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COLLECTIVE AGREEMENT made this 21st day of November 2017.

BETWEEN
ALBERTA PENSIONS SERVICES CORPORATION
(hereinafter referred to as the “Employer”)
OF THE FIRST PART
AND
THE ALBERTA UNION OF PROVINCIAL EMPLOYEES
(hereinafter referred to as the “Union”)

OF THE SECOND PART

PREAMBLE

WHEREAS the Parties are mutually desirous of entering into a Collective Agreement setting
forth rate of pay, hours of work and other terms and conditions of employment.

NOW THEREFORE THIS COLLECTIVE AGREEMENT WITNESSETH:



1.1

Article 1
Definitions

In this Agreement, unless the context otherwise requires:

(a)

(b)

()

(d)
(e)
4

(8

(h)

"Employee” means a person employed by the Employer who is in the
bargaining unit covered by this Agreement and who is employed in one
of the following categories:

(i) “Permanent Employees” means Employees who are employed in
permanent positions.

(ii)  “Term Employees” means Employees who are employed in term
positions. A Term Employees’ employment terminates at the
conclusion of the Employees’ current term position assignment.

(iii)  “Casual Employees” means Employees employed on an on-call or
irregularly scheduled basis; or who are hired to replace
Permanent or Term Employees who are absent from work for any
reason; or who are hired for a position expected to last less than
three (3) months.

"Permanent position" means a position designated by the Employer as
continuing to meet ongoing operational requirements. Permanent
positions may be Full-time or Part-time.

"Term position” means a position designated by the Employer as a project
or replacement position or term-certain for other specified reasons,
having a set expiry date. A term position shall be at least three (3) months
in duration and not more than eighteen (18) months. Term Positions may
be Full-time or Part-time. The Employer may terminate the term position
at any time providing fourteen (14) days written notice to the Employee.
The status of a Term Employee who works more than eighteen (18)
consecutive months will be changed to that of a Permanent Employee. If a
Permanent Employee is assigned to a term position, they retain their
permanent status and right to return to their permanent position at the
end of the term assignment.

“Employer” means the Alberta Pensions Services Corporation;
“Union” means the Alberta Union of Provincial Employees;

“Union Representative” means the President of the Union, or an Officer
or Staff Member of the Union designated by the President in writing
pursuant to the Union’s Constitution to perform a specific function
pertaining to this Collective Agreement.

“Full-time” means the normal hours of work. i.e., seven and a quarter
(7 1/4) hours per day, thirty six and a quarter (36 1/4) hours per week.

“Part-time” means hours less than the normal hours of work for a Full-
time Employee.
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Article 2
Management Recognition

The Union recognizes that the Employer retains all functions, rights, powers and
authority that the Employer has not specifically abridged, delegated or modified
by this Agreement.

Article 3
Union Recognition

The Employer recognizes the Union as the exclusive bargaining agent for all
Employees within the scope of the certification order issued by the Alberta
Labour Relations Board.

The Parties agree that there shall be no discrimination or coercion exercised or
practiced with respect to any Employee for reason of membership or legitimate
activity in the Union.

The Employer will provide specific bulletin board space for use of the Union at
locations on the Employer’s premises that are accessible to Employees. Sites of
the bulletin boards are to be determined by the Employer. Bulletin board space
shall be used for the posting of Union information directed to its members. The
text of such information shall be submitted to the Employer for approval prior to
posting and a decision shall be provided within twenty-four (24) hours.

An Employee shall have the right to wear or display the recognized insignia of
the Union, however, no such insignia larger than a lapel pin shall be worn on
issue clothing or uniforms, nor shall an insignia be displayed on Employer’s
equipment or facilities.

A representative of the Union shall have the right to make a presentation of up to
forty-five (45) minutes during the paid orientation of new Employees.

(a) The Employer will provide a list of new Employees to the Chapter
Chairperson upon hire.

(b) The Union orientation will take place the day of corporate orientation

(0) The Chapter Chairperson will be notified at least one (1) week of advance
of the orientation date.

(d) There will be no additional cost to the Employer for attendance at the
Union orientation.

The Employer shall allow the Chapter Executive access to the Employer internal
email system for the purpose of providing Union information directed to its
members. The Union shall use the email system in accordance with the Employer
Corporate policies.
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52

5.3

Article 4
Application of the Agreement

In the event that any law passed by the Government of Alberta or Canada
renders null and void, or reduces any provision of this Agreement, the remaining
provisions shall remain in effect for the term of the Agreement and the Parties
hereto shall negotiate, in accordance with the bargaining procedures of the Public
Service Employee Relations Act, a satisfactory provision to be substituted for the
provision rendered null and void, or reduced.

Where a difference arises out of the provisions contained in an Article of the
Agreement, and the subject matter is also covered in Employer regulations,
guidelines or directives, the Collective Agreement shall supersede the regulation,
guideline or directive.

Entire Agreement

The parties agree that this Agreement, as written, constitutes the entire collective
agreement between the Union and the Employer. Only appendices specifically
included by reference in the Agreement shall be considered part of the
Agreement. Any Letters of Understanding or other undertakings between the
parties respecting maintenance of practices pre-dating this Agreement shall be
null and void.

Article 5
Union Membership and Dues Check-Off

All Employees covered by this Agreement shall become members of the Union as
a condition of employment. An Employee who has a religious objection to
becoming a member of the Union shall be permitted to opt out of membership by
providing the Union with a signed statutory declaration outlining the objection
within sixty (60) consecutive calendar days from the date of commencement of
employment, but such Employee shall continue to pay Union dues.

All Employees covered by this Agreement shall be required to pay Union dues as
a condition of employment. The Employer shall, therefore, deduct Union dues
from the pay of all Employees covered by this Agreement. The Union shall
advise the Employer, in writing, of any change in the amount of dues to be
deducted from the Employees covered by this Agreement. The effective date of
any such change must be the first day of a calendar month and notice shall be
communicated to the Employer in writing at least thirty (30) days prior to the
effective date of the change.

The Employer shall remit Union dues deducted from the pay of all Employees to
the Union by the first working day after the fifteenth calendar day in the
following month. Where an accounting adjustment is necessary to correct an
over or under payment of dues, it shall be effected in the succeeding month. The
deductions remitted shall be accompanied by particulars, in either a printed or
an electronic format, identifying each Employee showing Employee number,
name, start date, classification, Union dues remitted, phone number and last
known address. Employee’s personal information will be protected in
accordance with current privacy legislation.

4
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7.5

8.1

The Union agrees to indemnify and save the Employer harmless against any
claim or liability arising out of the application of this Article.

The Employer will advise the Union in writing, including Employee’s name and
address, when an Employee commences or returns from Long-term Disability
leave.

Article 6
Employer - Union Relations

The Employer will grant Union Representatives access to its premises for a
specific purpose provided prior approval has been obtained. When investigating
a grievance for the purpose of meeting with the Grievor or the immediate
supervisor, an appointment with the grieving Employee or the immediate
supervisor will be obtained through the Employer. The foregoing approval shall
not be unreasonably denied.

Article 7
Employer - Employee Relations

The Employer acknowledges the right of the Union to appoint Employees in the
bargaining unit as Union Stewards.

The Union shall determine the number of Union Stewards, having regard to the
size of the organization and the distribution of Employees at the workplace.
When difficulties arise, the Union and the Employer shall consult in order to
resolve the difference.

The Employer recognizes the Union Steward as an official representative of the
Union.

A new Employee shall be advised of the name and location of the Union
Steward(s). The Union Steward will provide the Employee with a copy of the
Agreement.

A current list of Union Stewards shall be provided to the Human Resource
Services management representative within 30 days of the ratification of this
Collective Agreement. Revised Union Steward lists shall be provided to the
Human Resource Services management representative within 30 days of any
changes.

Article 8
Time Off for Union Business

Time off, administered in accordance with Clause 8.2, will normally be granted
to Employees for Union business approved by the Union. Time off will be
granted, operational requirements permitting. The Union shall provide the
Employer’s Human Resources Office with a copy of the request for time off.
Employees shall provide a minimum of five (5) work days notice when
requesting time off, however consideration shall still be given in cases where the
five (5) days notice is not provided.

5
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9.3

To facilitate the administration of Clause 8.1, the Employer will grant a leave of
absence with pay and invoice the Union for the Employee's salary plus
applicable Employer costs of benefits, which the Union shall pay within sixty
(60) days of the invoice date.

Article 9
Classifications and Pay

Conditions governing classifications and pay are contained in Appendix “A” and
form part of this Agreement.

When the Employer establishes a new salary classification affecting
compensation, written notice of such action shall be provided to the Union along
with a copy of specifics of the proposed salary classification. When the Employer
considers it necessary to adjust the pay range of a salary classification, the
Employer shall submit a pay proposal to the Union. The following provisions
shall apply to new or altered salary classifications:

(a) the Union may request a meeting with the Employer to discuss the salary
rates applicable to the new or altered salary classification. The Union's
request for a meeting must be submitted to the Employer within fourteen
(14) days of the receipt of the Employer's salary classification and pay
proposal;

(b) where no agreement is reached on salary rates applicable to the new or
altered salary classification, the Union may submit the issue to arbitration
pursuant to the arbitration procedures of this Agreement. The Union's
request for arbitration must be submitted to the Employer within
fourteen (14) days of the date on which the meeting was held to discuss
the issue;

(c) where the Union has submitted the unresolved issue to arbitration, the
Employer may implement a new or altered salary classification subject to
final determination by the Arbitration Board. The decision of the
Arbitration Board shall apply only to Employees who are still employed
on the date the decision is issued.

