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DIVISION 1

DEFINITIONS

1.01 Definitions:

In this collective agreement, unless the context indicates
otherwise, the following terms and expressions mean:

1

1.1)

2)

3)

4)

5)
6)

7)

8)

"Representative signatory associations”: the
Confédération des syndicats nationaux (CSN-
Construction), the Conseil provincial du Québec
des métiers de la construction (International),
the Centrale des syndicats démocratiques (CSD
Construction), the Fédération des travailleurs et
travailleuses du Québec (FTQ-Construction), and the
Syndicat québécois de la construction (SQC).

“Employees’ association”: a professional union
representing construction employees whether or not
constituted as a corporation, a union, a federation
or confederation of such unions or groups, a trades
council, a provincial trades council or a federation
of such councils, the purpose of which is the study,
defence and development of the economic, social
and educational interests of its members and which
has jurisdiction throughout Quebec in respect of all
construction trades and jobs.

"Sector-based employers’ association”: the
Association des professionnels de la construction et
de I'habitation du Québec inc. (APCHQ).

"Job site”: any place where work covered under the
Act is performed.

“Remote job site”: any construction job site located
away from any urban centre, that is inaccessible by
a passable overland road connected to the road
system as a whole maintained by Québec.

Paragraph rescinded

“Commission”: the Commission de la construction
du Québec.

“Dismissal”: the termination of a worker’s
employment with an employer resulting from the
implementation of a disciplinary or administrative
measure.

“Spouse”: any person who:
a) Is married to an employee.

b) Is not married but who has been living maritally
with an unmarried employee for at least one
year.

¢) Is not married but who has been living maritally
with an unmarried employee in the following
cases:

Art.:1.01 8) ¢ 5



9)

10)

11)

12)

13)

14)

15)

16)

17)

i) atleast one child has been or is to be born of
their union.

ii) together, they have adopted at least one
child during the period in which they have
been living maritally.

iii) one of them has adopted at least one child
of the other’s during this period.

iv) they have, in the past, lived maritally
together for a period of at least (12) twelve
consecutive months.

“Light residential construction”: any construction
of a building in the residential sector, including
facilities and equipment either physically connected
or not physically connected to such building, that
is not considered heavy residential construction as
defined in Article 1.01 10).

“Heavy residential construction”: the new con-
struction of any building in the residential sector,
including facilities and equipment either physically
connected or not physically connected to such build-
ing, the number of above-ground storeys of which,
as seen from at least one side, excluding any park-
ing space, is more than four (4) storeys, and also, the
modification, renovation, maintenance and repair
of existing buildings of more than six (6) storeys.

“Collective Agreement”: this collective agreement
concerning the working conditions for the
residential sector, as reached by the APCHQ and the
representative signatory associations.

"CNESST"”: the Commission des normes, de I'équité,
de la santé et de la sécurité du travail.

“Employer”: any party, including the Gouvernement
du Québec, that has work carried out by an
employee.

"Grievance”: any disagreement related to one of the
subjects specified in Section 62 of the Act.

“Majority union group”: a union or group of unions
representing the majority of employees of a specific
group concerned under certain provisions of the
collective agreement.

"Hours worked, working hours": all hours or frac-
tions thereof during which an employee performs
work, and also all hours or fractions thereof during
which the employee is at his employer’s disposal
and required to be present at the work site, as well
as hours or fractions thereof between the time at
which he is required to report to work and the time
work is given to him.

“Working day”: any day included in the standard
work week as defined in Division 18 with the
exclusion of Saturdays, Sundays, annual vacations
and statutory holidays.

Art.: 1.01 17)

18)

19)

20)

21)

“Act”": the Act respecting labour relations,
vocational training and workforce management in
the construction industry (R.S.Q., c. R-20).

“Disciplinary measure”: any reprimand, suspension,
disciplinary layoff, or dismissal.

“Layoff”: any severance of an employee’s
employment with an employer that is justified by
a reduction in personnel due to a temporary or
permanent lack of work on a job site or within a
company.

“James Bay Region (territory)”: the James Bay
region, or territory, includes the region delimited
in the west by the western border of Quebec, in the
south by the parallel of latitude 500 north, in the
east by the electoral divisions of Roberval, Dubuc
and Saguenay as well as the northern extension of
the western boundary of the Saguenay electoral
division, and in the north by the parallel of latitude
550 north.

21.1) “Nunavik Region”: all the territory situated north

22)

23)

24)

25)

26)

of the 55th parallel north, except Category IB-N
lands intended for the Naskapi community of
Kawawachikamach, Category IA and IB lands
intended for the Cree community of Whapmagoostui
and Category Il lands on which only that community
has exclusive rights, as the lands are so designated
in the Act respecting the land regime in the James
Bay and New Québec territories.

“Regulation respecting vocational training”: the
Regulation respecting the vocational training and
qualification of manpower in the construction
industry (R-20, r.6.2).

“Union representative”: any employee of a union or
representative association who holds a card bearing
his signature and photo, as issued by a representative
association or union to represent it.

“Wages”: any remuneration in currency and any
compensation or benefits with monetary value as
determined by the collective agreement.

“Employee”: any apprentice, labourer, unskilled
worker, skilled worker, journeyman or clerk, who
works for an employer and is entitled to a wage.

“Residential sector”: the sector comprising the
construction of buildings or complexes of adjoining
buildings, including facilities and equipment either
physically attached or not to these buildings, at
least eighty-five percent (85%) of the surface area
of which, excluding any parking space, is reserved
for residential use, and the number of above-
ground storeys of which, excluding any part of the
basement and seen from any side of the building or
complex, does not exceed 6 storeys in the case of
new buildings or 8 storeys in other cases.

Art.: 1.01 26) 7



27)

28)

29)

30)

31)

32)

“Decontamination work”: in a residential sector
building, any high risk work carried out for the
purpose of decontaminating the premises due to
the presence of asbestos.

"Maintenance work”: the action of maintaining
machinery or a building in proper condition so that
it remains functional or operational (prevention,
not work following breakdown or breakage).

“Emergency work”: any work carried out when the
employer or client could sustain material damage
or when the health or safety of the public is in
danger. A contractual penalty clause or any other
similar clause shall not be considered to be material
damage.

"Renovation work”: the restoration or refurbishing
of machinery or a building in its initial state
(renewal, modernizing).

"Repair work”: the restoring of machinery or a
building to its initial working condition without
changing any of its features (fixing such machinery
or building, following breakdown or breakage).

“Union”: any union or association of employees
affiliated with a representative association in
accordance with the Act.

* The definition of a union representative is an integral part of the “clauses com-
mon to all sectors”.

DIVISION 2

RECOGNITION

2.01

2.02

The Confédération des syndicats nationaux (CSN-
Construction), the Conseil provincial du Québec
des métiers de la construction (International),
the Centrale des syndicats démocratiques (CSD
Construction), the Fédération des travailleurs et
travailleuses du Québec (FTQ-Construction) and
the Syndicat québécois de la construction (SQC)
recognize the Association des professionnels
de la construction et de I|'habitation du
Québec Inc. (APCHQ) as the only employer
agent authorized to negotiate and enter into this
collective agreement.

The Association des professionnels de la construction
et de I'habitation du Québec Inc. (APCHQ) recognizes
the Confédération des syndicats nationaux (CSN-
Construction), the Conseil provincial du Québec
des métiers de la construction (International),
the Centrale des syndicats démocratiques (CSD
Construction), the Fédération des travailleurs et
travailleuses du Québec (FTQ-Construction) and
the Syndicat québécois de la construction (SQC) as

Art. : 2.02

the only representative associations authorized to
negotiate and enter into this collective agreement.

2.03 Management Right

The signatory representative associations recognize
an employer’s right to exercise its supervisory,
administration and management duties in a
manner that is compatible with the provisions of
this collective agreement.

