduled to work on General Holidays. As a continuously operating business the company is exempt from certain “holiday pay” requirements; however, in recognition of our employees the organization elects to observe general holiday pay calculations for those who work on the holidays listed above.
13.3 The foregoing holidays will be administered in accordance with The Employment Standards Code of Manitoba.
13.4 Remembrance Day will be administered in accordance with The Remembrance Day Act. 

13.5 The Employer also recognizes the August Civic Holiday (1st Monday in August) and Boxing Day as “Bonus” holidays and will administer such holidays as if they were General Holidays under The Employment Standards Code.
[bookmark: _Toc213658278]Article 14: Vacations with Pay
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14.1 Employees will be paid vacation pay or granted vacations in accordance with The Employment Standards Code of Manitoba.
14.2 Employees who have been in the continuous service and employ of a property for a period of one (1) year and less than five (5) years will receive vacation pay of 4% of the prior year total regular earnings. 
Employees who have been in the continuous service and employ of a property for a period of five (5) consecutive years and less than ten (10) years will receive vacation pay of 6% of the prior year total regular earnings. 
Employees who have been in the continuous service and employ of a property for a period of ten (10) consecutive years and more will receive vacation pay of 8% of the prior year total regular earnings.
*The process for grandfathering in respect to vacation is outlined in Letter of Understanding #1.
14.3 For the purpose of this Article continuous service and employment shall be defined as the period where an employee is working full or part time hours only and does not include non-working periods such as layoff, casual or on-call employment.
14.4 In general, employees are encouraged and expected to take their vacation time off.  Employees must provide their preferred vacation request by November 1 for the following calendar year. Management shall post the vacation calendar no later than December 1. Should a vacation period become vacant due to an employee changing their vacation, such vacancy shall be posted immediately. Further, employees may request vacation time off after the vacation request period, and all vacation requests are subject to approval by management and shall be approved based on business levels and seniority. If an employee does not have any vacation scheduled for the current calendar year by July 1, management may schedule vacation such that a minimum of two weeks vacation is scheduled and taken for each employee per calendar year (pro-rated for part-time employees). 
14.5 Preference of vacation periods shall be granted by seniority within each job classification unless operations require otherwise.  Vacation periods are to be no longer than two (2) weeks in duration at a time unless otherwise agreed to by management based on business needs in the discretion of the Employer. 
14.6 If a statutory holiday occurs during an employee’s vacation, the employee shall be entitled to one (1) extra day of vacation or they may elect to receive one (1) day’s pay in lieu thereof, at the applicable rate.  The arrangement for the extra days’ vacation or pay in lieu thereof shall be made with their Department Manager or General Manager before the employee commences their vacation.  
14.7 The anniversary start date shall be used for calculating the vacation entitlement of each employee.
14.8 Subject to the requirement to take a minimum two weeks vacation per year (pro-rated for part-time employees), upon request, vacation pay will be paid out to an employee. Requests must be made one (1) pay period in advance and can be made no more than four (4) times per year.
[bookmark: _Toc213658279]Article 15: Hours of Work – Scheduling