Upon request, the Employee will be provided with a copy of the Job Description
for their job. An Employee may appeal to the job classification of their position
through the classification appeal procedure of the Employer’s job evaluation
system.

(@ The Appeal process shall be initiated by submission of a written appeal to
the Director of Human Resources, outlining the detailed reasons for the

appeal.
(b)  During the review of the appeal the:

® The Employee, the Union, or the Director may request a meeting
to discuss the information;

(i) If required, the Director may utilize outside consultants to assist
with the Appeal;
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9.5

10.1

10.2
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111

(iii)  Should further information be required to complete the review,
the Union will not unreasonably deny a written request for a time
extension.

(o) The Director of Human Resources shall provide a written decision to the
Employee(s) with a copy to the Union within sixty (60) days of receipt of
the Appeal.

(d)  Should the Employee not agree with the response from the Director, they
may, within thirty (30) days of receiving the response, submit a further
appeal to the Vice President, Human Resources and Organizational
Development. The written submission shall include further information
and details of why the Employee believes the previous decision was
unreasonable. The Vice President, Human Resources and Organizational
Development shall provide a written decision to the Employee(s), with a
copy to the Union within thirty (30) days of receipt of the Appeal.

Once the Appeal process has been completed, should the Employee still be
dissatisfied with the decision of the Employer, the matter may be submitted to
arbitration pursuant to the arbitration procedures of this Agreement. The
Union’s request for arbitration must be submitted to the Employer within
fourteen (14) days of receipt of the Vice President, Human Resources and
Organizational Development’s decision.

The effective date of an upward reallocation decision shall be the date the appeal
process was submitted to the Director of Human Resources.

Article 10
Probationary Period

Upon appointment to a permanent or term position with the Employer, an
Employee shall serve a probationary period.

The period of probation shall start on the date of commencement as a Permanent
or Term Employee and shall be six (6) months. This period may be extended
through mutual agreement between the Employer and the Union.

An Employee who has previously been employed by the Employer may, at the
discretion of the Employer, have such previous employment considered as part
of the probationary period.

Article 11
Acting Incumbency Pay

Acting incumbency pay in the amount of:

(@) five percent (5%) of a Permanent or Term Employee’s regular salary if
acting in a salary classification one (1) level higher than the Employee’s
normal position, or

(b) eight percent (8%) of a Permanent or Term Employee’s regular salary if
acting in a salary classification more than one (1) level higher than the
Employee’s normal position,

8
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12.2
12.3

12.4

12.5

12.6

shall be paid when an Employee is assigned by the Employer to perform the
principal responsibilities of a position with a higher classification than that of the
Employee’s position. The Employee must be assigned for a minimum period of
one (1) work day to qualify for acting incumbency pay during which time the
employee may also be required to perform some of the duties of their regular
position. Acting incumbency pay shall apply from the first day the Employee is
assigned these duties. An acting incumbency assignment shall normally not
exceed one (1) year. Acting provisions shall not apply where an Employee is
designated only limited additional duties.

Only one acting incumbent may be designated as a result of any one employee’s
absence.

Acting incumbency pay shall be included in pensionable earnings.

Article 12
Hours of Work

(@) The normal hours of work for the purpose of determining pay, benefits
and overtime shall be seven and one-quarter (7 '4) hours per day, and
thirty-six and one-quarter (36 4) hours per week. Normal hours of work
shall be scheduled during APS business hours and the Employer shall
provide each Employee a copy of their normal hours of work schedule.

(b) Normal hours of work schedules shall provide two (2) consecutive days
off work per week.

() Should the Employer require an Employee to change their work schedule,
the Employee shall be notified in writing at least fourteen (14) calendar
days in advance of the change and the change shall be in effect for a
minimum of three (3) months.

An Employee’s pay shall be based on the hours worked by an Employee.

An Employee shall not be required to work a split shift involving a break
between work periods longer than the specified meal period.

Employees covered by this Agreement shall normally receive two (2) fifteen (15)
minute paid rest periods in each work period in excess of six (6) hours, one (1)
period to be granted before the meal break and one (1) to be granted after. An
Employee working a period of more than two (2) hours but less than six (6)
hours shall be granted one (1) fifteen (15) minute paid rest period.

An unpaid meal period of not less than one-half (1/2) hour shall be granted to all
Employees at approximately the mid-point of each work period that exceeds four
(4) hours.

(a) Authorized travel on Employer business outside of an Employee’s
normal working hours or on a regularly scheduled day of rest shall be
compensated in accordance with Article 13, except that an Employee shall
not be compensated for travel spent proceeding to and from the usual
place of work and residence.



12.7

12.8

13.1

(b)  Through mutual agreement between the Employee and the Employer,
time accumulated by the Employee for travel may be compensated
through time off with pay in lieu of salary payment. Compensating time
off shall be scheduled by mutual agreement between the Employer and
Employee within six (6) months of when the travel time is accumulated. If
mutual agreement on scheduled time off will not result in the use of all
accumulated time within this six (6) month period, the Employer shall
have the discretion to schedule time off in the following six (6) months or
to pay out the accumulated entitlement as salary. Payouts and time taken
shall be provided in accordance with Article 13.

Where, because of operational requirements, an Employee is scheduled by the
Employer to work shifts, that Employee shall receive two dollars and seventy-
five cents ($2.75) per hour for working a shift where at least one-half of the hours
in such shift fall between 4:00 p.m. and 8:00 a.m. For the purposes of this Clause,
a shift refers to the daily equivalent of the normal hours of work as set out in
Clause 12.1. A Part-time or Casual Employee who works less than the daily
equivalent of the normal hours of work shall be paid shift differential if the
Employee works a minimum of four (4) hours within the period of 4:00 p.m. and
8:00 a.m.

At no time shall shift differential be included with the Employee’s regular rate of
pay for purposes of computing overtime payments, other premium payments, or
any Employee benefits. Shift differential shall not be paid on any hours for which
an Employee receives overtime compensation.

An Employee who works Saturdays or Sundays as part of their regularly
scheduled work week, shall receive a weekend premium of three dollars and
twenty-five cents ($3.25) for each hour worked from midnight Friday to
midnight Sunday. The weekend premium shall not be paid to an Employee who
is not regularly scheduled to work weekends and receives overtime
compensation for working Saturday or Sunday as a day of rest.

At no time shall weekend premium be included with the Employee’s regular rate
of pay for purposes of computing overtime payments, other premium payments,
or any Employee benefits. Weekend premium shall not be paid on any hours for
which an Employee receives overtime compensation.

Article 13
Overtime

Overtime applies when an Employee has been authorized by the Employer to
work more than the normal hours of work stated in Clause 12.1. Overtime shall
be compensated at one and a half (1.5) times the Employee’s regular hourly
salary for the first two hours worked in excess of their regular daily hours and
two (2) times the Employee’s regular salary for hours worked in excess of two (2)
hours.

10
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13.5

13.6

An Employee may occasionally be required to work extra time, up to fifteen (15)
minutes, at the end of a working day as part of normal working hours without
additional compensation. However, if the extra time exceeds fifteen (15) minutes,
a minimum of one-half (1/2) hour overtime compensation will apply, with
compensation thereafter in accordance with the provisions Article 13.5.

Through mutual agreement between the Employee and the Employer, overtime
worked by the Employee may be compensated through time off with pay in lieu
of salary payment. Compensating time off shall be scheduled by mutual
agreement between the Employer and Employee within six (6) months of when
the overtime is worked. If mutual agreement on scheduled time off will not
result in the use of all accumulated time within this six (6) month period, the
Employer shall have the discretion to schedule time off in the following six (6)
months or to pay out the accumulated entitlement as salary. Payouts and time
taken shall be at the applicable overtime rate for each hour of overtime worked.

Part-time and Casual Employees working less than the normal hours of work
stated in Clause 12.1 who are required to work longer than their usual daily or
weekly hours shall be paid at the rate of straight time for the hours so worked
until they equal the normal daily or weekly hours for Full-time Employees, after
which the overtime provisions of this Article shall apply.

Overtime payment or compensatory time off shall be calculated to the nearest
quarter (1/4) hour.

When an Employee is directed or approved by the Employer to attend a training
course or seminar the following shall apply:

(a)  An Employee attending a training course or seminar on their normal day
of work shall be paid at straight time rates for the hours spent on training
to a maximum of their normal daily hours of work for that period.

(b)  An Employee attending a training course or seminar on a weekend shall
be granted a day off in lieu at some other time, or if impractical to grant
time off, shall be paid at straight time rates for the hours spent on training
to a maximum of their normal daily hours of work for that period.

() An Employee attending a training course or seminar which necessitates
travel outside of the urban area in which they are employed shall be
compensated at straight time rates for the actual hours spent in travel
provided such travel time is in excess of their normal daily or weekly
hours of work.
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Article 14
Paid Holidays

A Full-time Permanent or Term Employee is entitled to a paid working day off
on, or in lieu of, the following holidays. Part-time Permanent or Term Employees
shall receive a paid working day off with a prorated payment based on their
normal schedule (for example a Part-time Employee working 60% of the Full-
time hours would be paid 60% of one days’ pay as paid leave for each holiday).