DIVISION 3

JURISDICTION

3.01

Territorial and professional jurisdiction:

The collective agreement applies to employers and
employees who perform construction work that is subject
to the Act, in the residential sector anywhere in Quebec.

No one, however, may carry out construction work, unless
he is an employer, employee, independent contractor
or a representative as designated under Section 19.1 of
the Act.

3.02 Special working conditions:
Construction work covered by this agreement that is
performed on an isolated job site and a job site located
in the Nunavik region or the James Bay region is subject
to certain special working conditions as provided for in
Schedule “B" of this agreement.

DIVISION 4

RIGHT TO WORK

4.01

4.02

Work by the employer:

Regardless of any other clause of the agreement,
employers may carry out, on their own job sites,
construction work covered by this collective agreement
in the same capacity as an employee. The employer shall
hold the appropriate competency certificate.

Designated representative:

For each corporation or partnership, only one director
or shareholder holding one or more voting shares in the
corporation or only one member of the partnership shall
be allowed to personally carry out construction work, as
a representative of the corporation or partnership. This
person must in such case be designated in this capacity
with the Commission.

Art. : 4.02 9



4.03

The designated representative must not be an employee
of the corporation or partnership that so designates said
individual, during the term of the designation.

Any person who is not the designated representative
who performs construction work for the benefit of
the corporation or partnership is considered to be an
employee of the corporation or partnership under the
Act and under this collective agreement.

The designated representative must hold the appropriate
competency certificate.

Independent contractor:

An independent contractor shall require remuneration at
least equal, on an hourly basis, to the remuneration in
currency and compensations or benefits having monetary
value as determined under this collective agreement for
an employee performing similar work, with the exception
of the benefits provided under a complementary fringe
benefit plan.

An independent contractor shall hold the appropriate
competency certificate.

DIVISION 5

TRADES, SPECIALTIES AND OCCUPATIONS

5.01

5.02

10

Scope of definitions:
1)  Trades and specialties:

The description of the duties of employees
carrying out construction work, as regards trades
and specialties, is defined in Schedule “A” of the
Regulation respecting vocational training.

2)  Occupations:

The description of the duties of employees carrying
out construction work, as regards exclusive
occupations and common occupations, is defined in
Schedule “C" of this collective agreement.

New Materials:

In all trades, specialties and occupations, where a new
material is substituted for a regular and accepted material,
the wage rate of the trade, specialty or occupation that
usually worked with the replaced material shall apply,
except when the change in material leads to a change in
trade or occupation jurisdiction.

Art. :5.02

5.03

5.04

5.05

5.06

Employer’s responsibility:

An employer who hires an employee is responsible for
ensuring that the employee holds the competency
certificate required to perform the work to which he is
assigned, in accordance with the regulations.

If an employer assigns an employee to perform work
for which the employee does not hold the appropriate
competency certificate, the employer shall be liable to
the employee for any fines that the employee may have
to pay. This paragraph shall not be applicable in the case
of a trade jurisdiction dispute.

Performance of work by employees of a trade:
1)  General rule:

Subject to the Regulation respecting vocational
training, cutting, sharpening, rigging and forging
are performed by the employees from the trade
concerned. Welding and cutting, however, may also
be performed by welders.

Handling:
1)  General rule:

Subject to the Regulation respecting vocational
training, the customs of the trade and the employ-
er's rights, the handling of materials and scaffolding
for a trade, in the residential sector, shall be per-
formed by journeymen or apprentices of such trade.

Training:

In the course of an employee’s employment, an employer
who assigns an employee to training as required for the
performance of his trade in the residential sector shall
pay the employee the wage rate for his trade, specialty or
occupation, during the period required for his training.

This article does not apply to training courses offered by
the Construction Industry Workers Training Fund that
an employee must take in compliance with his training
requirements or that he chooses to take without being
required to do so by his employer.

DIVISION 6

TRADE JURISDICTION DISPUTES

6.01

Dispute settlement procedure:

Following the assignment of an employee to construction
work, any trade jurisdiction dispute with respect to the
plying of a trade, specialty or occupation shall be settled
using the following procedure:

Art. : 6.01 11



1) 1st step:

First, the representative associations identified
under the Act, the employers and the sector-based
employers’ association involved in the dispute shall
be given the opportunity to settle the dispute
within two (2) working days of being informed of
said dispute.

2)  2nd step:

Should the dispute still not be settled, one of the
parties involved in the first step may submit the
dispute to the Administrative Labour Tribunal.

6.02 Continuity of work:
When the dispute is not settled at the first step, or until
a ruling has been rendered at the second step, any
employee performing work over which there is a dispute
shall continue to perform such work.

DIVISION 7

CREW LEADER AND GROUP LEADER

7.01

7.02

12

Definitions:

1)  Crew leader: Any employee who, at the express
request of the employer, performs, in addition to
his trade, specialty or occupation, duties involving
supervision or coordination.

2)  Group leader (employee-foreman): Any employee
who, at the express request of the employer,
performs, in addition to his trade, specialty
or occupation, duties involving supervision,
coordination or management.

Responsibilities:

1)  Crew leader:

A crew leader usually supervises and coordinates a
group of at least four (4) employees on the same job
site.

A crew leader may not have under his responsibility
employees other than those of his trade, specialty or
occupation.

This rule, however, shall not prevent a crew leader
from coordinating work performed by employees of
different trades, specialties or occupations.

A crew leader does not have the authority to hire or
impose disciplinary measures on another employee.

An apprentice may not act as crew leader.

Art.:7.02 1)

2)  Group leader:

A group leader usually supervises, coordinates or
manages a group of at least seven (7) employees on
the same job site.

A group leader may not have under his responsibility
employees other than those of his trade, specialty or
occupation.

This rule, however, shall not prevent a group leader
from coordinating work performed by employees of
different trades, specialties or occupations.

A group leader does not have the authority to
hire or impose disciplinary measures on another
employee.

An apprentice may not act as group leader.

7.03 Obligation of representative association and union:
No representative association or union and no
representative of such organizations may take punitive
measures against a group leader or crew leader because
of the normal carrying out of his duties.

DIVISION 8

UNION SECURITY"

8.01

8.02

8.03

Compulsory membership in representative association:

Under the Act, every employee shall choose one of the
representative associations and shall obtain a card (or
cards) from the Commission showing his name, social
insurance number, CCQ client number, home address
(domicile) and the name of the representative association
that he has chosen.

The card shall also show the employee’s trade(s) and
specialty(ies) or, in the case of an occupation, indicate
only that it is an occupation without further specification.

Union membership:

Every employee shall join a union affiliated with the
representative association that he has chosen. Any union
that an employee has joined shall issue a membership
card to such employee showing that he belongs to said
union.

Maintenance of membership:

1)  Condition of maintenance of employment:

Every employee shall, as a condition of maintaining
his employment, but subject to the restrictions

Art.:8.03 1) 13



14

2)

3)

4)

provided for in this division, be a member in good
standing of a union having jurisdiction over his
trade, specialty or occupation. The representative
association is responsible for determining which
union has jurisdiction over the trade, specialty or
occupation in question.

For the purpose of this division, “a member in good
standing” means an employee who holds a union
membership card from a union, who complies with
its bylaws and rules and who pays his union dues as
specified in Division 9.

Employee Statement:

When an employee is hired, no later than five (5)
working days after the start of employment, the
employer shall have the employee concerned fill out
and sign a form giving the employee’s name, trade,
specialty or occupation, home address (domicile),
mailing address if other than his home address,
telephone number, email address (optional), fax
number (optional), social insurance number, CCQ
client number, the name of his representative
association, and, where applicable, the name and
number of the union to which he belongs, as shown
on his union membership card. The employee must
also indicate whether he agrees to receive his
earnings statement (pay slip), record of employment
and other documents related to his employment by
email or fax.

The form supplied by the employer shall be as
shown in Schedule “H". Refusal by the employee
to fill out and sign this form is just and sufficient
cause for dismissal or refusal to hire without further
notice.