15 
15.1 As a continuously operating business, the Employer cannot provide a guaranteed work schedule and will schedule in accordance with business needs.
15.2 [bookmark: _Hlk30097268]Management shall schedule employees in accordance with seniority and availability. 
15.3 Unrestricted employees are those that have availability to be scheduled 24/7.  Restricted employees are defined as those who are not available 24/7.
15.4 Unrestricted employees shall be able to request one (1) preferred day off per week which may be changed in accordance with Article 15.5. If an employee’s first (1st) preferred day off is not available, they will be granted their second (2nd) preferred day off, when possible.
15.5 Employees may request a change in their availability up to three (3) times per calendar year on January 15th, May 15th, and September 15th. Should an employee require a change of availability outside of these designated periods, consideration will be given for a life altering event, with Management approval.
15.6 No employee has a right to a certain shift (i.e. day, evening, or nights) and as such will be scheduled by their manager as business levels dictate. Unrestricted employees always have access to shift preference according to seniority, but are not guaranteed preferred shifts. Management will strive to maximize unrestricted employees’ hours; however, shifts are to be filled according to operational requirements.
Employees within the “Unrestricted” group will be scheduled first. Employees will be scheduled based on the following criteria:
· Granted their Preferred Day off and Requested Days off, if available;
· Maximization of hours; and
· Preferred shift (if available)
Where shift lengths are the same, shift preference will be given according to seniority (earliest shift to most senior employee).
Once all employees in the “Unrestricted” group have been scheduled, management will proceed to schedule the employees in the “Restricted” group in the same manner. 
During periods of limited hours due to business volumes, the Department Manager reserves the right to distribute hours fairly to all employees within the department (reducing up to a maximum of 5 hours per employee, per week), respecting an employee’s seniority.
Management will distribute shifts amongst employees as it deems necessary with no employee having a guaranteed regular shift. Employees may request certain shifts or days off for a particular week, but all requests should be submitted at least two (2) weeks prior to their manager or department head. These requests will be accommodated where practical, however, are not guaranteed. Employees may switch shifts but only with the approval of their manager.
Shift schedules for all departments and employees showing the normal starting times will be made available and posted not later than 10:00am on the Thursday prior to the beginning of the following week. For the purposes of this Collective Agreement, a week is defined as Sunday to Saturday.
15.7 An employee who has left the property premises and who is called back to work on the same day to meet emergency conditions shall receive not less than four (4) hours pay at their normal rate for the time actually worked, and should the employee be required to work more than eight (8) hours in a day then overtime rates for all hours over eight (8) hours will be at the overtime rate.
15.8 The Employer shall endeavor to provide ten (10) hours off between the end of a shift and the start of the next shift as business levels dictate or if the employee agrees otherwise.
15.9 Days off will be scheduled as business levels dictate, employees are not guaranteed to have their days off in a row, however, management will endeavor to provide two (2) consecutive days off wherever possible. Weekends off (Saturday/Sunday) are not guaranteed and any requests for the above will be treated as in Article 15.6.
15.10 Employees who are called in to work for regular shifts (not overtime) shall be paid for not less than three (3) hours if the Employer has made no attempt to notify the employee that they are not required at least three (3) hours prior to the arranged starting time, or before the employee leaves home, whichever is later.	
15.11 Dependent upon business levels management reserves the right to split shifts over a twelve (12) hour period. The minimum required work hours will be four (4) hours in the first half of a split shift with no more than a four (4) hour break before the second half of the shift begins. An employee will not be subject to more than one (1) scheduled split shifts over a one (1) week period unless the employee otherwise agrees. This clause applies to all Food and Beverage departments only.
[bookmark: _Toc213658280]Article 16: Hours of Work – Overtime

16.1 In accordance with The Employment Standards Code, overtime will be paid for hours worked over eight (8) hours in a day or forty (40) hours in a week.  

16.2 To be eligible for overtime, overtime must be explicitly requested or assigned by a manager.  Employees may not of their own discretion decide to work overtime.

16.3 An employee who is asked to work overtime will be given prior notice of at least one (1) hour where realistic. 

16.4 All overtime is considered non-mandatory. 
[bookmark: _Toc213658281]Article 17: Layoffs

[bookmark: _Hlk199835812]17.1	The provisions of this Article shall only apply to layoffs in excess of seven (7) calendar days. The Employer agrees to process any layoff as outlined in The Employment Standards Code of Manitoba.  

17.2 In reducing forces, seniority in the respective groups shall govern provided qualifications are sufficient to perform the available work. 

17.3 In the event of a layoff in excess of twenty-eight (28) days, all vacation monies outstanding will be paid out unless the employee requests that the money remain in the accrual account. Upon mutual agreement between the Local Union Office, the employee and the Employer the monies must be paid out immediately.