New Year's Day Canada Day Remembrance Day
Family Day Civic Holiday (1 Day) Christmas Day
Good Friday Labour Day Boxing Day

Easter Monday Thanksgiving Day Christmas Floater
Victoria Day

A Full-time Permanent or Term Employee required to work on a Paid Holiday
shall receive the Employee’s regular salary plus one and one-half (1.5) times their
regular hourly rate for all hours worked. Part-time Permanent or Term
Employees required to work on a Paid Holiday shall receive an amount equal to
the normal pro-rated regular salary plus one and one-half (1.5) times their
regular hourly rate for all hours worked.

When a day designated as a Paid Holiday falls on a Full-time Permanent or Term
Employee's regularly scheduled day of rest, the Employee shall be granted an
additional day off with pay in lieu of the holiday. When a day designated as a
Paid Holiday falls on a Part-time Permanent or Term Employee’s regularly
scheduled day of rest, the Employee shall be granted an additional day off with
prorated pay (for example a Part-time Employee working 60% of the Full-time
hours would be paid 60% of one days’ pay for the additional day off in lieu of the
holiday).

In lieu of Paid Holidays, Casual Employees shall receive, in addition to their
regular wage earnings, pay at 5.2% of their regular wage earnings paid each pay
period. In addition, any hours worked by Casual Employees on a Paid Holiday
shall be compensated at one and one-half (1.5) times their regular hourly rate.

Article 14A
Christmas Closure

It is understood that Christmas Closure will result in closure of Alberta Pension
Service offices as outlines below:

(a) When Christmas Day falls on a Sunday, the Christmas closure will occur
on December 29 and 30;

(b) When Christmas Day falls on a Monday, the Christmas closure will occur
on December 28 and 29; .

(c) When Christmas Day falls on a Tuesday, the Christmas closure will occur
on December 27, 28 and 31;

(d) When Christmas Day falls on a Wednesday, the Christmas closure will
12



14A.2

14A.3

14A 4

15.1

15.2

occur on December 24, 30 and 31;

(e) When Christmas Day falls on a Thursday, the Christmas closure will
occur on December 29, 30 and 31;

6] When Christmas Day falls on a Friday, the Christmas closure will occur
on December 29, 30 and 31;

(g) When Christmas Day falls on a Saturday, the Christmas closure will
occur on December 29, 30 and 31.

The Christmas Closure days are not to be treated as Annual Vacation Leave or
Paid Holiday days. Employees are required to take the number of days allotted
to them as per Clause 14A.1 and days shall not be banked or paid out if not taken
except as provided in Clause 14A.3.

When an Employee is required to work on one of the paid days off listed in
Clause 14A.1 the paid days off or require period of time worked, shall be taken at
the Employee’s discretion by the end of the next calendar year, subject to
operational requirements.

This article shall come into effect on the date of ratification of the agreement.

Article 15
Annual Vacation Leave

An Employee shall not take vacation leave without prior authorization from the
Employer.

(@)  Vacation with pay will be granted on an up-front basis to Permanent and
Term Employees on January 1 of each calendar year and upon
commencement for new hires. The amount of annual entitlement is based
on service as of December 31 for the following calendar year. Vacation
entitlements, with pay, shall be based on the following schedule of
annual entitlement:

Less than 5 years service = 15 days (108.75 hours)

5 years or more of service = 20 days (145 hours)

13 years or more of service = 25 days (181.25 hours)
21 years or more of service = 30 days (217.5 hours)
30 years or more of service = 35 days (253.75) hours

(b) A Permanent or Term Employee who commences employment after
January 1 of the calendar year will have their vacation entitlement
prorated based on date of hire. The Employee shall be granted vacation
entitlement at the rate of one-twelfth (1/12) of the above hours of
entitlement for each month of service to the end of the calendar year in
which vacation is granted, provided that when employment commences
on or before the fifteenth (15th) day of any month, the Employee shall be
granted vacation entitlement from the first date of that month and when
employment commences on or after the sixteenth (16th) day of any
month, the Employee shall be granted vacation entitlement from the first
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day of the following month.

(o) Part-time Permanent or Term Employees shall receive vacation on a
prorated basis (for example a Part-time Employee working 60% of the
Full-time hours will receive 60% of the vacation entitlement).

If one or more paid holidays fall during a Permanent or Term Employee’s annual
vacation period, another day or days may be added at the end of the vacation
period or at a time authorized by the Employer.

An Employee’s vacation entitlement shall be adjusted for absences greater than:

(a) the first forty-four (44) consecutive work days of sick leave, maternity
leave or absence during Workers” Compensation Supplement; and

(b) the first twenty-two (22) work days for any other leave of absence with or
without pay.

Except as is otherwise provided herein, vacation leave in respect of each year of
service shall be taken:

(i) by December 31 of the calendar year in which it is granted;
(ii) at such time or times as may be approved by the Employer; and
(iii)  In one continuous period or in separate periods

Employees’ annual vacation requests should be submitted to managers by March
31. If a Permanent or Term Employee has not taken or scheduled vacation prior
to September 30 of each calendar year, the Employer shall have the right to, after
consultation with the Employee, schedule the time when vacation must be taken
or to pay out the vacation in cash. A minimum of two (2) weeks’ vacation {three
(3) weeks if service is greater than five (5) years} is required to have been taken in
order for a payout to be considered.

Where a Permanent or Term Employee is allowed to take any leave of absence,
other than sick leave, in conjunction with a period of vacation leave, the vacation
leave shall be deemed to precede the additional leave of absence, except in the
case of maternity leave which may be authorized before or after vacation leave.

A maximum of five (5) days (prorated for part-time employees) of vacation
entitlement is eligible to be carried forward to the following year. Vacation that is
carried forward must be used by December 31, of the following calendar year.
Additional vacation carry forward is subject to Employer approval and must be
used within the next calendar year.

An Employee on an unexpected leave of absence, other than sick leave, at the
end of the calendar year, who has more than five (5) days of unused vacation to
carry forward, will be permitted to carry unused vacation until the end of the
following calendar year. If an employee is absent due to long term sick leave,
carry forward will be permitted until the end of the calendar year following the
year of their return.

Once vacations are authorized, they shall not be changed by the Employer, other
than in cases of emergency or by mutual agreement between the Employer and
the Employee.
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A Permanent or Term Employee who fails to return to work following the last
day of authorized vacation leave shall be considered to have absented themself
from employment and the provisions of Clause 30.2 shall apply.

The Employer shall, subject to the operational requirements of the Employer, and
the Employee having available vacation entitlement, make every reasonable
effort to grant a Permanent or Term Employee, upon request, at least two (2)
weeks of annual vacation entitlement in the period from May 1* to September
30%.

In lieu of annual vacation leave and vacation entitlements, Casual Employees
shall receive, in addition to their regular wage earnings, vacation pay at six
percent (6.0%) of their regular wage earnings paid each pay period. If these
Employees are subsequently employed in a permanent position without a break
in employment, they shall receive vacation entitlement as set out in Clause 15.2,
taking into consideration the Employee’s employment in the casual position.

Unless otherwise permitted by this Agreement, an Employee shall not be paid in
cash in lieu of vacation earned, except upon termination in which case the
Employee shall receive vacation pay for such vacation earned but not taken.

Upon termination of employment, the Employer is authorized to deduct an
amount from the Employee’s final pay equal to the amount of unearned vacation
days that have been utilized.

Article 16
Personal Leave

Full-time Permanent or Term Employees shall be eligible for up to sixteen (16)
paid personal leave days per calendar year. Personal leave days will be
administered on the basis of hours used for personal leave (sixteen (16) days
equalling one hundred and sixteen (116) hours for a Full-time Employee).
Personal leave absences include but are not limited to absences such as Employee
illness of up to three (3) consecutive work days, medically related absences
including medical or dental appointments, bereavement, family health issues
and emergencies or uncontrollable personal circumstances. Part-time Permanent
or Term Employees shall be eligible for a prorated entitlement based on their
normal hours of work compared to full-time hours of work.

Provided the Employee is not absent from work due to illness, the Employee at
the commencement of the first working day of each calendar year shall be
entitled to personal leave days as outlined in Clause 16.1.

The Employee shall notify the Employer as far in advance as possible providing
the reason and expected duration for any absences covered by this Article.

Employees hired during the calendar year shall be entitled to prorated personal
leave days based on their date of employment.

An Employee shall be paid for any unused Personal Leave days at the end of the
calendar year at the rate of thirty percent (30%).
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Article 17
General Illness Leave

“General Illness” means an illness which causes a Permanent or Term Employee
to be absent from work for a period of more than three (3) consecutive work
days, but shall not exceed eighty (80) work days. Full-time Permanent or Term
Employees shall be eligible for general illness leave at full salary for the first
thirty (30) work days of illness, 90% of salary for the next twenty-five (25) work
days, and then 80% salary for the next twenty-five (25) work days. Part-time
Permanent or Term Employees shall be eligible for a prorated entitlement based
on their normal hours of work compared to full-time hours of work.

Provided the Employee is not absent from work due to illness, the Employee at
the commencement of each calendar year shall be entitled to General Illness
Leave.