When there is a union allegiance vote in accordance
with the Act, a new form shall be completed for
each employee who has changed representative
associations.

Employee’s right:

Every employee has the right to belong to the
employees’ association of his choice and to
participate in its activities and administration.

Suspension, expulsion or refusal of membership:

No employee may be suspended or expelled from
the union of which he is a member, except when he
has contravened its by-laws and rules.

When an employee is suspended or expelled from his
union, or when an employee is refused membership
by a union contrary to Subsection 3), the employer is
not obliged to dismiss the employee; the employee
shall not have to be or become a member of the
union, but he shall comply with the provisions of
Division 9.

Art.:8.03 4)

5)

6)

7)

However, upon notice from a union, when an
employee is suspended or expelled because of
his refusal to pay the union any dues payable in
accordance with the by-laws and rules of said union,
the employer must dismiss the employee.

Transmission of employee statement:

Every month, the employer shall forward, to the
representative association concerned and the
Commission, a copy of all new forms filled out under
Subsection 2) in the period covered by the monthly
report as well as the corresponding employment
numbers.

Correction by representative association:

When, in the opinion of the representative
association, an employee has made an error in
designating his union, the representative association
may notify the Commission of the error in order to
have such designation corrected. The Commission
shall then comply with this notice and require that
the employer levy the new union dues as of the
receipt of such notice from the Commission. The
notice conveyed to the employer by the Commission
shall show that a copy has been served to the
employee.

Restriction:

Nothing in the collective agreement shall be
interpreted as obliging an employer to employ a
certain percentage of members from one or other
of the representative associations.

Moreover, the membership of an employee in a
union as shown on his union membership card or his
statement, may not, for the purpose of this division
of the collective agreement, be used against an
employer as a criterion for hiring or keeping the
employee in his job, by serving as proof that he
is qualified to carry out work coming under the
jurisdiction of this collective agreement.

* Division 8 is an integral part of the “clauses common to all sectors"”.

DIVISION 9

UNION DUES CHECK-OFF*

9.01 Obligations:

Employers shall deduct union dues from the wages of
employees and remit such dues to the Commission at the
same time as their monthly report.

Art. : 9.01

15



9.02

9.03

9.04

9.05

9.06

9.07

16

Check-off designation:

Pursuant to the obligation provided for in Article
9.01, employers shall collect the dues owed to the
union pursuant to Article 9.06, taking into account the
information shown on the form specified in Article 8.03
or in any correction notice made pursuant to Article 8.03,
Subsection 6).

Remittance of deducted union dues:

The Commission shall forward the dues so received to
the representative associations with a memorandum of
names within 15 days of receipt. The memorandum of
names shall also take into account any correction notice
conveyed under Article 8.03, Subsection 6).

Employer’s obligation:

Any employer that refuses or fails to comply with Article
9.01 or that fails to remit the amounts so collected is
accountable to the Commission for the amounts not
deducted and not remitted and shall contract on that
account an equivalent debt to the Commission.

Notice to the Commission:

Within fifteen (15) days of the coming into effect of the
collective agreement, a representative association shall
notify the Commission in writing of the amount of the
union dues payable. It shall also convey any change in
the amount of the union dues payable in writing to the
Commission as well as the effective date thereof.

Notice from the Commission to all employers:

The Commission shall then notify all the employers
regarding the union dues payable to each of the unions
and any changes to these amounts.

Effective date of a change in union dues:

Any change to union dues deductions shall be effective,
as regards the employers, following notice thereof being
conveyed by the Commission, in either of the two (2)
periods hereinafter specified, provided the employers
have been notified thirty (30) days prior to the start of
such period:

1st week of the January report
1st week of the July report

At no other time is the employer required to change
the dues it must deduct, except to make a correction
as provided for under Article 8.03 of the collective
agreement.

This article does not concern the change in check-off that
occurs with each wage increase.

Art. : 9.07

9.08

lllegal agreement:

No written or verbal agreement may be reached
concerning the collection or deduction of union dues,
by a representative association, union, the sector-based
employers’ association, or an employer.

* Division 9 is an integral part of the “clauses common to all sectors”.

DIVISION 10

UNION REPRESENTATIVE, JOB-SITE STEWARD AND
REGIONAL EMIPLOYER REPRESENTATIVE

10.01

Union representative:
1)  Recognition:

The employer and the sector-based employers’
association shall recognize the union representative,
provided he holds a card issued by a union or
representative association, bearing a photograph
of the representative and the latter’s signature.

2)  \Visit to place of business:

A union representative may, with the employer’s
official representative, discuss and settle any matters
of interest pertaining to the collective agreement or
health and safety and any other matters of interest
to the employees that he represents who are in
the service of the employer. He may demand that
the employer allow him to examine any document
concerning the members that he represents
and obtain a copy of such when he considers it
necessary, by appointment made at least two (2)
hours prior with the employer, his representative or
agent, at the place of business of the employer or
at any other location that they agree upon.

3)  Job-site visit:

a) A union representative shall have free access to
all construction job sites during working hours,
but in no case shall his visits unduly delay the
progress of the work.

b) When he visits a job site, a union representative
shall first notify the employer of the employees
concerned, or in the employer’s absence, the
employer’s superintendent or foreman, or any
other official representative on the employer’s
job site. He may discuss and settle any matter of
interest pertaining to the collective agreement,
health and safety and any other matter of
interest to the employees he represents with
the official representative on the job site of the
employer concerned and the employees.
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4)

¢) The union representative may check the
competency or exemption certificates of
the employees present on the job site, and
the employer shall agree to ensure that its
employees comply with this authorization,
subject to disciplinary measures.

Posting:

Upon the request of a union representative,
employers shall install in a conspicuous place in
their place of business and on the job site, a bulletin
board where the union or representative association
may post bulletins and other information. On the
job site, however, employers shall install any other
bulletin board for the same purpose when such is
considered useful.

Job-site steward:

For reference purposes, this article reproduces the
provisions pertaining to job site stewards as contained in
Section 86 of the Act.

For the purpose of this article, a “union” means any union
or employees’ association affiliated with a representative
association, or any representative association not having
such affiliated unions or associations.

Every union is entitled to be represented by a job-site
steward on a job site where an employer employs seven
(7) or more employees who are members of the union in
question, subject to the following provisions:

1)

2)

Election:

A job-site steward shall be elected by secret ballot by
a majority of the union members already employed
by the employer and from among such members.

For the purpose of this article, a job site comprises
all the work carried out by an employer on the same
project.

Each subsequent increase of fifty (50) employees who
are members of the union and in the service of the
same employer entitles the employees to elect an
additional steward.

For the purposes of the Commission’s functions, a
person so elected shall provide a declaration to his
union in such form as determined by the Commission,
stating that he is not contravening Section 26 by
acting as job-site steward. The union shall forward
this declaration to the Commission promptly and in
the manner determined by the latter.

Recognition:

The employer shall recognize the job-site steward
so elected as the representative of the group
of employees who are members of the union in

Art.:10.02 2)

3)

4)

5)

question, after said union has notified it in writing
of the election of the job-site steward and has
forwarded to the Commission the declaration as
specified in the fourth paragraph of Subsection 1).

Job-site steward duties and compensation:

a) A job-site steward is an employee of the
employer and, in this capacity, shall perform a
reasonable amount of work, taking into account
his union duties.

b) In his capacity as job-site steward, he may,
during working hours and without a reduction
in wages, but only after notifying the employer’s
representative, investigate disputes over the
application of the collective agreement and
discuss these with the employer.

¢) The time allocated for the steward’s union
activities shall be agreed upon by the employer
and the steward, taking into account the number
of employees that the steward represents, but
may not exceed three (3) hours per working day.

d) When, exceptionally, the steward must leave
his workstation for a period that is longer than
the agreed upon period, he shall justify the
extended absence to his employer.

e) Subjectto ajustification as specified in Paragraph
d), the steward shall not be entitled to payment
of his wages for union duties beyond the agreed
upon period.

f) On a job site, the steward shall limit himself to
the performance of his work for the employer
and his job-site steward duties as specified
under the Act.

