
LETTER OF AGREEMENT BETWEEN 

BELL EXPRESS VU LP 

AND 

UNIFOR 

Whereas the parties have bargained intensely and collectively and have been able to reach a 
Tentative Agreement; 

The aforementioned parties agree as follows: 

1. The terms of the Tentative Agreement reached by the Company and the Union consist of
the Collective Agreement dated March 2, 2016 amended by Schedule A of this Letter of
Agreement numbered from 1 to 18.

2. The undersigned members of the bargaining committee, representing the Union in
negotiations with the Company, jointly and individually commit to recommend acceptance
of the terms of the aforementioned Tentative Agreement to the employees in the unit for a
ratification vote which shall be concluded by July 15, 2020.

3. In the event of ratification by the employees by July 15, 2020, the terms of the Tentative
Agreement, shall constitute the next Collective Agreement between the parties, and the
members of the bargaining committee representing the Union jointly and individually
commit to sign a Collective Agreement by August 31, 2020 pursuant to the terms of the
Tentative Agreement set out hereinabove.

4. The undersigned members of the bargaining committee representing the Company, being
duly authorized to conduct negotiations with the Union, hereby commit on behalf of the
Company to sign a Collective Agreement pursuant to the terms of the Tentative
Agreement set out hereinabove, in the event that the said terms are ratified by the
Union’s members, by August 31, 2020.

5. In the event of rejection by the employees, the terms of the Tentative Agreement shall be
null and void.

6. Any clerical or administrative error can be corrected before the signature of the collective
agreement.



IN WITNESS WHEREOF, we have signed at Toronto and Montreal this 12th day of May 2020 

Unifor Bell Express Vu LP 

_________________________________ 
Howard Law 

_________________________________ 
Jake Moore 

_________________________________ 
Tracy Nolan 

_________________________________ 
Paul Pagett 

_________________________________ 
James London Wilson 

_________________________________ 
Ronald Brown 

_________________________________ 
Serge Thibault 



SCHEDULE A

Duration

Three years

Ratification Date to March 1, 2023 

Wages  

1.75% on March 1, 2020 

1.75% on March 1, 2021 

2% on March 1, 2022 

PEL 

Year 1 - 2 cents per reg hour worked

Year 2 – 2 cents per reg hour worked

Year 3 – 3 cents per reg hour worked

On-call Article 15.02 

Increase to $25.00 for 15.02(a) 

Increase to $35.00 for 15.02(b)

Increase to $50 for company holiday and add it as new under 15.02 (c) 

Other: 

Renewal of Jake Moore letter

Reclassify Kelly Walsh and Dale Carrigan to Regular Status 

Move parent to 5-day bereavement leave, add step-child to 3 day bereavement leave
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ARTICLE 9 

Grievance Procedure 

Current Proposed 

9.1   The Company and Union agree that it is in the best 

interest of all parties to promptly and effectively 

resolve differences that may arise related to the 

interpretation, application or administration of this 

Agreement. When differences occur, the 

employee(s) and/or the Union Representative will 

discuss and make every attempt to resolve the 

matter, where possible, with the immediate 

manager of the employee concerned in an attempt 

to resolve the differences prior to a grievance 

being filed. 

No change 

Definitions: 

9.2 "Grievance" shall mean a statement that is 

submitted by a grievor in accordance with the 

applicable procedure contained in this Article and 

which sets out any dispute pertaining to the 

interpretation, application, administration or 

alleged violation of any provision of this 

Agreement.. 

No change 

9.3    In the case of a “Group Grievance”, the signatures 

of the employees involved must be attached to the 

grievance submission form. 

No change 

9.4   "Grievor" shall mean the employee concerned, a 

group of employees who are directly involved in a 

similar situation or the Union. 