Subject to Clause 17.3 (b), an Employee upon return to active work after a period
of general illness of less than eighty (80) consecutive work days, will have
reinstatement of their general illness benefit as follows:

(a) (i) general illness leave entitlement will be reinstated pursuant to
Clause 17.1 at the commencement of the calendar year following
the Employee’s return to work;

(ii) general illness days used for which regular salary was paid at the
rate of 100%, 90% or 80% will be reinstated for future use at a rate
of 70% of regular salary for the remainder of that calendar year.

(b) Reinstatement for the above schedule of general illness leave shall occur
only when the Employee has not taken any general illness leave for the
same or related illness during the first ten (10) consecutive work days
following the date of return to active work.

The Employee shall notify the Employer as far in advance as possible providing
the reason and expected duration for any absences covered by this Article.

Article 18
Proof of Illness

To obtain personal leave benefits as described in Article 16 the Employer may
require that a Permanent or Term Employee provide a proper medical certificate
or other satisfactory proof of illness. The Employer may also require the
Employee to provide satisfactory proof of attendance at a medical, dental,
physiotherapy, optical, or such other appointment when time off from work is
granted to attend such appointments. When requested by the Employer,
pursuant to this Article to provide a medical certificate or proof of attendance at
an appointment, the Employee shall be advised prior to returning to work.
Where the Employee must pay a fee for a medical certificate or proof of
attendance, the Employee shall reimburse the full fee or fifty dollars ($50.00),
whichever is the lesser amount.
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To obtain general illness benefits as described in Article 17, the Employee is
required to provide a proper medical certificate or other satisfactory proof of
illness. Where the Employee must pay a fee for a medical certificate or proof of
attendance, the Employee shall reimburse the full fee or fifty dollars ($50.00),
whichever is the lesser amount.

Article 19
Benefit Plan

Permanent and Term Employees shall participate in the Employer’s Benefit Plan.
Benefit coverage, eligibility conditions and the cost of premiums will be
according to the insurance policy and plan conditions. Casual Employees are not
eligible to participate.

The Benefit Plan will provide at least the following coverage:

(@) Basic Life Insurance equal to 1.0 or 2.5 times basic annual salary rounded
to the next highest $1,000 up to a maximum amount of $300,000;

(b) Accidental Death & Dismemberment Insurance equal to the amount of
Basic Life Insurance;

() Long-term Disability Insurance equal to 70% of basic salary, payable after
a eighty (80) consecutive working day elimination period, to a maximum
monthly benefit of $6,400. The Employer shall maintain the filed Long-
term Disability Insurance Plan for pension funding purposes.

(d)  Effective January 1, 2019 Extended Health Care Plan providing a
minimum of

() 80% Drug coverage for Core and 90% Drug coverage for Opt-up;
(ii) 100% Hospital and Health coverage; and
(iii)  Paramedical coverage Core

(A) $50.00 per visit to a maximum of $1000.00 for all
Practitioners except psychologists.

(B) $70.00 per visit to a maximum of $1000.00 for
psychologists.

(iv)  Paramedical coverage Opt Up

(A) $65.00 per visit to a maximum of $1000.00 for all
Practitioners except Psychologists.

(B) Psychologists to a maximum of $1200.00.

*Note: “all Practitioners” includes Acupuncturist, Chiropodist, Chiropractor,
Massage Therapist, Naturopathic Doctor/Practitioner, Occupational
Therapist, Physiotherapist, Podiatrist, Speech Pathologist and Sports

Therapist.
(e) Effective January 1, 2019 Dental Plan providing a minimum of
(i) 80% for Basic coverage for Core and 90% Basic coverage for Opt-
up; and
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(ii)  70% for Major coverage for Core and 90% Major coverage for Opt-
up up to a maximum of $2500.00 for Core and $3500.00 for Opt-up
per participant each benefit year;

(iii)  Orthodontic coverage of 50% for Core and 70% for Opt-up up to a
lifetime maximum of $2500.00 for Core and $4000.00 for Opt-up.

Dental services will be based on the current dental fee guide.
() Employee & Family Assistance Program;

Employees within the scope of this Agreement shall be covered by the
same Employer’s Benefit Plan as applies to the Employer’s employees
who are outside the scope of this Agreement including amendments that
may occur from time-to-time.

The benefit plan premiums will be eighty—five percent (85%) paid by the
Employer, fifteen percent (15%) paid by the Employee for Permanent and Term
Employees in full — time positions.

The Employer’s premium payment for Permanent or Term employees in Part-
time positions shall be reduced on a prorata basis according to normal hours of
work for the Extended Health Care, Dental, Employee and Family Assistance.
For example, the Employer’s premium payment for an Employee working 60%
of the Full-time hours would be fifty-one percent (51%) of the total premium cost
(85% X .60). The Employee would pay the remaining forty-nine percent (49%).
The benefit plan premiums for Basic Life Insurance, Accidental Death and
Dismemberment Insurance, and Long-term Disability Insurance will be eighty-
five percent (85%) paid by the Employer, fifteen percent (15%) paid by the
Employee for Permanent and Term Employees in Part-time positions.

All benefits provided under the benefit plan specified in this Agreement are
subject to and shall be governed by the terms and conditions contained in the
policies of insurance of which the Employer is the policy holder. The Employer
shall have the right to change the insurance carriers provided comparable
benefits are maintained. The terms of the policies of insurance and plan
conditions shall not be considered as incorporated in this Agreement by
reference or by necessary intendment. Differences respecting any matters related
to the administration and application of the benefit plan therefore are not subject
to the grievance and arbitration provisions of this Agreement. The Union shall be
provided with a copy of the benefit plans, upon request.

Casual Employees who have worked fourteen hundred and fifty (1450) hours,
exclusive of overtime, in a twelve (12) month period shall thereafter, in lieu of
receiving benefits pursuant to this Article, be allowed, in addition to regular
salary, pay at one percent (1%) of regular salary.

Article 20
Employment Insurance Premium Reduction

The Employer shall retain the full amount of any premium reduction allowable
under the Employment Insurance Premium Reduction Program which is granted
as a result of the benefits covering Employees to which this Agreement applies.
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The premium reduction referred to in Clause 20.1 shall be recognized as the
Employee’s contribution towards the benefits provided.

Article 21
Maternity/ Adoption/ Parental Leave

Maternity Leave

A pregnant Employee who has been employed for at least ninety (90) days is
entitled to maternity leave without pay. Maternity leave is a maximum of sixteen
(16) weeks.

Maternity leave may commence up to thirteen (13) weeks prior to the estimated
delivery date, but no later than the date of birth. The Employee will give six (6)
weeks’ written notice of the commencement of the leave, unless circumstances
do not permit, in which case the Employee will give the maximum possible
notice.

Paternal or Adoption Leave

An Employee who has been employed for at least ninety (90) days is entitled to
parental leave without pay as follows:

(a) in the case of an Employee who has taken maternity leave, a maximum of
sixty-two (62) weeks commencing immediately following the last day of
maternity leave;

(b) in the case of a parent who has not taken maternity leave, a maximum of
sixty-two (62) weeks after the child’s birth; or

(c) in the case of an adoptive parent, a maximum of sixty-two (62) weeks
after the child is placed with the adoptive parent for the purposes of
adoption.

If both parents are Employees, parental leave may be shared between the, or
wholly taken by one (1) parent. If the parents intend to share the parental leave,
they must so advise the Employer at least six (6) weeks in advance of the leave.
Only one (1) parent may take parental leave at a time and the maximum
combined parental leave of both parents is sixty-two (62) weeks.

Leave can start at any time after the birth or adoption of a child, but must be
completed within seventy-eight (78) weeks of the date the baby is born or placed
with the parents.

An Employee must give at least six (6) weeks’ notice of the commencement date
of parental leave. In extenuating or unforeseen circumstances where such notice
cannot be provided, the Employer will accommodate the request for leave.

An Employee who, at the commencement of maternity, adoption, or parental
leave is participating in the Benefit Plan according to Article 19, shall continue to
be covered according to the plan and policy conditions throughout the period of
maternity, adoption or parental leave, Premium contributions shall continue to
be paid by the Employer and the Employee throughout the total period the
Employee is on maternity, adoption or parental leave up to a maximum of
seventy-eight (78) weeks.
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An Employee will be required to give the Employer four (4) weeks written notice
of their intention to return to work. The Employer may accept a shorter period of
notice in exceptional circumstances.

An Employee granted leave without pay pursuant to this Article shall, upon
return to work, be returned to their former position or be placed in another
comparable position with the Employer at not less than the same salary that had
accrued to them prior to commencing leave, and at the same level of benefits.

A pregnant Employee who presents medical evidence from their physician that
continued employment in their present position may be hazardous to the
Employee or to their unborn child, may request a transfer to a more suitable
position if one is available.

Notwithstanding any date initially selected for the start of maternity leave, if an
Employee subsequently indicated in writing the Employee is no longer able to
carry out the Employee’s full normal duties, the. Employee may commence
maternity leave at an earlier date. If the Employee presents medical evidence
supporting the Employee’s inability to continue wok the Employee will be
eligible for illness benefits in accordance with Articles 16, 17 and 19 of this
Agreement up to the date of delivery.