Preference of employment:

The job-site steward shall benefit from preference of
employment on his job site over all other employees
when the two (2) following conditions are met:

a) At least seven (7) employees who are members
of his union are still employed by the employer
on the job site.

b) There is work to be performed in his trade,
specialty or occupation.

Union training:

Should the steward and his union decide that the
steward needs training to properly carry out his
new duties, the steward may take leave without
pay from his work to attend any relevant courses.
The duration of the leave shall be negotiated by the
parties, taking into account the particularities of the
industry.
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The steward shall obtain the employer’s prior
authorization and such authorization shall never
be refused without just cause.

6) Layoff notice:

When an employer wishes to lay off a job-site
steward for more than five (5) days, it shall notify
the steward three (3) working days in advance.
The same advance notice shall also be submitted
in writing to the steward’s union within the same
time limit. Failing this, the employer shall pay
compensation equal to four (4) hours’ wages at the
straight time wage rate in effect for every day for
which notice is not given, up to three (3) working
days.

DIVISION 11

ABSENCES

11.01

11.02
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Employee’s right:

a) At the request of the union or employee, the
employer shall grant a leave of absence without pay
to an employee designated by the union to attend a
convention, study session or other union activity.

b)  The employer shall grant a leave of absence without
pay to an employee to undergo treatment for
alcoholism or drug addiction, or undergo therapy
for compulsive gambling or conjugal violence, the
whole being subject to the following conditions.

Procedure:
1)  Standard procedure:

A request shall be made in writing stating the
employee’s date of departure and the reason for
and the probable duration of the intended leave.
Such request shall be received by the employer at
least ten (10) working days prior to the planned
departure of the employee.

2) Emergency procedure:

However, in case of emergency, for which the
burden of proof lies with the union or employee,
twenty-four (24) hours’ verbal notice shall be
given to the employer, stating the employee’s
departure date and the reason for and the probable
duration of the intended leave, all of which shall be
confirmed in writing within forty-eight (48) hours of
the verbal notice.

Art.:11.02 2)

11.03

11.04

Restrictions and periods of leave:
1) Number of employees:

Any leave taken under this division of the collective
agreement shall not, on any one and the same
occasion, deprive an employer of more than 10%
of its employees in the same trade, specialty or
occupation, for a minimum of one (1) employee.
Such leave shall be granted on the condition that
there is an employee available who can fulfill the
regular requirements of the position left vacant.

2) Leave period:

a) For the purpose of this division, the employer is
not required to grant the same employee more
than forty (40) days of leave without pay during
the course of any one calendar year for union
absences as specified in Article 11.01 a).

b) The duration of leave without pay, as specified
in Article 11.01 b), shall be a maximum of forty
(40) days per calendar year. Nevertheless, this
period may be extended provided it is justified
by a health-care professional belonging to a
professional order, or by a court order.

3) Leave of absence for negotiations:

Regardless of Subsection 2), the employer shall
grant an employee designated by the union leave
without pay of such duration as is needed for him
to participate in the negotiation of the collective
agreement.

Employer’s obligation:

When a leave without pay as granted under this division
is finished, the employer shall take the employee back
into its service on the first working day following his
absence, provided the employee has the experience
needed to perform the work available in his trade,
specialty or occupation. This article shall not apply when
the employee has received a layoff notice.

DIVISION 12

WORKFORCE MOVENMENT

12.01

Refusal to hire:

An employer may not lay off or refuse to hire an employee
for the sole reason that the latter refuses to carry out his
work at conditions inferior to those set forth under the
collective agreement. Such layoff or refusal to hire shall
be subject to the grievance settlement procedure.
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Probation period:

A newly hired employee shall complete a probation period
of 150 hours of work. During this period, the employee
may not use the grievance procedure in relation to the
termination of his employment.

Right to callback:

When an employee who has finished his probation period
or who was already in the service of the employer when
the agreement was signed is laid off, he shall benefit
from the right to callback for a period of time equal to
the duration of his employment with the employer, up to
a maximum of nine (9) months.

When an employee has accumulated more than one
thousand five hundred (1,500) hours with the same
employer in the two (2) years preceding his layoff, he shall
benefit from a callback period of twelve (12) months.

When an employer must lay off or call back employees,
and such employer has journeymen and apprentices in its
service, it shall comply with the journeyman/apprentice
ratio rules.

Layoff procedure:

When an employer decides to reduce its personnel due to
a lack of work, and makes layoffs, it shall do so according
to the following procedure:

1) It shall lay off employees from the trade, specialty
or occupation concerned starting with the
employee who has accumulated the least number
of hours worked with the employer, provided the
employee(s) having accumulated more hours possess
the experience, ability, skill and qualifications
needed to properly perform the work in question,
all subject to the journeyman/apprentice ratio.

2)  The employer shall comply with the trade, specialty
and occupation jurisdictions of each employee
remaining in its service.

Callback procedure:

Before hiring any new employees, an employer with
new workforce needs shall call back any employees that
are entitled to callback, on a priority basis, in reverse
layoff order and according to the trades, specialties and
occupations it needs, while respecting the jurisdictions of
each.

1)  The employer shall contact such employee by
telephone or mail at his last known telephone
number or address. The employee is responsible for
providing a current telephone number and address
to the employer.
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2)  The right to callback is applicable to an employee
who possesses the experience, ability, skill and
qualifications needed to properly perform the work
that has become available in his trade, specialty
or occupation, all subject to the journeyman/
apprentice ratio.

3) The right to callback is applicable to work to be
carried out less than one hundred and twenty (120)
kilometres from an employee’s residence.

12.06 Procedure in case of exceptions:
In the event that compliance with the layoff or callback
procedure based on the number of hours worked
compromises the normal progress of the work to be
carried out, the employer may lay off or not call back
an employee in the specified order. Such employee,
however, shall be called back to work as soon as possible,

according to the procedure provided for in Article 12.05.

The same rule applies when compliance with the layoff

or callback procedure based on the number of hours

worked contravenes the Regulation respecting vocational
training.

In the event that such a decision is contested, the burden

of proof shall be incumbent upon the employer.

12.07 Maintaining right to callback:

An employee who has completed his probation period

maintains his right to callback:

1)  Foraslong as he is receiving compensation from the
CNESST following a work accident or occupational
disease occurring while working for the employer.

2)  When he is on sick or accident leave for reason other
than a work accident or occupational disease, and
he has notified the employer of his condition and
his absence is justified by his attending physician.

3) For as long as he is on leave without pay for the
purpose of acting as a trainer.

4) Inthe case of maternity, paternity or parental leave
as well as preventive withdrawal, the duration of
which is set forth in the laws governing such leave
and withdrawal.

In the cases specified in Subsections 1) and 2),
callback period computation shall stop at the
start of the absence and recommence when the
employee is fit to return to work, as confirmed by
the attending physician. In the case of Subsection
3), callback period computation shall recommence
when the leave without pay has ended, and in the
case of subsection 4), callback period computation
shall recommence on the date specified in the
Art.: 12.07 4) 23
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12.10
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written notice to the worker’s employer, as provided
for under Section 81.6 of the Act respecting labour
standards.

Loss of right to callback:

An employee loses his right to callback in the following
cases:

1)  When he voluntarily leaves his job.

2)  When he refuses a callback to work, without valid
reason.

3)  When he is dismissed for just and sufficient cause
and is not reinstated through the grievance
procedure.

4)  When the duration of his layoff exceeds the
duration of his right to callback.

5) When he acts as a contractor without holding a
license, or competes unfairly with his employer.

Callback list:

1) The employer shall keep an up-to-date list of em-
ployees in its service who have acquired the right to
callback. Such list shall include the following infor-
mation:

a) Employee’s family and given name.
b) Employee’s address and telephone number.
¢) Employee’s status - apprentice or journeyman.

d) Employee’s trades or occupations and the name
of his union.

e) Employee’s layoff date.

f) Number of hours the employee has worked for
the employer.

g) Length of the employee’s callback period.