17.4 To be eligible for recall, an employee must file their name and address with the proper Manager and keep them informed of any change that may occur. 

17.5 Laid-off employees will be recalled to service in their seniority groups, in the order of their seniority, provided qualifications are sufficient to perform the available work. A laid-off employee when qualified shall be given preference of employment in filling new positions or vacancies in other than their own seniority group when no qualified laid-off employee is available in such group. 

17.6 If an employee fails to report for work within two weeks of receipt by registered mail of notice of recall to the last known address on record with the Employer, recall rights shall be forfeited.  If the employee can be reached by phone, no registered letter need be sent.  The employee must let the Employer know at the first opportunity whether they intend to return within two (2) weeks, and when. 
[bookmark: _Toc213658282]Article 18: Termination of Employment

18 
18.1 If an Employee terminates their employment then the notice period to the Employer would be in accordance with The Employment Standards Code of Manitoba.
18.2 If the Employer terminates employment the notice period to the Employee would be in accordance with The Employment Standards Code of Manitoba.
[bookmark: _Toc213658283][bookmark: _Hlk30011785]Article 19: Benefits Article

19 
19.1 Employees who are or have been employed for a period exceeding one (1) year and who worked an average of more than twenty-six (26) hours per week shall be required to participate in the employee benefit plan. In participating in this plan, the Employer shall contribute fifty percent (50%) of the required insurance premium.  The Employer reserves the right to change benefits and/or benefit providers in its discretion. The Employer has no obligation for the provision of or for the payment of insured benefits other than to pay its proportionate share of any required insurance premiums. Denial of an insured benefit by the group insurer cannot be grieved and any affected employee will be required to pursue any remedies resulting from the denial directly against the insurer. The Employer will assist in cases where an employee has been denied all benefit coverage.
19.2 Employees who have completed six (6) months of employment and who work an average of more than twenty-six (26) hours per week shall be entitled to sick leave benefits as follows:
Where an employee is unable to attend at their place of employment by reason of personal sickness the employee shall be entitled to Personal Sick Leave for the follow: absent 2 days receive 1 days’ pay, absent 3 days receive 2 days’ pay, up to a maximum of 4 days paid, per year.
Where an employee is unable to attend at their place of employment by reason of sickness of a member of their immediate family (as defined in Article 12) requiring care, the employee shall be entitled to Family Sick Leave for 2 days of pay per year beginning on the 3rd consecutive day of absence.
All Personal and family sick leave payments will be authorized by Management.
Personal sick days and Family sick days are mutually exclusive and non-transferrable. Personal and Family sick days shall not be carried over year to year.
a) For the purposes of Article 19.2, “sickness” shall be defined as an unanticipated period of absence resulting from an illness or malady affecting the employee.
19.3 If the Employer has an issue regarding the circumstances around an employee phoning in sick for one day or with excessive absenteeism, the Employer may advise the employee in writing of the nature of the problem and that the Employer may request a medical certificate for all future absences. The Union will receive a copy of this request.
19.4 If Employer requests verification of illness the employee shall be required to provide suitable verification such as an authentic medical certificate. The Employer will bear the cost of such certificate upon proof for such costs.
[bookmark: _Toc213658284]Article 20: Cash Deposits

20 
20.1 All employees handling cash/inventory may be disciplined for cash and inventory shortages. The accounting office will keep records of such shortages for tracking purposes. If proper security procedures or departmental steps of service are not followed, deliberately or through carelessness, employees will be held responsible up to and including dismissal.
20.2 a)	There shall be no IOU’s, cash advance, cheques cashed or any form of credit given to employees, and they are not authorized to grant such privileges to any other employee or guest at any time. 
b) [bookmark: _Hlk31714443]Employees may be disciplined for guest checks for which they are accountable. They will not be penalized on legitimate walk-outs provided they have followed all the security procedures or departmental steps of service and have notified their Supervisor or Department Manager immediately. If determined that the employee did not follow security procedures or departmental steps of service this may result in disciplinary action, up to and including dismissal.
[bookmark: _Toc213658285]Article 21: Uniforms & Dress Code