Notwithstanding any other provisions of this Article, a pregnant Employee may
qualify for a Supplemental Employment Benefit (S.E.B.) covering the period she
has provided medical evidence from the physician or midwife which satisfies the
Employer the Employee remains medically unable to do the Employee’s job
following the date of commencement of a maternity leave, as originally
determined by the Employee, or the date of delivery, whichever comes first. An
Employee must apply and when approved, submit to the Employer, proof of
receipt of Employment Insurance maternity benefits in order to be paid the S.E.B.

payments.
Leave taken under S.E.B. shall be considered to form part of maternity leave

without pay. An Employee who is eligible for the S.E.B. plan shall not be eligible
for Personal Leave of General Illness benefits.

Article 22
Court Leave

When a Permanent or Term Employee is summoned or subpoenaed as a witness
(except in legal proceedings initiated by the Employee) or is required to serve as
a juror under the Jury Act, the Employee shall be allowed leave with pay, but any
monies receivable by the Employee shall be paid to the Employer.

Article 23
Military Leave

The Employer may grant military leave to an Employee:

(a) where the Employee’s services are required by the Department of
National Defence to meet a civil emergency, for the duration of the
emergency;
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(b) where during a national emergency the Employee volunteers for service
or is conscripted into the Armed Forces for the duration of the
emergency.

Where military leave is approved an Employee shall not be required to forfeit
any of their vacation entitlements. However, where military leave is not
approved, this Article does not preclude the Employee from using vacation leave
for the purpose of attending military training.

Article 24
Compassionate Care Leave

An employee, employed for at least ninety (90) days, with a qualified relative in
the end-stage of life shall be entitled to leave of absence without pay for a period
of up to twenty-seven (27) weeks. Qualified relative means a person in a
relationship to the Employee for whom the Employee would be eligible for the
compassionate care leave under Alberta Employment Standards Code.

An Employee who, at the commencement of the Compassionate Care Leave is
participating in the Benefit Plan according to Article 19, shall continue to be
covered according to the policy plan and provisions throughout the period of the
terminal care leave. Premium contributions shall continue under the normal cost-
sharing arrangements.

Employees may be required to submit to the Employer satisfactory proof
demonstrating the need for Compassionate Care Leave.

Article 25
Leaves of Absence

A Permanent or Term Employee may request a leave of absence without pay. To
be considered, the request must normally be submitted at least four (4) weeks in
advance of the anticipated date of commencement of the leave. Where
operational requirements permit and upon approval of the Employer, the leave
without pay shall be granted.

An Employee will be required to confirm in writing to the Employer their
intention to return to work four (4) weeks prior to the scheduled expiry of the
leave if the leave is for a period longer than eight (8) weeks. The Employer may
accept a shorter period of notice in exceptional circumstances.

Requests for leave without pay on religious holidays will be considered,
provided adequate notice of the request is given.

A Permanent or Term Employee who, at the commencement of a leave without
pay, is participating in the Benefit Plan according to Article 19 shall continue to
be covered according to the plan and policy conditions throughout the period of
Leave without pay for a period of up to one (1) year. Premium contributions
shall continue to be paid by the Employer and the Employee for a leave of
absence of up to one (1) month. Following this period, the Employee shall be
responsible for the full payment of all premiums.
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An Employee who requests a leave without pay, and who has banked overtime
or who has outstanding upfront vacation prorated to the commencement of the
date of the leave, will be required to take the overtime and prorated upfront
vacation prior to the commencement of the leave without pay.

In addition to leaves listed in the Collective Agreement, Employees are eligible
for any leaves as set out in the Alberta Employment Standards Code. Unless
otherwise stated, these leaves will be without pay.

Article 26
Workers' Compensation

In accordance with the Workers’ Compensation Act, when an Employee sustains an
injury in the course of their duties with the Employer, the Employee shall
immediately, and in any event not more than twenty-four (24) hours later, report
the injury to the Employer. The Employer shall record the date, time and nature
of the injury on a form to be signed by the injured Employee. If the injury causes
the Employee to be absent from work, the Employee and the Employer shall
complete the required forms for Workers' Compensation.

If the claim of a Full-time Permanent or Term Employee is approved by the
Workers' Compensation Board, the Employee shall be paid their regular full
salary during the period the Employee is required to remain off work up to five
hundred and eighty (580) consecutive working hours, or to the end of the term
assignment, whichever occurs first. Part-time Permanent or Term Employees
shall receive a prorated maximum number of working hours based on their
normal hours of work, or to the end of the term assignment, whichever occurs
first (for example a Part-time Employee working 60% of the Full-time hours
would be eligible for a maximum of 348 consecutive working hours (60% of
580)).

If the Permanent Employee has not returned to work due to injury before the
Employee’s maximum entitlement has expired, the Employee shall then be paid
according to the rate prescribed by the Workers’ Compensation Act.

The eligibility period specified in Clause 26.2 shall not apply in the event of a
recurrence of a disability due to a previously claimed injury, payable under this
supplement, unless the Employee has not used the total eligibility period in
which case the unexpended period of eligibility may be applied.

When a paid holiday falls within a period of time an Employee is eligible to
receive Workers' Compensation Supplement, it shall be counted as a day of
Workers' Compensation Supplement, and under no circumstances shall an
Employee receive any additional entitlement in respect of that day.

An Employee who is injured on the job during working hours and who is
required to leave the job site for treatment, or is sent home as a result of such
accident or injury, shall not suffer loss of pay for that day's work, regardless of
the time of injury. That day shall not be deducted from the eligibility period
specified in Clause 26.2.
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The Parties agree that the Workers' Compensation Supplement is intended only
for the purpose of protecting an Employee from loss of income while the
Employee is unable to work because of injury.

An Employee who receives Workers' Compensation benefits and who at the
commencement of absence from work is participating in the Benefit Plan
according to Article 19 shall continue to be covered according to the plan and
policy conditions throughout the period the Employee is receiving Workers'
Compensation benefits, or to the end of the term assignment, whichever occurs
first. Premium contributions shall continue to be paid by the Employer and the
Employee.

Article 27
Health and Safety

The Union and the Employer agree to establish a joint Health and Safety
Committee. It shall consist of four (4) members appointed/ selected by each
Party. The committee shall meet during normal working hours.

No provision of this Collective Agreement limits an Employee’s rights under the
Occupational Health and Safety Act and the regulations and any amendments
thereof.

An Employee shall immediately notify the Employer when the Employee has an
accident at work that results in injury or that had the potential of causing serious
injury. An Employee who becomes aware of a health and safety concern at the
work site shall immediately notify the Employer.

The Employer shall notify the President of the Union or designate immediately
on becoming aware of the occurrence of a serious injury or an accident that had
the potential of causing serious injury to an Employee at the worksite.

Where the Employer requires an Employee to undergo compulsory medical
examination(s), the cost of such examination(s) shall be paid by the Employer.

The Employer shall provide, maintain, replace and clean protective clothing
where the Employer determines the foregoing is required.

Protective clothing and safety equipment shall be supplied by the Employer as
required by the Alberta Occupational Health and Safety Act and any regulation or
amendment thereto.

All clothing and equipment, supplied by the Employer shall remain the property
of the Employer.

Article 28
Disciplinary Action

No Employee shall be disciplined or dismissed without just cause.
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28.3
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29.1

29.2

29.3

294

29.5

When an Employee has been given a written reprimand, suspension, disciplinary
demotion or is dismissed from employment, the Employee shall be informed in
writing as to the reason(s) for such action. An Employee shall be notified in
advance of the time and place a written discipline notice will be presented and
the Employee’s right to be accompanied by a Union Representative or Union
Steward if desired by the Employee. When a Union Steward requires time off
from work to accompany an Employee to an interview pursuant to this Clause,
the Union Steward must obtain prior approval from the Employee’s supervisor
to be absent from work, and, if approval is granted, leave without loss of pay will
be allowed pursuant to Clause 8.2.

An Employee who has been subjected to disciplinary action may, after thirty (30)
months of continuous service from the date the disciplinary action was invoked,
request that the Employee’s personal file be purged of any record of the
disciplinary action. Such request will be granted providing;:

(a) the Employee's file does not contain any further record of disciplinary
action during that thirty (30) months period; and

(b) the disciplinary action is not the subject of an unresolved grievance.

Records of disciplinary action shall be maintained on a single Employee file and
there shall be only one (1) official Employee file maintained for this purpose.

Article 29
Workforce Reductions

The Employer will make a reasonable effort to effect a reduction in the workforce
through attrition prior to serving an Employee with notice of a workforce
reduction.

The Employer shall provide a permanent Employee with at least eight (8)
calendar weeks’ prior written notice that the Employee’s position is the subject of
a workforce reduction.

For purposes of this Article the following definitions shall apply:

(@) “seniority” — the length of continuous employment with the Employer
from the most recent date of hire;

(b) “similar Employees” - two (2) or more permanent Employees performing
the same or similar functions within a classification, within a Business
Division as determined by the Employer.

When similar Employees are to have their position eliminated, the Employer
shall eliminate the positions of such Employees in reverse order of seniority,
providing those retained are qualified and able to perform the work remaining to
be done.

At the time that the Employee is provided written notice of a workforce
reduction, the Employer shall arrange a consultation meeting with
representatives from the Employer, the Union and the Employee to advise the
Employee of severance provisions.
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29.7

29.8

29.9

29.10

29.11

29.12

29.13

An Employee shall advise the Employer within seventy-two (72) hours from the
date of the consultation meeting in Clause 29.5 as to their acceptance of the
severance provisions.