2) The employer shall keep the name of the laid-off
employee on the list until his right to callback has
expired.

3)  Any representative association or union with one
or more employees on the callback list may obtain
a copy of the list by submitting a request for such in
writing to the employer.

Two (2) children of the employer:

In the case of his own children, or the children of one of
its managers or directors only in the case of a corporation
or company, an employer may hire a maximum of two (2)
children, regardless of the callback procedure specified in
Article 12.05, subject to the ratio rules set forth under the
Regulation respecting vocational training.

Art.: 12.10

DIVISION 13

LAYOFF NOTICE

13.01

13.02

13.03

Layoff notice:
1)  General rule:

Any employee who has worked for an employer for
at least five (5) working days is entitled, when laid
off for three (3) or more consecutive working days,
to advance notice in writing at least forty-eight (48)
hours prior to layoff.

Saturdays, Sundays, statutory holidays and
compulsory annual vacations shall not be counted
in the notice period, unless these days are worked.

The employer is not required to give advance notice
to an employee when it pays as compensation for
his last work week an amount equal to eight (8)
times his wage rate as shown in the applicable wage
schedule of this collective agreement.

An employee who has not completed the probation
period specified in Article 12.02 shall not be entitled
to the written notice or the compensation specified
in this article.

Voluntary departure:

Any employee wishing to leave his job shall give his
employer forty-eight (48) hours’ notice prior to his
departure.

Retrieving tools and personal belongings:

1)  General rule:

The employer shall allow an employee, when the
employee is laid off, the time needed to collect his
tools and personal belongings before the end of the
standard working day.

DIVISION 14

DISCIPLINARY MEASURES

14.01

Disciplinary right and procedure:

The employer may impose a disciplinary measure for just
and sufficient cause, with the burden of proof being
incumbent upon the employer, all of which is subject to
the grievance settlement procedure.
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14.02

14.03

Justification:

When the employer imposes a disciplinary measure, it shall,
at the written request of the employee, representative
association or union, convey to the requestor in writing,
within five (5) working days of receiving such a request,
the reasons justifying the disciplinary measure.

Time limits for disciplinary right and employee’s record:

1)  No employee shall be subject to any disciplinary
measure whatsoever after seven (7) working
days from the event that gave rise to it or of the
knowledge of the event. The burden of proof of such
knowledge is incumbent upon the employer.

2) A disciplinary measure shall be withdrawn from
an employee’s file after nine (9) calendar months
following the imposition of such measure. Proof
of the date on which a disciplinary measure was
imposed shall be incumbent upon the employer.

3) An employee’s disciplinary record is strictly
confidential. However, at the express request of the
employee and within a reasonable time limit, the
employee shall be informed of the contents of such
record.

DIVISION 15

DISCRIMINATION

15.01

26

Employer’s obligation:

No employer or person acting on behalf of an employer
may take discriminatory measures against an employee
for the following reasons:

1)  the employee’s race, colour, sex, sexual orientation,
gender identity or expression, civil status, age,
religion, political convictions, language, ethnic
or national origin, social condition, pregnancy,
handicap, method used to function with a handicap,
or union status and record.

2) any act or action taken in the exercise of a right as
stipulated under the Act.

3) a leave of absence to attend a religious service on
a day that, in his religion, is a compulsory religious
celebration.

4)  any personal act or activity outside working hours
that is not incompatible with the employee’s
performance of his duties.

5)  his refusal to work outside the region where he
usually works.

6)  his judicial record.
Art. :15.01 6)

15.02 This division of the collective agreement shall not prevent
an employer from taking a disciplinary measure against
an employee for just and sufficient cause, proof of which
is incumbent upon the employer.

15.03 Divisions 16 and 17 concerning the grievance settlement
procedure shall apply with the necessary adaptations.

DIVISION 16

GRIEVANCE SETTLEMENT PROCEDURE*

16.01  Grievance submitted for mandatory arbitration:
1)  Rights:

a) An employee, alone or accompanied by a
union representative, a job-site steward or
both, may draw up and present a grievance for
investigation and settlement.

b) In all cases, the representative association or the
union may draw up and present a grievance for
investigation and settlement on behalf of either
one or several employees, as the case may be,
without having to prove an assignment of claim
by the employee or employees concerned.

c) In all cases, an employer may draw up and
present a grievance for investigation and
settlement, according to the procedure provided
for under this division.

d) The term “complainant” designates the
initiator of the grievance procedure, whether
an employee, employee’s representative, union
representative, job-site steward, representative
association, union or the employer.

e) The term “interested party” designates the
party against whom the grievance is filed.

2)  Procedure:

a) A grievance shall be submitted in writing
and shall be sent to the employer or its
representative and to the headquarters of the
sector-based employers’ association within
fifteen (15) working days of the event that gave
rise to the grievance, or of the knowledge of
such event, the proof of which is incumbent
upon the signatory of the grievance. Failure to
submit a copy of the grievance to the sector-
based employers’ association concerned shall
not render the grievance invalid.

Along with the grievance, the complainant shall
submit the names of two (2) arbitrators able to
hear the grievance.
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3)

b) The sender shall be responsible for providing
proof of compliance with the deadlines specified
under this division.

¢) Inthe event that a grievance is submitted by the
union or the representative association, or when
one or the other gets involved in a grievance,
a copy of the grievance shall be submitted, at
the same time as it is submitted to the employer
or its representative, to the head office of the
sector-based employers' association concerned.
Failure to submit a copy of the grievance to the
sector-based employers’ association concerned
shall not render the grievance invalid.

d) Within ten (10) working days of the date of
receipt of the grievance, the employer shall give
a written reply to the representative association,
the union or the employee.

In this reply, the employer shall indicate whether
it accepts one of the two arbitrators suggested
by the complainant, or the employer shall
suggest the names of two (2) other arbitrators.

e) In the event that the employer suggests
the names of two (2) other arbitrators, the
complainant shall send a written reply within
five (5) working days of receiving the suggestion
regarding the choice of arbitrator.

f) Paragraph rescinded.

After the above selection procedure has been
completed, if the parties have not been able to
agree on a choice of arbitrator once the time
limits have elapsed, the complainant shall make
a request to the Commission, within five (5)
working days, to designate an arbitrator. The
Commission shall designate an arbitrator within
two (2) working days of receiving such request
after eliminating the names that had been
considered by the parties and on which there
had been no agreement.

g) Once the parties have agreed on a choice of
arbitrator or the Commission has been required
to designate one, the complainant shall have
five (5) working days in which to notify the
arbitrator of his appointment.

Deadlines:

All grievance deadlines specified under this division
are compulsory and may only be extended through
a written agreement by the parties concerned.

Such deadlines, however, may not be invoked by
the employer when it does not have an address that
is clear, known and served by the post office.

Art.:16.01 3)

16.02

4)

5)

Proof of delivery:

The date appearing on the postmaster’s seal or on
the delivery receipt, the date of receipt of the email
or fax, or when the document is delivered by hand,
the date on the acknowledgement of receipt, shall
constitute proof of the date on which the document
to which it relates was sent.

Validity:

A grievance may not be rejected because of an
omission or technical error, and its wording serves
only as a description of the dispute to be settled by
the arbitrator.

Interpretation grievance (second paragraph of Section 62
of the Act):

1)

2)

Right:

a) Any one of the associations specified in
Section 1), Subparagraphs b), ¢) and c.2)
of the Act, namely any one of the five (5)
representative associations (FTQ-Construction,
CPQMC-International, CSD Construction, CSN-
Construction and SQC), or any one of the
three (3) sector-based employers’ associations
(ACQ, ACRGTQ and APCHQ), or the employers’
association (AECQ) may file a grievance.

b) When an interpretation grievance is filed by a
representative association, the term “interested
party” shall refer to the sector-based employers’
association concerned by the interpretation
difficulty. When an interpretation grievance is
filed by a sector-based employers’ association,
the term “interested party” shall refer to the
representative associations concerned by the
interpretation difficulty.