21 
21.1 All employees are required to adhere to Canad Inns Dress Code for their specific department/position, and grooming and hygiene standards. Any Employer provided items to be worn as part of their Dress Code is required to be returned to the Employer upon termination of employment.
21.2 Any employee whose clothing is damaged as a result of a scuffle or disturbance or other incident arising during the course of duty without the employee’s neglect shall have the cost or replacing or repairing the article of clothing paid for by the Employer. 
Equipment necessary to perform the job will be provided by the Employer. 
21.3 Employees are responsible for the purchase of CSA approved slip resistant footwear, where the wearing of such footwear is deemed to be required to meet Health and Safety standards.	
[bookmark: _Toc213658286]Article 22: Banquet Gratuities

22 
22.1 Banquet gratuities are not paid in cash, they are paid out on each pay cheque and are subject to all applicable deductions from the Government as per regular pay.
22.2 Bargaining unit employees who worked in the banquet department as banquet servers, Banquet Set Up, and Banquet Non-Cash Bartenders will be compensated by receiving a rate of $3.25 per hour.
22.3 Employees from other departments working in banquets are to receive the gratuities in the amount of $1.00 per hour added to their wage.	
[bookmark: _Toc213658287]Article 23: Job Classifications

23 
23.1 For the purposes of this Agreement, departments shall be considered as follows:
a) Guest Services
b) Housekeeping
c) Maintenance
d) Culinary
e) Restaurant/Lounge
f) Banquets/Events
g) Security
h) Vendor

23.2 The Employer shall prepare general job descriptions for each classification. It is understood that such job descriptions are intended to provide guidelines and are not intended to be exhaustive or definitive with respect to an employee’s obligations.  It is understood that all employees are expected to fulfill reasonable requirements of their Employer even where such requirements are not contained in the job description guidelines.
23.3 A copy of their job description and the employee handbook will be presented to a new employee upon hiring. Their manager or supervisor will be required to go over and explain the job description and the employee handbook with the employee and they will be required to sign a form stating that this has occurred and that they understand their job description and the employee handbook. If an employee would like to review other job descriptions within the property then they must make an appointment with their manager or department head to do so or approach the Union who will have a copy of all job descriptions within the bargaining unit. The Employer reserves the right to amend the employee handbook, job descriptions, policies and work procedures in its complete discretion.
23.4 Any changes to the employee handbook, job descriptions, company policies or work procedures will be posted in the appropriate work stations on staff bulletin boards and explained to affected employees by their department head or manager.
23.5 Any employee required temporarily to fill a position with a higher pay scale shall be paid their regular rate of pay. It being understood that the duties will be temporary and only for the duration of the work day, with a possible extension up to three (3) working days to cover sick calls and other unforeseen events. If the position is vacant and a temporary replacement is utilized until it can be filled, then the employee shall be paid according to the entry level wage scale for the vacant position or their current wage whichever is the higher rate.
23.6 The Employer shall negotiate with the Union, the establishment and/or rate of wages to be paid for any classification of work other than those set for in Article 24.
23.7 The Employer has the right to hire employees at a higher rate than the specified start rate should the Employer decided that the employee has sufficient qualifications and/or experience to warrant same.
a) The Union recognizes that these rates will not be covered under the agreement as such will not form any basis for negotiations in future or current agreements.
b) Management further recognizes that the Union must be informed within at least thirty (30) days from the time such raise or hire takes place.
[bookmark: _Toc213658288]Article 24: Wage Rates

24 
24.1 All employees shall be paid at the established hire rate for their position or the minimum wage rate, whichever is the higher rate. All employees will then progress through the years of service schedule and wage rates as set forth in Article 24.2. 
24.2 Job Classifications
	