No change 

9.5   In the event of a dispute between any member or 

members of the bargaining unit and the Company, 

in reference to the application, administration, 

interpretation or alleged violation of  this 

Agreement, the following shall be the procedure 

for the adjustment and settlement thereof: 

No change 

Step 1 In the event that the grievance 

cannot be resolved, a grievance shall be 

reduced to writing and a copy submitted 

to the second level of management (or 

designate) within thirty (30) calendar 

days from the occurrence on which such 

grievance is based. The second level 

manager (or designate) shall provide a 

written response, with the reason for the 

decision to the Union within seven (7) 

calendar days. 

No change 

Step 2 If the grievance is not recorded 

as settled after the meeting described 

in Step 1, the dispute shall be referred 

to the Human Resources representative 

No change 
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(or his/her designate) within forty-two 

(42) calendar  days of the end of the Step

1 response. The Human Resources

representative (or designate) shall

convene a meeting or conference call to

hear the matter and provide a decision

in writing to the Union within forty- two

(42) calendar days. The Grievor may

attend their grievance hearing along

with a union representative.

9.6 In the case of a group grievance, the Union 

representative and the Company agree the number 

of employees who will participate in the grievance 

presentation shall not exceed two (2). 

No change 

Dismissal 

9.7  In the case of a dismissal, the matter may be 

referred directly to Step 2 of the grievance 

procedure as provided in Section 9.5. In such case, 

the grievance shall be presented within 30 

calendar days from the occurrence on which such 

grievance is based. 

9.7  In the case of a dismissal, the matter may be 

referred directly to the Senior Consultant, 

Labour Relations or his delegate. In such case, 

the grievance shall be presented within 30 

calendar days from the occurrence on which such 

grievance is based. 

  Labour Relations will have forty-two (42) days 

to respond. 

Policy Grievance 

9.8   Either party may submit to the other grievances 

relating to the interpretation, application, 

administration or alleged violation of any 

provision of  this Agreement and which are 

general in nature and for which a general remedy 

is sought, directly to Step 2, within thirty (30 ) 

calendar days of the action or circumstances 

allegedly giving rise to the grievance. 
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ARTICLE 16 

Technological Change 

16.1 The Company agrees that it will consult with the Union 

should a technological change result in the termination of 

one or more employee in order to assist employees affected 

by any technological change to adjust to the effects thereof 

and that, 

For the purposes of this Article, technological change means: 

(a) the introduction of equipment or material of a different

nature or kind, than that previously used; and,

(b) a substantial change in the manner in which the work

is carried on that is directly related to the introduction of

that equipment or material, which adversely or

significantly affects the terms and conditions of work of

a significant number of regular employees.

16.2 Nothing in this Agreement shall be construed as meaning 

that the normal work of an employee shall not change as 

technological advances and services requirements warrant. 

When such changes are required, the Company will notify 

the Union regarding the changes to take place. 

16.3 The parties further agree that in cases where, as a result of 

technological change, the service of an employee is no 

longer required beyond a specified date because of lack of 

work or the discontinuance of a function, the lay-off 

provisions referred to in this Agreement will apply. 

16.4 The Company agrees to provide as much advance notice as 

is practicable but, not less than four (4) weeks’ notice to the 

Union of the introduction or implementation of 

technological change when it will result in significant 

changes in the employment status or working conditions of 

the employees. 
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16.5 It is understood that the purpose of these meetings is to 

evaluate the alternatives for the affected employees, 

including but not limited to, transfer into other positions, 

training, reskilling and repurposing, if applicable. 

16.6 The Company will provide the following information: 

(a) the nature of the technological change;

(b) the date or dates on which the change will take effect;

(c) the location or locations involved;

(d) the approximate number and profiles of employees

likely to be affected by the technological change;

(e) the effect that the technological change is likely to have

on the terms and conditions of employment of the

employees affected; and

(f) to the extent available, information will be provided

about the potential number of layoffs, new jobs or

classifications to be created, if any, as a result of the

proposed technological change.