Procedure:

a) In order to go to arbitration, an interpretation
difficulty must be submitted to the Secretary
General of the Commission in a document
identifying the complainant and the interested
party and describing the problem.

b) A copy of the above document must also be
conveyed to the interested party and the
associations specified in Subsection 1) of this
article.

c¢) The grievance may go to arbitration, if so
authorized by the Commission.

d) When the Commission authorizes the grievance
to go to arbitration, the complainant must
submit to the interested party, within five (5)
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days of receipt of the decision, the names of
two (2) arbitrators who are qualified to hear the
grievance.

e) The interested party may select one (1) of the
two (2) names suggested, or may, in turn,
suggest the names of two (2) arbitrators. The
interested party’s intentions must be conveyed
in writing to the complainant within five (5)
working days of receiving the names submitted
by the latter. In the event that the interested
party does suggest the names of two (2)
arbitrators, the complainant must convey a
reply in writing within five (5) working days of
receiving the suggestion regarding the choice of
arbitrator. Once these time limits have elapsed,
if the parties have not agreed on a choice of
arbitrator, the complainant must make a
request to the Commission within five (5)
working days to have an arbitrator designated.
The Commission must designate an arbitrator
within two (2) working days of receiving the
complainant’s request after eliminating the
names that had been considered by the parties
and on which there has been no agreement.

f) Once the parties have agreed on a choice
of arbitrator or if the Commission has been
required to designate one, the complainant
shall have five (5) working days in which to
notify the arbitrator of his appointment.

Deadlines:

All deadlines specified under this division are
compulsory and may only be extended, as concerns
the grievance, by written agreement between the
complainant and the interested party.

Proof of delivery:

The date appearing on the postmaster’s seal or on
the delivery receipt, the date of receipt of the email
or fax, or when the document is delivered by hand,
the date on the acknowledgement of receipt, shall
constitute proof of the date on which the document
to which it relates was sent.

* Division 16 is an integral part of the “clauses common to all sectors”.

DIVISION 17

ARBITRATION"

17.01

30

Sole Arbitrator:

Grievances submitted to arbitration shall be heard and
ruled upon by one of the persons specified in Schedule
“D" further to an agreement by the parties or as
designated by the Commission.

Art.: 17.01

17.02

Jurisdiction:

1)

2)

3)

4)

The arbitrator shall proceed diligently to hear the
grievance. The arbitrator is the only person to direct
the proceedings and he judges and rules according
to the evidence he deems appropriate.

The arbitrator may render any decision he considers
just and reasonable, taking into consideration all
the circumstances of the case. The provisions of the
collective agreement, however, are binding upon
the arbitrator, and he is not entitled to add to,
delete, amend, or render a decision contrary to the
provisions of the agreement.

The arbitrator may, in disciplinary matters, confirm,
rescind or amend the employer’s decision and render
any complementary ruling deemed necessary.

a) The arbitrator may order the reinstatement
of the employee in his trade, specialty or
occupation, provided the employee has the
experience needed to perform the work
available in his trade, specialty or occupation,
and the employee shall enjoy all his rights as set
forth in the collective agreement.

The arbitrator may also decide on any wage
reimbursement and establish any amount as
damages in favour of the employee. In the
case of a reimbursement of wages, he shall
provide for reimbursement of the employer’s
contribution to the fringe benefit plan.

The employee’s reinstatement shall not, when
such is the case, give rise to additional travelling
expenses.

b) Wage reimbursement is established as follows:

For every week (pay period) that the employee
would have worked had it not been for his
suspension or dismissal:

i. thewage the employee would have received
is determined.

ii. wages earned elsewhere are deducted
from the reimbursement amount as are any
employment insurance benefits received by
the employee.

¢) In the event that the employer has no work
available, it shall call back such employee
on a priority basis when work does become
available, subject to the restrictions imposed on
it by any law or regulation. This right of first
callback also exists when a court of law orders
the reinstatement the employee. This right
is extinguished the moment the employee is
hired elsewhere or, at the latest, five (5) months
following the decision by the arbitrator or court
of law.
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5) The arbitrator may interpret and apply a law or
regulation to the extent that it is necessary to do so
in order to settle a grievance, subject to the rights
and powers granted to other jurisdictions by such
law or regulation.

6) The arbitrator may order the payment of interest, at
the legal rate, as of the date on which the grievance
was filed, on any amounts due under the arbitration
award. Additional compensation may be awarded
over and above this amount and is calculated
by adding to this amount as of the same date, a
percentage equal to an amount in excess of the
interest rate set in accordance with Section 28 of the
Act respecting the Ministére du Revenu concerning
the legal interest rate.

7)  Atthe request of a party, the arbitrator may set the
amount payable under an arbitration award that he
has rendered.

8) At the request of a party, the arbitrator may
determine whether or not available work, as
specified in Paragraphs 4) a) and ¢), exists, when
the arbitrator has rendered an arbitration award
ordering the reinstatement of an employee.

9)  The arbitrator may render any decision he considers
useful to defending the rights of the parties.

Proof:

In all cases involving disciplinary measures, the burden of
proof lies with the employer.

Agreement:

1) At any step of the grievance settlement procedure,
a written agreement may be reached by the parties
concerned, and this agreement shall be binding on
the parties.

2) Any agreement in relation to a grievance that
is contrary to the provisions of the collective
agreement shall be considered null and void.

Moreover, when a grievance is submitted by a
representative association or union, an agreement
shall not be reached without the consent of these
parties and the sector-based employers’ association
concerned when the latter takes part in the
grievance settlement process.

Hearing and decision:

1) The arbitrator shall hear the grievance within
twenty (20) working days of his appointment, in
a location agreed upon by the parties concerned.
When the parties cannot agree on a location, the
arbitrator shall make such decision.

Art.:17.05 1)

17.06

17.07

2)  The arbitrator shall render his decision within fif-
teen (15) working days of the end of the hearing,
or of the submission of written notes when such is
the case.

3)  When the parties agree to submit written notes,
such notes shall be sent within ten (10) working
days of the end of the hearing.

4) In the event that the arbitrator does not render his
decision within the allotted or agreed upon dead-
lines, one of the parties may notify the Commission
thereof and the latter shall set a peremptory dead-
line of thirty (30) days for remedying the situation.
In such case, the arbitrator may not require any ad-
ditional fees or charges from either of the parties as
a result of this delay.

5) The arbitrator shall provide a written decision
stating the reasons. It shall be signed and forwarded
to the parties concerned.

6)  The arbitrator’s decision is without appeal and shall
be carried out within five (5) working days of the
date on which it was conveyed.

7)  Two (2) copies of the arbitration award shall be filed
with the Commission.

8) The Commission shall forward a copy of all
arbitration awards to the representative
associations, the employers’ association and the
sector-based employers’ associations.

9)  Whenever an arbitrator withdraws, is incapable
of acting, declares himself incapable of acting
or does not render a decision, the appointment
procedure shall be resumed in accordance with
the process described in Article 16.01 2) with the
necessary adaptations. The arbitration shall proceed
in accordance with this division. In all such cases,
however, the arbitrator is entitled to no fees or
charges, barring an agreement by the parties.

Deadlines:

All deadlines specified in this division are compulsory
and may be extended only through written agreement
by the parties concerned. However, when the request for
an extension is made by the arbitrator, he shall obtain the
written consent of the parties.

Arbitration fees and charges:

The fees and charges specified under the Regulation
respecting the remuneration of the grievance or
complaint arbitrator in accordance with the Act are paid
in equal shares by the parties to the dispute.