The Severance Payment will be available for permanent Employees with at least
one (1) year of continuous employment with the Employer. An eligible Employee
will be entitled to receive a Severance Payment at the Employee’s regular rate of
pay in accordance with Clause 29.10.

If the Employee obtains a position in a lower Salary Classification, the
Employee’s salary will not be reduced. If the Employee’s salary is higher than
the top grid step of the new Salary Classification, the Employee’s salary will be
held over-range (red circled) until it falls within the salary range of the new
Salary Classification.

An Employee who is the subject of a workforce reduction and for whom the
Employer has not arranged continuing other employment within Alberta
Pensions Services Corporation shall be eligible for the Severance Payment.

Schedule - Severance Payment

Full Years of Severance Pay - Weeks of Pay at
Continuous Employment Regular Rates of Pay
1 14
2 15
3 16
4 17
5 19
6 22
7 25
8 28
9 31
10 34
11 37
12 40
13 43
14 47
15 plus 52

The Severance Payment will not be made to an Employee who was dismissed,
resigned, retired or who refuses to accept an alternate position with the
Employer at the same or higher maximum salary without good and satisfactory
reason. In such case, the Employee shall forfeit all rights to the Severance
Payment.

An Employee shall be entitled to receive the Severance Payment in addition to
the notice of the Employee’s workforce reduction as specified in Clause 29.2.

An Employee who receives the Severance Payment will be required to resign in
writing at a mutually agreeable time.
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29.15

30.1

30.2

30.3
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31.1

At the end of the written notice period an Employee who was released by the
Employer pursuant to this Article and who is no longer employed by the
Employer in any capacity, shall be eligible for a Severance Payment in
accordance with Clause 29.10. If during the period covered by the severance
payment, the Employer, or a “Department” as defined in the Public Service Act or
a “Provincial Agency” as defined in the Financial Administration Act, employs
the Employee on a full or part-time basis, or retains the Employee, whether
directly or indirectly, on a fee for service basis, the amount paid to the Employee
directly or indirectly by the Employer, Department or Provincial Agency during
such period, less any lawful deduction made at source, shall be paid by the
Employee to the Employer forthwith following completion of the period. In no
case shall the Employee be obliged to repay an amount greater than the amount,
less lawful deductions, paid by the Employer to the Employee pursuant to
Clause 29.7.

During the period of notice of workforce reduction set out in Clause 29.2, the
Employer will allow the affected Employee a reasonable amount of time with
pay to be interviewed by prospective employers.

Article 30
General

Upon an Employee's request, the Employer will make reasonable arrangements
to have an Employee’s personnel file made available for the Employee to
examine under Employer supervision. The Employee may request a
representative of the Union to be present at the time of the examination.

An Employee who absents themselves from employment and who has not
obtained the approval of the Employer shall, after three (3) consecutive work
days of such unauthorized absence, be considered to have abandoned their
position and will be deemed to have resigned, unless it is subsequently shown by
the Employee that special circumstances prevented reporting to work.

Employees who incur travel, moving, and subsistence expenses in the
performance of authorized Employer business shall be reimbursed for those
expenses in accordance with the Employer’s Travel, Meal and Hospitality
Expense Policy, as amended from time-to-time.

The Employer agrees to inform and provide its rationale to the Union prior to the
alteration of rates contained in Appendix A of the Travel, Meal and Hospitality
Expense policy.

Article 31
Grievance Procedure

Definitions and Scope

(@) A grievance is a difference arising out of the interpretation, application,
operation or any contravention or alleged contravention of this
Agreement or as to whether any such difference can be the subject of
arbitration. A grievance shall be categorized as follows:
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31.2

31.3

(b) An individual grievance is a difference affecting one (1) Employee. Such
g1l & ploy
grievance shall be initiated at the appropriate level of the grievance
procedure as outlined in Clause 31.3; or

(c) A group grievance is a difference affecting two (2) or more Employees,
seeking the same redress. Such grievance shall be initiated in the same
manner as an individual grievance as outlined in Clause 31.3. A group
grievance shall list all Employees included in the grievance.

(d) A Policy Grievance is a difference that seeks to enforce an obligation of
the Employer to the Union or the Union or its members to the Employer.
A policy grievance shall not be an obligation that may or could have been
the subject of a grievance by an Employee.

(e A grievance of an Employee during their probationary period concerning
dismissal for cause or termination on any basis the Employer may
determine, may be subject to the Grievance Procedure except that it shall
not be a subject of arbitration at Level 3.

(f) A grievance of a Casual Employee concerning dismissal for cause or
termination on any basis the Employer may determine, may be processed
to Level 3 of the Grievance Procedure.

Meetings During Grievance Procedure

Employees involved in grievance proceedings including arbitration shall be
provided time off with pay for grievance meetings with the Employer that occur
at their work location during their normal working hours.

Grievance Process

An effort shall be made to settle issues arising from the application of this
Agreement fairly and promptly through discussion between the parties to avoid
the need for formal grievances. In the event this process does not resolve the
issue, the following grievance procedure shall apply.

Level 1

If an Employee or a group of Employees has a grievance, the Employee or group
of Employees shall submit to the Level 1 Grievance Officer, a written statement
of the grievance within fourteen (14) calendar days of the date upon which the
subject of the grievance occurred or the time the Employee first became aware of
the subject of the grievance.

The grievance when presented in writing must be signed by the Union, and shall
contain:

(i) a summary of circumstances giving rise to the grievance;
(ii) the provision(s) of the Agreement considered violated; and
(iii)  the particulars of the remedy sought.

The Level 1 Grievance Officer or designate and a Human Resources
Representative shall meet with the Grievor(s) and the Union Representative
within fourteen (14) calendar days of receipt of the grievance and shall render a
decision in writing within seven (7) calendar days of this meeting with a copy of
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the reply to the Union.
Level 2

With the approval of the Union in writing, an Employee not satisfied with the
reply at Level 1 shall, within fourteen (14) calendar days of receipt of that
decision, submit their grievance in writing to the Employer’s designated Level 2
Grievance Officer.

The Employer’s Level 2 Grievance Officer or designate and a Human Resources
Representative shall meet with the Grievor(s) and the Union Representative
within fourteen (14) calendar days of receipt of the grievance and shall render a
decision in writing within seven (7) calendar days of this meeting with a copy of
the reply to the Union.

Variance From Grievance Procedure

The level of commencement of a grievance may be varied up to and including
Level 2 by written agreement between the Employer and the Union.

Policy grievances or individual grievances involving dismissal, suspension
without pay and demotion shall be commenced at Level 2.

Policy Grievance

A Policy Grievance shall be submitted to the other Party within fourteen (14)
calendar days of the date upon which the alleged violation of the Collective
Agreement has occurred, or within fourteen (14) calendar days from the date
upon which the aggrieved Party first became aware of the subject of the
grievance.

The policy grievance shall contain:
(i) a summary of circumstances giving rise to the grievance;
(ii)  the provision(s) of the Agreement considered violated; and
(iii)  the particulars of the remedy sought.

Within fourteen (14) calendar days of filing a Policy Grievance, the Parties shall
meet in an attempt to resolve the difference. Failure to resolve the Policy
Grievance within fourteen (14) calendar days of filing shall entitle the aggrieved
Party to advance the Policy Grievance to Level 3 within an additional fourteen
(14) calendar days.

Level 3 - Arbitration

(a) If a settlement is not reached through the above proceedings, an
Employee with the approval of the Union (in the case of an Employee
grievance), the Union (in the case of a Union grievance) and the Employer
(in the case of an Employer grievance) may refer the grievance to
arbitration by notice in writing that must be given within fourteen (14)
calendar days of receipt of the reply at the previous stage or level to
which the grievance was advanced. Written notice to the Employer shall
be given to the Employer’'s Human Resource Services management
representative.
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(b)  The submission of a grievance to arbitration shall be to an Arbitration
Board of three (3) members, one (1) to be appointed by the Union, one (1)
to be appointed by the Employer and a third, who shall act as Chairman,
to be mutually agreed upon by the other two (2), or to a single arbitrator,
or to a mediator-arbitrator.

(c) (i) The notice referred to in Sub-Clause 31.7 (a) above shall indicate
which system of arbitration the party wishes to follow, and state
the name of its appointee to an arbitration board or suggest one or
more names of persons it is willing to accept as a single arbitrator,
or mediator-arbitrator, as the case may be;

(ii) Upon receipt of the notice referred to in Sub-Clause 31.7 (c) above,
the other Party shall respond within fourteen (14) calendar days,
indicating which system of arbitration it finds acceptable in
respect to the grievance. If the other Party does not respond
within the said fourteen (14) calendar days, the grievance will be
dealt with by an Arbitration Board. If it is not agreed that a single
arbitrator or mediator-arbitrator shall be used, the other Party
shall state the name of its appointee to an Arbitration Board. The
Party initiating the submission of the grievance to arbitration
under 31.7(c) (i) above shall then, within fourteen (14) calendar
days, state the name of its appointee to an Arbitration Board. If
the other Party fails to appoint its nominee to an Arbitration
Board within fourteen (14) calendar days, or in the event the
nominees or the parties fail to agree upon a chair or single
arbitrator or a mediator-arbitrator, such person will be appointed
by the Director of Mediation Services upon request of any party. If
the other Party agrees to a single arbitrator or mediator-arbitrator,
it shall suggest one or more names of persons it is willing to
accept as arbitrator or mediator-arbitrator.