16.7 As soon as reasonably practicable after notice is given under 

section 16.4, the Company shall consult meaningfully with 

the Union concerning the rationale for the change and the 

topics referred to in section 16.6 on each group of 

employees, including possible training. 
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ARTICLE 22 

Seniority 

22.1 As of (date of signature), seniority is determined by the time 

a Regular employee has been employed in the bargaining 

unit without interruption. 

22.2 Temporary employees do not accrue seniority. 

22.3 An employee laid off shall retain seniority standing for one 

year but if no service is performed during a 12-month period 

he/she shall be considered as out of the service and dropped 

from the seniority list. This does not to apply to employees 

on sick leave. 

22.4 The net credited service date as shown on Company records 

establishes an employee's service with the Company. The 

Company agrees to notify the union of any changes to 

existing rules for determining Net Credited Service. 

22.5 Seniority and Net Credited Service will not continue to 

accrue for bargaining unit employees during periods of 

strike or lockout. 

22.6 The Company shall on request by the Union provide 

seniority lists once per year. 

Transfers 

22.7 All employees are eligible for transfer consideration in 

accordance with applicable Company practices 

currently in force, or as amended from time to time 

following consultation with the Union.  The Company 

intends to fill job vacancies with qualified Bargaining 

Unit employees, whenever possible. 

22.8 Where there is an assignment of 3 months or more the 

Company shall inform all its employees electronically 

that an assignment is available. 
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22.9 The Company will select the qualified applicant in the 

following order:  

(i) a qualified employee in the Bargaining Unit;

(ii) any qualified person outside the Bargaining Unit.

22.10 The best qualified employee amongst the candidates will be 

selected to fill the temporary assignment or the vacancy. For 

equally qualified candidates, the employee with the most 

seniority will be selected. 

22.11 In order to be considered for a position, an employee must 

meet the requirement of their current position.  

22.12 (a) The posting must include the job title and wage band as an 

overview of the position responsibilities and the qualifications 

deemed essential for the job. Temporary assignments must 

also include the start and end date of the assignment. 

(b) Jobs must be posted for a minimum of five (5) calendar days.

(c) A copy of the job posting must be provided simultaneously

to the representatives included on the Union’s distribution list. 

22.13 The Company has complete discretion and final determination 

in the selection of the employee. 
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ARTICLE 23 

Force Adjustment 

23.1   The Company’s ability to manage its workforce is an essential element   to the 

success of the Company and, as part of its management rights, has complete 

discretion to determine when reduction in the number of Regular employees is 

advised. 

23.2 When, in the Company’s opinion, force adjustment is warranted, the   

following shall apply: 

(a) The Company shall notify the Union at least ten (10) calendar days prior

to the notification to affected employees of its intention to lay-off Regular

employees and identify the affected occupations and the number of

Regular employee reductions to be made.

(b) The Company shall provide a ten (10) business days notice to the affected

employees (either at work or non working or a combination of both).

23.3   No Regular employee shall be laid off until the employment of all Temporary 

employees within an occupation and Wage Schedule, as outlined in Appendix B, 

for which lay-offs will be declared, have been work completed. 

23.4   The following procedures shall apply in laying off Regular employees: 

(a) The most junior employee(s) in each of the affected occupation(s)

will be identified as surplus provided those to be retained on the

basis of seniority are qualified to perform the work remaining.

23.5   A Regular employee identified as surplus may elect to accept: 

(a) lay-off with recall rights and lay-off allowance for a period of up to 52

weeks in accordance with the provisions of sections 23.7 to 23.13 inclusive

of this Article, on the condition that the regular employee has one (1) or

more completed years of seniority;

(b) termination of employment with lump sum calculated in accordance with

the provisions of section 23.22 of this Article, or:
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(c) displacement of the most junior Regular employee in the remaining

occupations in the Wage Schedule in accordance with the provisions of

sections 23.23 to 23.25 inclusive of this Article.

23.6   A Regular employee identified as surplus shall inform the Company of their 

choice as outlined in section 23.5 within ten (10) days of the surplus notification.   