If a party requests an adjournment, the party in question
shall assume any charges claimed by the arbitrator arising
from such request.
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17.08 Arbitration of interpretation grievances:

Only Articles 17.01, 17.02 1), 2), 5) and 9), 17.04 1) and
2) 1st paragraph, 17.05, 17.06 and 17.07 of this division
shall apply to the arbitration of grievances involving an

the address of the job site for their next assignment.
However, employees may not be contacted between
20:00 in the evening and 5:00 the next morning.

interpretation difficulty. 18.02 Standard working hours:

1

* Division 17 is an integral part of the “clauses common to all sectors”.

DIVISION 18

WORK SCHEDULE

18.01 General provisions governing assignments and standard
working hours:

1)  Computation of working hours:

Working hours are considered to begin and end at
the job site at ground level, or at the gate if the
job site comprises a gate that an employee must
pass through to get to work, but which he is not
authorized to pass through with his private vehicle.

2) Timekeeping:
a) General rule:

When the employer installs one or more time
clocks, it shall place them as close as possible to
the place where working hours begin and end
as specified in Subsection 1).

An employee shall punch his time card himself at
the beginning and end of each of his work days.
He shall be paid for the working hours shown on
the card, less time off for meals.

3)  Work-family balance:

When possible, an employer shall allow an employee
who has child care obligations to move the start
and/or end of his work shift if the schedule of the
daycare services that he uses does not allow him to
follow the planned work schedule. The employee in
question must provide proof of such situation if this
is requested by the employer.

4)  Work assignments:

The employer must take the steps needed to
communicate with employees during their standard
working hours to convey information concerning
their upcoming assignments, namely the address of
the next job site(s) and information concerning the
nature of the work they must perform.

Outside of standard working hours, the employer
may communicate with employees only to convey

Heavy residential construction:

In the heavy residential construction industry,
standard working hours are as follows:

a) Standard work week:

The standard work week is forty (40) hours from
Monday to Friday.

b) Standard work day:

The standard work day is eight (8) hours a day
from Monday to Friday, and ten (10) hours a
day from Monday to Friday for the trades and
occupations specified under Article 18.02 1) d).

¢) Schedule:
Daily working hours are scheduled as follows:

For a standard eight (8) hour work day:
i) 6:00 to 14:30 or 15:00
i) 6:30 to 15:00 or 15:30
iii) 7:00 to 15:30 or 16:00
iv) 7:30 to 16:00 or 16:30
v) 8:00 to 16:30 or 17:00

For a standard ten (10) hour work day:
i) 6:00to 16:30 or 17:00
ii) 6:30to 17:00 or 17:30
iii) 7:00 to 17:30 or 18:00
iv) 7:30 to 18:00 or 18:30
v) 8:00 to 18:30 or 19:00

With a 1/2 hour or 1 hour, as the case may be,
without pay, for lunch in the middle of the work
day.

d) Trades and occupations for which the standard
work day is ten (10) hours: bricklayer-mason,
tile setter, carpenter-joiner, painter, resilient
flooring layer, cement finisher, painter-joint
pointer, pump and compressor operator
(line pump), concrete pump operator (with
distribution mast), labourer, general helper
when he performs work with trades having a
ten (10) hour work schedule, erector-mechanic
(glazier), interior systems installer and employees
assigned to gypsum board installation, heavy
equipment operator, shovel operator and truck
driver.
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2)

3)

Light residential construction:

In the light residential construction industry,
standard working hours are as follows:

a) Standard work week:

The standard work week is forty (40) hours from
Monday to Friday.

b) Standard work day:

The standard work day is a maximum of ten (10)
hours a day from Monday to Friday.

¢) Schedule:
Daily working hours are scheduled as follows:
i) 6:00to 16:30 or 17:00
ii) 6:30to 17:00 or 17:30
iii) 7:00 to 17:30 or 18:00
iv) 7:30 to 18:00 or 18:30
v) 8:00 to 18:30 or 19:00

With a 1/2 hour or 1 hour, as the case may be,
without pay, for lunch in the middle of the work
day.

Making up hours: Light residential construction:

In the case of light residential construction, involving
work where there is exposure to the weather, the
standard work week may be spread out over two (2)
consecutive weeks in order to achieve an average of
forty (40) paid hours per week. In such a case, the
following rules shall apply:

a) Standard work week and standard work day:

An employee may make up working hours lost
during the preceding week, at straight time,
from Monday to Friday of the following week,
up to a maximum of ten (10) hours a day and a
maximum of fifty (50) hours in a week. In any
such case, the standard working hours with pay
shall not exceed eighty (80) hours per period of
two (2) consecutive work weeks.

b) Schedule:

Daily working hours are scheduled as follows:
i) 6:00to 16:30 or 17:00
ii) 6:30to 17:00 or 17:30
iif) 7:00 to 17:30 or 18:00
iv) 7:30 to 18:00 or 18:30
v) 8:00 to 18:30 or 19:00

With a 1/2 hour or 1 hour, as the case may be,
without pay, for lunch in the middle of the work
day.

Art.:18.02 3) b) v)

4)

Change in meal period: General rule:

Regardless of the provisions of Paragraphs 1) ¢), 2) ¢)
and 3) b), the beginning of the meal period may, at
the employer’s request, precede or follow by thirty
(30) minutes the standard meal time provided for in
these paragraphs.

An employee who, at his employer’s request, takes
his meal period outside the above-mentioned
periods, shall be paid the applicable wage rate
during his meal period.

18.03  Shift work:

1)

2)

Conditions to be met to establish shift system:

The employer may establish the double or triple
shift system, subject to the following conditions:

a) Subject to the exceptions for remote job sites
and the other special job sites specified in
Schedule “B”, standard working hours shall be
as provided for in Article 18.02.

b) The double shift system shall be established for
a minimum period equal to the scheduled work
week. The triple shift system shall be established
for a minimum period of five (5) consecutive
working days.

c¢) There cannot be a second or third shift on a
job site, unless such shifts are in the service of
the employer of the first shift and carry out the
work started by the preceding shift.

d) No employer may establish a second or a third
shift to carry out work started by a previous shift
in the service of another employer.

e) Regardless of Subsections 2) and 3), the
scheduling of working hours per shift is
determined by the employer on the job sites
covered by Schedule “B".

f) For the purpose of this article, at least two (2)
employees shall constitute a shift.

Double-shift system:

a) The scheduling of working hours is determined
by the employer. Subject to the daily time limit,
these hours shall be scheduled from Monday
00:01 to Friday 24:00 and may include working
hours performed on Saturday, provided the
latter serve to complete a work period begun
on Friday.
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b) For the purpose of this article, the first shift is
the one where the majority of working hours
are within standard working hours. At the
employer’s request, the working hours for the
second shift may start in the first two (2) hours
following the last working hour of the first shift
for the duration of the double shift system.

¢) Employees subject to this subsection are entitled
to a 1/2-hour meal period without pay in the
middle of their work period.

Triple-shift system:

a) When the triple-shift system is in effect, standard
working hours are scheduled as follows:

1st shift: 8:00 to 16:00, Monday to Friday.
2nd shift: 16:00 to 24:00, Monday to Friday.
3rd shift: 00:01 to 8:00, Tuesday to Saturday.

b) An employee working on the triple-shift system
is entitled to a 1/2-hour meal period without loss
of pay in the middle of his work period.

18.04 Agreement for modification:

38

1)

2)

The employer, with the consent of a majority of all
its employees or a majority of its employees from the
same trade or occupation assigned to construction
work on a job site, may reach an agreement with
such employees allowing it to:

a) Modify the daily work schedules for a job site.

b) Increase the number of daily working hours
for the purpose of implementing a compressed
work week. In this event, overtime shall only
apply for time worked over and above the daily
hourly limit so established.

The employer shall, within forty-eight (48)
working hours of reaching such agreement,
notify the Commission and the representative
associations concerned by the agreement.

Special rule: Light residential construction:

In the case of light residential construction work,
the employer may reach an agreement with one (1)
or several employees in order to voluntarily make
up on Saturday, a working day lost during the week
due to weather conditions, a family obligation or
special leave. Employees are paid their regular wage
rate for this working day.