	Year 1
	Year 2
	Year 3
	Year 4
	Year 5

	 
	1-Jun-25
	1-Jun-26
	1-Jun-27
	1-Jun-28
	1-Jun-29

	Guest Services Department
	 
	 
	 
	 
	 

	
	
	
	
	
	 

	GSA
	$17.10
	$17.27
	$17.44
	$17.66
	$17.88

	Night Auditor
	$17.10
	$17.27
	$17.44
	$17.66
	$17.88

	Porter
	$16.15
	$16.31
	$16.47
	$16.68
	$16.89

	GSA Assistant
	$16.15
	$16.31
	$16.47
	$16.68
	$16.89

	GSA Supervisor
	$18.75
	$18.94
	$19.13
	$19.37
	$19.61

	 
	 
	 
	 
	 
	 

	Housekeeping
	
	
	
	
	 

	Room Attendant
	$16.50
	$16.67
	$16.83
	$17.04
	$17.26

	Senior Room Attendant***
	$17.75
	$17.93
	$18.11
	$18.33
	$18.56

	Laundry Attendant
	$16.50
	$16.67
	$16.83
	$17.04
	$17.26

	House Attendant
	$16.50
	$16.67
	$16.83
	$17.04
	$17.26

	Supervisor
	$18.75
	$18.94
	$19.13
	$19.37
	$19.61

	 
	 
	 
	 
	 
	 

	Culinary
	
	
	
	
	 

	Cook 3
	$16.50
	$16.67
	$16.83
	$17.04
	$17.26

	Cook 2
	$18.25
	$18.43
	$18.62
	$18.85
	$19.09

	Cook 1
	$19.50
	$19.70
	$19.89
	$20.14
	$20.39

	Jr. Sous Chef
	$20.50
	$20.71
	$20.91
	$21.17
	$21.44

	Kitchen Steward
	$16.15
	$16.31
	$16.47
	$16.68
	$16.89

	 
	 
	 
	 
	 
	 

	Banquets
	
	
	
	
	 

	Banquet Set Up*
	$16.00
	$16.16
	$16.32
	$16.53
	$16.73

	Banquet Server*
	$16.00
	$16.16
	$16.32
	$16.53
	$16.73

	Banquet Bartender*
	$16.00
	$16.16
	$16.32
	$16.53
	$16.73

	Coat Clerk
	$16.00
	$16.16
	$16.32
	$16.53
	$16.73

	Banquet Supervisor*
	$18.75
	$18.94
	$19.13
	$19.37
	$19.61

	 
	 
	 
	 
	 
	 

	Restaurant
	
	
	
	
	 

	Server Assistant
	$16.15
	$16.31
	$16.47
	$16.68
	$16.89

	Server
	$16.15
	$16.31
	$16.47
	$16.68
	$16.89

	Bartender
	$16.15
	$16.31
	$16.47
	$16.68
	$16.89

	Barback
	$16.15
	$16.31
	$16.47
	$16.68
	$16.89

	Supervisor
	$18.75
	$18.94
	$19.13
	$19.37
	$19.61

	 
	 
	 
	 
	 
	 

	Lounge
	
	
	
	
	 

	VLT Bartender
	$16.15
	$16.31
	$16.47
	$16.68
	$16.89

	 
	 
	 
	 
	 
	 

	Security
	
	
	
	
	 

	Floor Host
	$18.00
	$18.18
	$18.36
	$18.59
	$18.82

	Licensed
	$18.75
	$18.94
	$19.13
	$19.37
	$19.61

	 
	 
	 
	 
	 
	 

	Vendor
	
	
	
	
	 

	Vendor Clerk
	$16.15
	$16.31
	$16.47
	$16.68
	$16.89

	Supervisor
	$18.75
	$18.94
	$19.13
	$19.37
	$19.61

	 
	 
	 
	 
	 
	 

	Event Department
	
	
	
	
	 