23.7    A Regular employee who fails to respond within ten (10) days of the surplus 

notification shall be deemed to have accepted termination of employment with lump 

sum calculated in accordance with the provisions of section 23.22 of this Article. 

Lay-Off Allowance 

23.8    A Regular employee identified as surplus and electing to accept a lay-off with 

recall rights and lay-off allowance for a period of up to 52 weeks pursuant to section 

23.5 (a) shall be entitled to the following total lay-off allowance: 

Net Credited Service 

on Date of Lay-Off 

Total Lay-Off 

Allowance 

  1 year but less than    2 years 

  2 years but less than   3 years 

  3 years but less than   4 years 

  4 years but less than   5 years 

  5 years but less than   6 years 

  6 years but less than   7 years 

  7 years but less than   8 years 

  8 years but less than   9 years 

  9 years but less than 10 years 

10 years but less than 11 years 

11 years but less than 12 years 

12 years but less than 13 years 

13 years but less than 14 years 

14 years but less than 15 years 

  3 weeks 

  4 weeks 

  5 weeks 

  6 weeks 

  7 weeks 

  8 weeks 

  9 weeks 

10 weeks 

11 weeks 

13 weeks 

14 weeks 

15 weeks 

16 weeks 

17 weeks 

Three (3) weeks additional pay for each full year of service as of 15 
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years of net credited service. 

23.9  Lay-off allowance payments shall be based on the employee's weekly basic 

rate of pay in effect on the date of lay-off and made on a biweekly basis. 

23.10   The lay-off allowance plan becomes operative at the time the employee 

applies and qualifies for Employment Insurance benefits and upon receipt of proof 

that he receives such benefits. 

23.11 Each week's benefit shall be equivalent to 90% of the employee's basic rate of 

pay on the date of the lay-off in the case of a Regular Full-Time employee, and to 

90% of the average basic rate of pay in the four pay periods preceding the date of 

the lay-off in the case of a Regular Part-Time employee, less Employment Insurance 

benefits entitlement, any earnings from other employment and statutory deductions 

and, subject to the maximum weekly earnings provided for under the Employment 

Insurance Act and Regulations. 

23.12 Entitlement to the lay-off allowance and the recall procedure as described in 

sections 23.7 to 23.10 of this Article will cease as follows: 

(a) when the lay-off allowance entitlement is used up, or;

(b) when the employee reports for work subsequent to recall, or;

(c) when the employee fails to report for work after recall, or;

(d) when the employee has not been recalled to work within 52 weeks of the

date of lay-off, or;

(e) when the employee is disentitled or disqualified from Employment

Insurance benefits, or;

(f) when the employee obtains other employment, or;

(g) if the employee resigns.

23.13 An employee who has been recalled following a period of lay-off and is again 

laid-off prior to completing 52 weeks of continuous service after the date of return 

to work shall be granted a lay-off allowance pursuant to 23.7 of this Article based 

on their overall net credited service after deducting the lay-off allowance he received 
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during their previous lay-off. 

23.14 The Company agrees to treat the first 30 days of a lay-off as a leave of absence 

and to maintain the eligibility of a laid-off employee during that period to: 

(a) credit for service;

(b) participation in the Comprehensive Medical Expense, Vision Care and

Dental Plans;

(c) participation in the optional life and accident insurance plans, providing

the employee prepays the applicable premiums prior to the commencement of

a lay-off.

Recall Procedure 

23.15 A Regular employee identified as surplus and electing to accept a lay-off with 

recall rights and lay-off allowance for a period of up to 52 weeks pursuant to section 

23.5 of this Article shall be listed on a recall list within the affected occupation(s) 

and Wage Schedule(s). 

23.16 Notwithstanding the provisions of Article 22 of the Collective Agreement, 

where a job posting is to be made within the affected occupation(s) and Wage 

Schedule(s) and a recall is warranted, eligible qualified employees, as determined 

by the Company, shall be recalled in inverse order of lay-off provided they are 

immediately able to perform the work available. 