(d)  Each Party to this Agreement shall bear its own costs of arbitration,
including the costs of its appointees to the Board. The Parties shall bear
equally the costs of an arbitration board chairman, single arbitrators and
mediator-arbitrators.

(e The Employer shall grant an Employee leave of absence with pay for the
purpose of attending the arbitration of the Employee’s grievance.

f) The Employer shall grant leave of absence with pay to a witness whose
attendance is reasonably necessary at arbitration proceedings and who is
required to attend pursuant to a Notice to Attend such proceedings.

Power of Boards of Arbitration

(a) Arbitration Boards, single arbitrators and mediator-arbitrators are
empowered to decide grievances between the Parties or persons bound
by the Collective Agreement.
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(b)

()

(d)

(e)

Arbitration Boards, single arbitrators and mediator-arbitrators shall not
add to, alter, modify or amend any part of the terms of the Collective
Agreement by their decision, nor make any decision inconsistent with it
nor to deal with any other matter that is not a proper matter for grievance
under the Collective Agreement.

Arbitration Boards, single arbitrators and mediator-arbitrators shall
confine their decisions solely to the precise issue submitted to them and
shall have no authority to make a decision on any other issue not so
submitted.

When disciplinary action against an Employee is involved, the
Arbitration Board, single arbitrator or mediator-arbitrator may vary the
penalty as is considered just and reasonable under the circumstances.

Where a grievance is heard by a three (3) member Board, the decision of a
majority of the members is the decision of the Board, but if there is no
majority, a decision of the Chairman governs and their decision is the
decision of the Arbitration Board.

Arbitration Decisions

Arbitration decisions shall be final and binding on the Parties and all other
interested persons.

Procedures and Time Limits

(a)

(b)

(c)

Time limits and procedures contained in this grievance procedure are
mandatory. Failure to pursue a grievance within the prescribed time
limits and in accordance with the prescribed procedures shall result in
abandonment of the grievance. Failure to reply to a grievance within the
prescribed time limits shall advance the grievance to the next level.
Grievances so advanced shall be subject to time limits as if a reply had
been made on the last allowable day of the preceding level in the
procedure.

Time limits in this Article may be extended by written agreement
between the Employer and the Union.

It is clearly understood that time limits established herein are mandatory
and are to be adhered to; however, where an arbitrator or arbitration
board determines that there are reasonable grounds for extending the
time for taking any step in the grievance process or arbitration procedure,
the arbitrator or arbitration board may, notwithstanding Clauses 31.10(a)
and (b), grant an extension, even after the expiration of the time, if, in its
opinion, the other party would not be unduly prejudiced by the
extension. In these situations, the onus is on the Party who fails to adhere
to the time limits to prove the reasonableness for its failure to adhere to
such time limits.
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Article 32
Respectful Workplace

The Employer, Union and Employees are committed to having a safe and
respectful workplace where discrimination and harassment are not tolerated.

There shall be no discrimination, harassment, coercion or interference by either
party in respect of an Employee by reason of race, religious beliefs, colour,
gender, gender identity, gender expression, physical disability, mental disability,
age, ancestry, place of origin, marital status, source of income, family status,
sexual orientation, or political affiliation of that Employee.

Workplace Harassment and Workplace Sexual Harassment are defined in the
Employer’s Harassment Free Workplace policy as follows:

(@) Workplace Harassment means any verbal, visual or physical conduct,
whether intended or unintended, that is either unsolicited, or that is
known or reasonably known to be unwelcome, which denies individuals
dignity and/ or respect based on any of the prohibited grounds of the
Alberta Human Rights Act. It may be one incident or a series of incidents.

(b) Workplace Sexual Harassment is any unwelcome sexual behaviour that
adversely affects, or threatens to affect, directly or indirectly, a person’s
job security, working conditions or prospects for promotion or earnings;
or prevents a person from getting a job. Sexual harassment is usually an
attempt by one person to exert power over another person. It is
unwanted, often coercive, sexual behaviour directed by one person
toward another and is usually an attempt by one person to exert power
over another person. It is emotional abuse and create an unhealthy,
unproductive atmosphere at work. Sexual harassment can be expressed
in many ways, from very subtle to very obvious.

A complaint of Discrimination, Workplace Harassment or Workplace Sexual
Harassment shall be submitted to the Employer. The Employer shall conduct an
investigation in accordance with Harassment Free Workplace policy and
Employees are required to cooperate with the investigation. All complaints will
be dealt with promptly and in a confidential manner. Investigations will be
concluded within sixty (60) days from the date of the complaint where possible.
The Employer may seek an extension of time from the Union, which will not be
unreasonably denied.

If natural justice or procedural fairness has not been followed or if the outcome
for the complainant under the harassment Free Workplace Policy was not
reasonable, an Employee shall have access to Article 31 to resolve the issue.

This Article does not affect the operation of a bona fide pension plan or terms or
conditions of a bona fide group insurance plan. Further, this Article does not
apply with respect to refusal, limitation, specification or preference based on a
bona fide occupational requirement.

The Employer will not tolerate any form of retaliation against an Employee who,
in good faith, makes a complaint of harassment or discrimination. Frivolous
complaints or false allegations may be dealt with according to the Workplace
Harassment Policy.
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34.5

Nothing in this Article prevents an Employee who believes they are being
harassed or discriminated against from filing a grievance or a complaint under
the Alberta Human Rights Act.

Article 33
Term and Effective Date

This Agreement shall be effective from January 1, 2018 until December 31, 2020
and shall remain in effect thereafter until a replacement Agreement is established
under the Public Service Employee Relations Act.

This Agreement may be amended during its term through mutual agreement in
writing between the Employer and the Union.

Article 34
Employee Management Advisory Committee

The Committee shall consist of three (3) APS appointed members from APS
Management and three (3) AUPE appointed members from the Bargaining Unit.
One representative from each party will act as co-chair.

The Committee will function in accordance with established Terms of Reference.

The Committee will meet at least quarterly or more frequently as per the
agreement of the Co-Chairs.

Co-Chairs
The Co-Chairs are responsible to
(a) Plan and chair all meetings.

(b) Work with Committee members to ensure appropriate communication is
provided.

(c) Model a problem-solving approach that supports APS’s values of respect
and collaboration.

(d)  Ensure the Terms of Reference are reviewed by the Committee annually.
Members

Members are responsible to:

(a) Attend meetings and be prepared to discuss the items on the agenda.

(b) Represent the views of the Employee’s stakeholders.

(0) Model a problem-solving approach that supports APS’s values of respect
and collaboration.

(d)  Participate in ad hoc groups or teams when specific tasks are required.

APS will reimburse related expenses for members in accordance with applicable
policies.
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35.2

35.3

35.4

Article 35
Job Posting

Effective the date of ratification, when a new Permanent or Term position is
created or when a vacancy occurs, and the Employer intends to fill the vacancy,
the Employer shall post the position(s). Such postings shall be posted
electronically for not less than seven (7) calendar days.

The posting shall contain the following information:

(a)
(b)
(©
(d)
(e)
(f

(8)
(h)
@)

(@)

(b)

(©)

competition type (internal or external);

location(s) of the position, for information purposes only;
summarized duties and responsibilities;

qualifications and/ or competencies, as required;

employment status (Permanent or Term and Full-time or Part-time);
classification(s);

hours of work;

rate(s) of pay; and

if a Term Position, the anticipated duration.

In filling a new position or vacancy, appointments shall be made on the
basis of the skills, training and knowledge of the applicants. The
qualifications for the new position or vacancy shall be consistent with the
responsibilities specified in the job description including acceptable
performance.

Subject to 35.2(a), wherever possible preference shall be given to internal
applicants in order to establish a career service and to provide incentive
and reward for good work performance and self-development.

When factors as outline in 35.2(a) and (b) are considered equal by the
Employer, length of service shall be the deciding factor.

Candidates who are unsuccessful on a competition, but are certified as qualified
for the position, may be considered for positions in the same or a lower class for
a period of three (3) months. Using these candidates to fill additional vacancies
that may occur within the three (3) month period shall be deemed not to be a
violation of this Article.

(a)

(b)

(©

(d)

An Employee moved to a classification, which is one (1) Classification
grade higher shall be provided a minimum five per cent (5%) increase.

An Employee moved to a classification, which is two (2) or more
Classification grades higher shall be provided a minimum eight per cent
(8%) increase.

An Employee at a minimum will receive an increase as outline in 35.4(a)
or (b) but will also need to be placed into a step on the pay scale in
Appendix "A".

A promotional pay increase will not result in an Employee being paid
above the highest step on the pay scale for the new classification
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Article 36
Contracting Out

The Employer agrees it will not contract out services that will result in the
displacement of Regular Employees without consultation and discussion with
the Union.

The Union will be given at least sixty (60) days notice of any contracting out
initiatives.

Decisions to contract out will be based on risk factors, economic factors and/or
operational effectiveness.