	Event Server
	$16.15
	$16.31
	$16.47
	$16.68
	$16.89

	Event Bartender
	$16.15
	$16.31
	$16.47
	$16.68
	$16.89

	Event Barback
	$16.15
	$16.31
	$16.47
	$16.68
	$16.89

	 
	 
	 
	 
	 
	 

	Maintenance
	
	
	
	
	 

	Maintenance
	$18.75
	$18.94
	$19.13
	$19.37
	$19.61

	Supervisor
	$20.00
	$20.20
	$20.40
	$20.66
	$20.92



[bookmark: _Hlk30426959]NOTE 1: Where the majority of hours worked by any employee on any one shift falls between Midnight and 6:00 a.m., the employee shall be paid a premium of one dollar ($1.00) per hour for all hours worked on that shift.

NOTE 2: Anyone cross trained and working regular hours in more than one role will be paid the rate of pay for the position worked.

NOTE 3: Anyone who trains another employee would receive $1.00/hour training incentive (Position to be posted and selection process would apply).

NOTE 4: * Positions which qualify for Banquet Gratuities.

NOTE 5: ** MET Banquet Cooks will be classified as Cook 2.
NOTE 6: ***Position which does not qualify for training incentive.
24.3 Any deductions from an employee’s pay cheque to correct past errors will be discussed with the employee prior to the deductions being made. The time frame to correct such errors will be two (2) weeks from the date of the discussion with the employee.
24.4 Upon verification of the error, Accounting will have 2 Full Business Days to cut a manual cheque and give to the employee when an error has occurred as a result of making a mistake on the part of management or their supervisors if the amount is fifty ($50.00) dollars or higher.
24.5 Upon receipt of the employee’s monthly cell phone statement and completed expense report, the Employer shall reimburse employees in the positions of Supervisors and Security (Licensed) up to an amount of $25.00, taxed in accordance with applicable law.  Employees may only use their cell phone as specifically required in performance of their duties and at all times in accordance with the Employer’s policies. 
[bookmark: _Toc213658289]Article 25: Jury Duty

25 
25.1 An employee who is required to serve on a jury will be paid the difference between their regular rate of pay and the fees they received from the court for service as a juror. Such employee shall be required to work on any days on which they are not required to sit on a jury or remain in the courtroom and also work part of their shift when available.
25.2 The period of the above said payments shall not exceed three (3) weeks in duration.	
[bookmark: _Toc213658290]Article 26: Appendices

26 
26.1 Any Appendices which are attached form part of this Collective Agreement.	
[bookmark: _Toc213658291]Article 27: Workplace Safety & Health

27 
27.1 The Employer agrees to adhere to the Health and Safety Act, Section 44 in regards to Educational Leave.
[bookmark: _Toc213658292]Article 28: Miscellaneous

28 
28.1 [bookmark: _Hlk30014274]The Employer will provide locker facilities and retains the right to inspect and search such facilities.
28.2 All employees will be required to follow all of Canad Inns policies. The Employer reserves the right to amend the employee handbook, policies and work procedures in its complete discretion.
[bookmark: _Toc213658293]Article 29: Duration of Agreement

29 
29.1 The duration of the Agreement will commence on December 3, 2025 and it will expire on June 1, 2030.
29.2 Either party to this Agreement may, not less than thirty (30) days but not more than ninety (90) days before the expiry date, give notice in writing to the other party of a desire to renew or revise the Agreement.
29.3 The current Agreement will remain in force until such time as a new Collective Agreement is negotiated.
[bookmark: _Hlk45091457]

This Agreement signed and dated this 3rd day of December, 2025 at the City of Winnipeg in the Province of Manitoba.