The Commission shall be promptly notified of such
agreement.

Art.:18.04 2)

3)

Special Rule: Large-scale job site:

In the heavy residential construction industry,
the sector-based employers’ association and the
representative signatory associations may reach a
special agreement for a large-scale job site allowing
them to:

a) Modify the daily work schedules for the job site.

b) Increase the number of daily working hours
for the purpose of implementing a compressed
work week. In this event, overtime shall only
apply for time worked over and above the daily
hourly limit so established.

For the purpose of this subsection, “large-scale
job site” means a job site where, to carry out the
work as planned and agreed to by the parties
to the agreement, at least seventy-five (75)
employees are employed simultaneously at any
given time on the job site.

Rest period:

1

Morning, afternoon and overtime:

a) The employer shall grant employees a fifteen
(15) minute rest period with pay around the
middle of the morning and a fifteen (15) minute
rest period with pay around the middle of the
afternoon.

b) Both rest periods specified in Paragraph a) shall
also apply to employees working on either the
double or triple-shift system.

¢) The employer shall grant an employee a rest
period of fifteen (15) minutes with pay at the
increased wage rate at the end of his standard
working day when the employee is required to
continue his work day.

Moreover, except when Subsection 3) applies,
after any two (2) hour period of overtime,
all employees are entitled to a rest period of
fifteen (15) minutes with pay at the overtime
rate applicable before the rest period, provided
such rest period is followed by another period of
work.

d) For these rest periods, an employee must have
fifteen (15) minutes during which he can sit
down and rest.
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2)

3)

4)

Daily rest:

a) Every employee shall benefit from and
must take a rest period of at least eight (8)
consecutive hours in any twenty-four (24) hour
period, except when public health and safety
are threatened.

b) Overtime rates are to continue to be paid to an
employee until such time as he has been granted
such rest period.

Meals:

a) Any employee who works two (2) consecutive
overtime hours directly following his standard
working day shall be granted a 1/2-hour meal
period with pay at the applicable wage rate, on
the condition that this meal period be followed
by a period of work.

The employee concerned under this paragraph is
entitled to meal compensation of $17.00, upon
presentation of vouchers, unless the employer
provides a suitable meal, and subsequently,
after four (4) more overtime hours.

b) Any employee who puts in a working day of
more than ten (10) hours shall be entitled to pay
during his meal period(s), on the condition that
any such meal period is followed by a period of
work.

The employee concerned under this paragraph is
entitled to meal compensation of $17.00, upon
presentation of vouchers, unless the employer
provides a suitable meal, and subsequently,
after four (4) more overtime hours.

c¢) Mobile canteen:

The employer shall allow a mobile canteen to
enter the job site to serve the employees.

Rest period: Special rule: Tile setter and cement
finisher:

Except for hours where a rest period is already
provided for under Subsection 1), any such
employee shall be entitled to a ten (10) minute rest
period for each hour he is assigned to work inside
a building using material containing noxious and
corrosive epoxy.

When cement is being poured, the employer shall
grant cement finishers their rest period, which shall
be taken in turns.

Art.:18.05 4)

5)

Rest period: Special rule: Flooring specialist-sander
and resilient flooring layer:

Except for hours when a rest period is already
provided for under Subsection 1), a flooring
specialist-sander assigned to the sanding of floors
or a resilient flooring layer assigned to work with
materials containing noxious and corrosive epoxy,
where the use of a mask or filters is compulsory,
shall be entitled to a ten (10) minute rest period for
each hour of work performed in these conditions.

DIVISION 19

OVERTIME

19.01

1

2)

General rule:

All work performed on a day of compulsory annual
vacation, or on a statutory holiday, or in addition
to the number of daily or weekly hours, or over and
above the working hour limits as stipulated under
Division 18, or in excess of the hours reserve (hours
bank) established under Article 19.04, is considered
overtime.

Overtime is performed on a voluntary basis and no
employer may penalize an employee who refuses
to work overtime, except in the case of emergency
work, the proof of which is incumbent upon the
employer.

19.02 Remuneration:
1)  Heavy residential construction:

In the case of heavy residential construction,

an employee shall be paid double time for any

overtime.
2)  Light residential construction:

a) In the case of light residential construction, an
employee shall be paid time and a half for any
overtime.

b) Hours reserve (hours bank) for compensatory
leave:

Working hours banked in the hours reserves shall
be used, declared and paid in accordance with
Article 19.04, Subsections 1) to 8). Otherwise,
Subsections 1) and 2) of this article shall be
applicable, as the case may be.
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19.03

19.04

42

Work on weekends:

If work must be carried out on weekends, the employer
shall give preference to employees in its service and
already working on the job site in question when
assigning such work. The application of this article
shall under no circumstances hinder the progress of the
employer’s work on the job site.

Special rule: Hours reserve (hours bank) for compensatory
leave:

1)

2)

3)

Purpose:

The employer may schedule working hours on a
basis other than weekly in order to regularize an
employee’s pay or to enable the employee to take
leave that would be otherwise unpaid. To this
end, the employer shall establish a separate hours
reserve (hours bank) for hours worked in the light
and heavy residential construction sectors.

Hours reserve (hours bank): Composition

An hours reserve is made up of a maximum of eighty
(80) straight time hours worked in addition to the
number of daily or weekly hours or in addition
to and over and above the hourly limits specified
under Division 18.

Hours reserve (hours bank): Use

In the case of light residential construction, when
an employee’s work week is less than forty (40)
standard working hours from Monday to Friday,
the employer shall complete the employee’s pay
up to a maximum of forty (40) straight time hours
at the applicable wage rate, using hours available
from the employee’s hours reserve, which is then
reduced by the number of working hours so used.

In the case of heavy residential construction, when
an employee’s work week is less than forty (40)
standard working hours from Monday to Friday, the
employer shall complete the employee’s pay up to
a maximum of forty (40) straight time hours at the
applicable wage rate, using hours available from
the employee’s hours reserve, which is then reduced
by the number of working hours so required. The
number of hours required and used from the hours
reserve shall correspond to the number of standard
hours needed to complete the standard work week,
multiplied by a conversion factor of 0.6666, up to
the number of hours available in his hours reserve.
The employee shall be paid time and a half at the
applicable wage rate for the hours so calculated.

When the standard work week is shortened due
to a statutory holiday, the forty (40) hour standard
specified in the preceding paragraph is reduced by

Art.:19.04 3)

4)

5)

eight (8) hours for each day of statutory holiday
falling within this standard work week.

The preceding paragraphs shall not apply when an
employee’s pay is reduced due to an unjustified or
unauthorized absence, as the case may be, under
the collective agreement.

In the case of light residential construction, when
an employee wishes to take otherwise unpaid leave,
he may ask his employer to pay the equivalent of
eight (8) straight time hours, at the applicable wage
rate per day of leave, from the hours available in his
hours reserve, which is then reduced by the number
of hours so used.

In the case of heavy residential construction, when
an employee wishes to take otherwise unpaid leave,
he may request that the employer take the number
of hours required from his hours reserve in order
to receive the equivalent of eight (8) straight time
standard working hours, at the applicable wage rate
per day of leave. To this end, for each day of leave,
the number of hours required and used from the
hours reserve shall correspond to eight (8) standard
working hours multiplied by a conversion factor of
0.6666, up to the number of hours available in the
employee’s hours reserve. The employee shall be
paid time and a half at the applicable wage rate for
the hours so calculated.

Distribution and reference period:

The distribution and reference period for working
hours shall start on the Sunday following the last
Saturday of the monthly report in March of each
year and shall end on the last Saturday of the
monthly report in March of the following year.

For the term of the collective agreement, the
distribution and reference period for the banking
of hours shall be as follows:

March 28, 2021 to March 26, 2022; March 27, 2022
to March 25, 2023; March 26, 2023 to March 30,
202