23.17 It is the responsibility of a laid-off employee who desires to be recalled to keep 

the Company informed of their correct home and email addresses and phone 

number(s), and to advise the Company within ten (10) days of the date of recall as 

to their acceptance. 

23.18 The Company may assume that failure on the part of any laid-off employee to 

notify the Company within ten (10) days of the date of the offer of recall concerning 

his acceptance of the offer, or to report for duty within 15 days from the date of the 

offer or such other date as mutually agreed upon by the employee and the Company, 

shall constitute a rejection and the employee shall be deemed to have resigned. 
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23.19 The date of mailing of a registered letter to the employee's last address as 

shown on Company record shall be the date of offer of recall. 

23.20 A laid-off employee who has not been recalled to work within 52 weeks of the 

date they were laid-off shall be deemed terminated from the employ of the Company. 

23.21 In the determination of the period of lay-off in section 23.7, an employee who 

has been recalled following a period of lay-off and is again laid-off prior to 

completing 52 weeks of continuous service after the date of return to work shall not 

be considered to have interrupted the continuity of the lay-off, however, the period 

of re-employment shall not be included as forming part of the period of lay-off.  It 

is understood that, until they have completed 52 weeks of continuous service after 

the date of return to work, a recalled employee is subject to direct lay-off and shall 

not have access to a separation package set out in section 23.5 (b) of this Article.  

Information Lists 

23.22 The Company agrees to provide the Union with lists of laid-off employees by 

position within an occupation indicating, for each employee, the date of lay-off and 

the net credited service date. 

Termination Lump Sum 

23.23 A Regular employee identified as surplus and who elects to accept termination 

of employment with lump sum pursuant to section 23.5 (b) shall be paid one half 

(1/2) month pay for each completed year of service at his basic monthly rate for a 

minimum of three (3) months up to a maximum of eighteen (18) months.  

       During the first three (3) months, the employee is on salary continuance 

and is still covered under the health care benefits, that may be amended by the 

Company, except short-term and long-term disability.   

Displacement Procedure 

23.24 (a) A Regular employee identified as surplus and who elects to 

displace pursuant to section 23.5 (c) of this Article  may attempt to displace the 

most junior Regular employee of the affected occupation(s) and Wage 

Schedule(s) provided they, according to the Company, are qualified to perform 
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the required work within such period of time as may be reasonably required, 

but in any event not more than ten (10) days refresher training, in the following 

order: 

(i) By displacing the most junior Regular employee in the remaining

occupations in the Wage Schedule provided the employee has

performed the job within the last two (2) years, or;

(ii) By displacing the most junior employee in another occupation in a

lower Wage Schedule provided the employee has performed the job

within the last two (2) years.

(b) When a displacement occurs following the application of section 23.23,

the displacing employee shall assume the status and working conditions of the

displaced employee.

23.25 A Regular employee identified as surplus who is unsuccessful in displacing a 

more junior Regular employee pursuant to section 23.23 must select one of the 

remaining options outlined in section 23.5 (a) or (b). 

23.26 A displaced employee following the application of section 23.23 shall become 

surplus and must select one of the options outlined in section 23.5 (a) or (b) only. 

13



WOMEN UNION SUPPORT ADVOCATE 

LETTER OF AGREEMENT BETWEEN: 

BELL EXPRESS VU LP 

AND 

UNIFOR 

The parties agree as follows: 

1. Women, from the Bell Express Vu LP employees bargaining unit facing situations of
domestic violence or abuse may confer with a Women Union Support Advocate who can
direct the employee towards the appropriate support mechanisms. The time required for
the Women’s advocate to carry out their role will be paid by the company.

2. The Company and the Union shall agree on reasonable guidelines within 60 days
following the signing of this Memorandum of Agreement.