For the Employer:					     For the Union:

Lea Ledohowski
President, Canad Inns

Dan Lussier
Chief Executive Officer

John Saad
General Manager
Canad Inns Destination Centre Health Sciences Centre

Carolyn Hookham
Human Resource Manager










Ron Piercey
Canadian Vice President, BCTGM International Union 

Ambroise Sarrasin
President, BCTGM Local 389 

Ian Matiation
Business Agent, BCTGM Local 389

Jonathan Zabricka
BCTGM Bargaining Committee

Carrie Hoyle
BCTGM Bargaining Committee

LETTER OF UNDERSTANDING

CANAD INNS – POLO PARK LTD.
CANAD INNS – CLUB REGENT CASINO HOTEL LTD.
CANAD INNS – HEALTH SCIENCES CENTRE LIMITED PARTNERSHIP
CANAD INNS METROPOLITAN ENTERTAINMENT CENTRE LTD.
AND
BAKERY, CONFECTIONARY, TOBACCO WORKERS AND GRAIN MILLERS
INTERNATIONAL UNION LOCAL #389

1. The parties agree that the entitlement to ten (10%) percent vacation pay is eliminated from the Collective Agreement,  save and except as grandfathered in this Letter of Understanding.

2. All employees entitled to ten (10%) percent vacation pay as of November 17, 2025, will retain their entitlement going forward.

3. For certainty, but subject to paragraph 5 below, employees not eligible for ten (10%) percent vacation pay as of November 17, 2025, will not be eligible for ten (10%) percent vacation pay at any time going forward, regardless of the employees’ length of service.

4. Below is a list of all employees, who as of November 17, 2025, have entitlement pursuant to paragraph 2. No employee will be added to this list. 

	Employee Name
	Employee Number
	Property

	Bouthavy Yang
	1666
	Polo Park

	Stephen Kenney
	419
	Polo Park

	Maureen McJannet
	491
	Polo Park

	Craig Ackerman
	598
	Polo Park

	Rose Ann Richard
	779
	Polo Park

	Jared Luptak
	800
	Polo Park

	Tyler Bennie
	1197
	Polo Park

	Julie Spencer
	1360
	Polo Park

	Peter Petric-Filip
	1509
	Polo Park

	Michael Philip Giguere
	1560
	Polo Park

	Jeremy Perfumo
	1655
	Polo Park

	Edna Guevarra 
	1705
	Polo Park

	Harun Mwenyne
	3560
	Polo Park

	Rizaldy De Borja
	2087
	Polo Park

	Emalyn De Leon
	1713
	Polo Park

	Stephanie Dreger
	1790
	Polo Park

	Colin Bater
	1802
	Polo Park

	Natividad Boado
	1845
	Polo Park

	Yvette Herbert
	1912
	Polo Park

	Justice Summers
	1947
	Polo Park

	Adrian Merene
	1994
	Polo Park

	Kailash Pawar
	2075
	Polo Park

	Cheryl Boychuk
	1218
	Club Regent

	Sandhya Sumanadasa
	3064
	Club Regent

	Suzanne Lean
	445
	Club Regent

	Carrie Hoyle
	858
	Club Regent

	Jodi Homeniuk
	999
	Club Regent

	Anna Vaters
	27
	Club Regent

	Ann Cerasani
	3019
	Club Regent

	Bibi Fozia Nerrooa
	224
	Club Regent

	Ederlyn Gevero
	3044
	Club Regent

	Marie Kokos
	370
	Club Regent

	Victoriano Estacio
	1038
	Club Regent

	Felipe Uriarte
	1141
	Club Regent

	Kevin Bryan
	107
	HSC

	Roslen Hipolito
	750
	HSC

	Amanda Schmidt
	3864
	HSC



5. Employees in the list below, are eligible to receive ten (10%) percent vacation pay once each employee reaches 15 years of employment.  No employee will be added to this list. 

	Employee Name
	Employee Number
	Property

	Delia Recolizado
	3019
	Polo Park

	Benjamin Sepke
	3027
	Polo Park

	Correna Schuler
	3093
	Polo Park

	Charita Mozo
	1278
	Club Regent

	Armando Partoza
	33
	HSC




Dated this _________ day of___________

_____________________________		_____________________________
FOR THE EMPLOYER				FOR THE UNION
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