3. The number of Women Union Support Advocates shall not exceed one (1).

4. The company will ensure that Women’s advocates will be afforded the time off required
for training which will be paid by the Union.

Signed at __________________ this _____ day of ______________. 

FOR THE 

COMPANY 

FOR THE 

UNION 

James London Wilson Howard Law 
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VIOLENCE OR ABUSE IN PERSONAL LIFE 

LETTER OF AGREEMENT BETWEEN: 

BELL EXPRESS VU LP 

AND 

UNIFOR 

The Company recognizes that employees sometimes face situations of violence or 

abuse in their personal life that may affect their attendance or performance at work. 

For that reason, the Company agrees, when there is adequate and timely 

verification from a recognized professional (i.e. doctor, lawyer, registered 

counsellor), an employee who is in an abusive or violent situation will not be 

subject to discipline if the absence can be linked to the abusive or violent situation. 

Absences which are not covered by the provisions of article 18 will be granted as 

absence with pay, up to a maximum of five (5) days per calendar year. 

Signed at __________________ this _____ day of ______________. 

FOR THE 

COMPANY 

FOR THE 

UNION 

James London Wilson Howard Law 
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FACT FINDING MEETINGS 

LETTER OF AGREEMENT BETWEEN: 

BELL EXPRESS VU LP 

AND 

UNIFOR 

The above parties have agreed as follows: 

Within three (3) months after the signing of the Collective Agreement, a one (1) year trial 
shall be introduced regarding fact finding meetings related to the alleged violation of the 
Code of Business Conduct that could likely lead to a disciplinary measure. For the 
duration of the trial, the process will be as follows:  

 When a Company representative conducts a fact finding meeting with an
employee concerning the alleged violation of the Code of Business Conduct
that could likely lead to a disciplinary measure, the Company representative
shall:

o Advise the employee and the Union Representative, in general terms (for
example: misappropriation, conflict of interest, breach of trust, etc.), of the
nature of the meeting, prior to the meeting, and;

o Invite the Union representative to attend the meeting, unless the employee
objects.

 In conducting such meetings, Company and Union representatives will
perform their respective responsibilities in a professional and courteous
manner with mutual respect for their counterparts.

It is understood that Union representatives, although not active participants, will have 
the ability to ask questions for clarification purposes but shall, in no way, disrupt the 
investigation process. 

The Company and the Union shall meet quarterly to review the results and make 
recommendations as appropriate. 

A final assessment by the parties to determine if the process described herein will be 
maintained for the duration of the Collective Agreement shall be conducted in a fair and 
reasonable manner at the end of the trial. However, should there be, in the Company’s 
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opinion, disruptions to the meetings, this Memorandum of Agreement may be rescinded 
by the Company upon 30 days’ notice to the Union’s Bargaining committee. 

Signed at city this date of month 20xx. 

FOR THE 

COMPANY 

FOR THE 

UNION 

James London Wilson Howard Law 
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SCHEDULING COMMITTEE 

LETTER OF AGREEMENT BETWEEN: 

BELL EXPRESS VU LP 

AND 

UNIFOR 

The above parties have agreed as follows: 

Within two (2) months after the signing of the Collective Agreement, the parties will 
establish a Scheduling Committee comprised of two (2) representatives from the 
Company and two (2) representatives of the Union. 

The mandate of the Committee is to look at opportunities aimed at improving the 
scheduling of tours of duty and vacation that take into consideration the interests of 
employees and the Company as well as work-life balance.  

The Committee will have two (2) months to present its recommendations to Bell Express 
Vu’s CP4 who will look at the feasibility of implementing the recommendations. 

Bell Express Vu’s CP4 will reconvene with the members of the Committee within six (6) 
weeks to provide decisions regarding the recommendations. Implementation of feasible 
recommendations will be completed within six (6) months following the signature of the 
Collective Agreement.  

Signed at city this date of month 20xx. 

FOR THE 

COMPANY 

FOR THE 

UNION 

James London Wilson Howard Law 
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