Article 37
On-Call and Call-In

When an Employee is designated to be immediately available to return to work
during a period in which the Employee is not on regular duty, they shall be paid
the amount of one (1) hours pay at their regular rate for each Eight (8) hours on
standby or major portion thereof on a day that is not a paid holiday. For standby
on a paid holiday, the payment shall be one (1) hours pay at the regular rate for
each six (6) hours on standby or major portion thereof.

When an Employee is called back to work during a period in which the
Employee was on-call, they shall be compensated pursuant to Clause 37.1 for the
hours they were on standby and paid pursuant to Clause 37.6 (Call-in Pay), for
the hours worked on call back.

An Employee shall not normally be required to standby on two (2) consecutive
weekends or two (2) consecutive Paid Holidays, where other qualified staff is
available.

When an Employee, while on standby, is unavailable or unable to report to work
when required, no compensation shall be granted for the total standby period.

Telephone Consultation

(a) Employees who are formally designated by the Employer to receive
urgent work-related telephone calls at home outside of the normal
working hours shall be compensated at the applicable overtime rate for
all time engaged in such calls. Notwithstanding the foregoing, if the time
worked receiving a call and making or receiving additional telephone
calls related to the original telephone call totals fifteen (15) minutes or
less, an Employee shall be compensated a minimum of Fifteen (15)
minutes. For compensation purposes, two (2) or more calls received
within a thirty (30) minute period will be considered to be a single call.

(b)  Compensation for responding to telephone call at home will not be paid
in the circumstances in which the telephone call results in the Employee
having to leave home and return to work. In such cases, the provisions of
clauses 37.1and 37.2 shall apply.
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38.1

39.1

39.2

(a)

(b)

Call-In

(@) When an Employee is called from home to work at a time outside their
normal working hours, they shall be paid the overtime rate for the actual
hours worked during such call-in and for the time they spend travelling
to and from work; but, nevertheless, is guaranteed a minimum of three
(3) hours pay or compensatory time off at their regular rate per call-in.

(b) When the call-in results in additional trips between the Employee's
residence and their place of work mileage rates shall be paid by the
Employer.

(0) There shall be no minimum guaranteed compensation nor compensation

for time spent traveling if the call back is contiguous with a normal
working period.

Article 38
Parking

Effective on the first pay period following ratification of the Agreement an
Employee shall not be charged a fee for an unreserved parking space at the
Windermere worksite.

Article 39
Telecommuting

Telecommuting Definition

Telecommuting is a formal arrangement for an alternative employee
workspace that can be in an employee's home, or other approved
location, for one day or more a week in lieu of a designated office, cubicle
or desk on company premises.

Telecommuters are expected to meet all the responsibilities, perform all
the duties and comply with all the policies that apply to any workers in
similar roles, regardless of the location.

Terms of Participation

(a) The Collective Agreement applies to Employees telecommuting.
Telecommuting Employees shall sign an agreement with the Employer,
which does not violate the terms of the Collective Agreement.

(b)  Telecommuting is a benefit and not a right unless specifically required in
the job description or in the terms of employment.

(© Telecommuting will not change salary, benefits, compensation, vacation
or other benefits.

(d) An Employee or the Employer may discontinue telecommuting by
providing thirty (30) calendar days written notice to the other Party or
such shorter period as may be mutually agreed between the Employee
and Employer.
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394

(e)

(®

(8

In the event of an emergent situation, the Employer may terminate
telecommuting and the thirty (30) calendar days notice period shall not
apply. The Employee shall be directed to report to an assigned work-site
when telecommuting is discontinued.

The Employer reserves the right to make on-site visits to the
Telecommuter's home office or alternative workspace, at a mutually
agreed on time to ensure that the designated workspace is safe and free
from hazards and to maintain, prepare, inspect or retrieve APS owned
equipment, software, and office supplies.

Employees working under this Article are part of the staff at APS and are
expected to attend, from time to time, functions at the corporate office,
including but not limited to staff meetings, education sessions, and
corporate functions.

Equipment and Supplies

The following computing, telecom and office equipment are potential
telecommuting requirements. Telecommuters and their managers will need to
determine which items will be appropriate for the specific role. Equipment will
be driven by job requirements.

Table 1. Hardware, Telecom and Office Equipment
Equipment Needed Provided by Reimbursable Company Supplied
Computer Company No Yes
Laptop Company No Yes
Monitor or keyboard ~ Company No Yes
Tablet Company No Yes
Cisco Soft Telephone ~ Company No Yes

. Company/

Mobile phone Telecommuter Dependent Yes
Modem or

Internet connection Telecommuter No No
Wireless router Telecommuter No No
Fax N/A No No
Scanner N/A No No
Printer N/A No No
Copier N/A No No

Table 2. Office Furniture and Supplies

Office Furniture and Supplies  Provided by: Reimbursable
Ergonomic chair (if required) = Telecommuter yes

Desk Telecommuter No

File cabinet/storage Telecommuter No

Storage Telecommuter No

Paper N/A No

Lock Telecommuter  Yes

General desk supplies Company As per annual Budget

Upon termination of employment, the telecommuter must return all APS

equipment and resources, including computers, telecom and office equipment.
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Appendix “A”

Classifications and Pay

The Employer proposes the following;:
January 1, 2018 — December 31, 2018 ~- 0% increase
January 1, 2019 — December 31, 2019 - 0% increase

Year 1
Year 2
Year 3
1.

January 1, 2020 — December 31, 2020 - Wage reopener*

Employees shall be paid according to the following Salary Classifications. The minimum
salaries for Employees, shown below as both annual and monthly equivalents, are based
upon the salaries for full-time Employees.

Increase 1 2 3 4 5 6 7 8
Current 81,223 83,393 85,664 87,998 90,394 92,891 95425 97,984
6,769 6949 7,139 7333 7533 7,741 7952 8,165
7  Professional Jan.1,2018 0%
Jan. 1, 2019 0%
Jan.1,2020 See Below
Current 70,195 72,102 74,059 76,079 78,136 80,269 82477 84,711
5850 6,008 6,172 6,340 6511 6,689 6,873 7,059
6 Team Leader II Jan. 1, 2018 0%
Tech Prof III !
Jan. 1, 2019 0%
Jan.1,2020 See Below
61,977 63,633 65,377 67,134 68953 70,847 72,779 74,749
Current 5165 5303 5448 5594 5746 5904 6,065 6,229
Team Lead I o
5 Tech Prof I Jan. 1, 2018 0%
Jan. 1, 2019 0%
Jan.1,2020 See Below
Current 56,432 58,025 59,594 61,187 62,868 64,587 66,306 68,112
4,703 4835 4966 5,099 5239 5382 5525 5,676
4 Tech Prof I Jan. 1, 2018 0%
Jan. 1, 2019 0%
Jan.1,2020 See Below
Current 48,854 50,146 51526 2969 54412 55855 57410 58,966
4,071 4,179 4294 4414 4534 4655 4,784 4914
3 T/ASIII Jan. 1, 2018 0%
Jan. 1, 2019 0%
Jan.1,2020 See Below
Current 42,719 43,873 45,078 46,320 47,562 48,854 50,146 51,514
3560 3656 3,756 3,860 3963 4,071 4,179 4,293
2 T/ASII Jan. 1,2018 0%
Jan. 1,2019 0%
Jan.1,2020 See Below
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Increase 1 2 3 4 5 6 7 8

37,211 38,215 39,294 40,360 41,427 42,543 43,660 44,852

Current 3,101 3,185 3275 3363 3452 3545 3638 3,738
1 T/ASI Jan. 1, 2018 0%
Jan. 1, 2019 0%

Jan.1,2020 See Below

*  Wage Re-Opener

The Parties shall commence negotiations to reach agreement on the general wage
increase payable in Year 3 (January 1, 2020 to December 31, 2020) of the Collective
Agreement on or before November 15, 2019.

The Parties agree that the only item open for negotiations shall be the general wage
increase in the Salary Appendix “A”. This re-opener shall not be construed in any way
as “opening the agreement” for negotiation on any other issues by either side.

If the Parties have not been able to agree upon the general wage adjustment, at any time
after January 31, 2020, either Party may give written notice to the other Party of its desire
to submit resolution of the general wage adjustment to interest arbitration before a
three-member panel comprised of a nominee of both parties and a chair chosen by the
Parties from among the following arbitrators: David Philip Jones, Andrew C. L. Sims,
Phyllis A. Smith or Lyle Kanee, or any other mutually agreeable arbitrator.

If the Parties are unable to agree upon the chair, the Director of Mediation Services shall
choose the chair from among the arbitrators named above.

The arbitration hearing shall be held by no later April 30, 2020. In reaching its decision,
the arbitration panel shall consider the matters identified in section 38 of the Public
Service Employee Relations Act.

2. An Employee who has been “red circled” shall receive any negotiated increase as a lump
sum payment, equal to the negotiated amount as a percentage of the employee’s annual
salary payable twice a year on the payday following July 1%, and December 15", of the
relevant years. Lump Sums are payable on paid hours in the previous six months. Red-
circled Employees who leave the employ of the employer shall have the Lump Sum
prorated.

3. An Employee's progression within the salary range for the Employee’s Salary
Classification shall be based on the following conditions:

(a) Employees will be eligible for an in-range pay adjustment on January 1 of each
year.

(b)  Permanent and Term Employees hired prior to July 1 in a calendar year will be
eligible for an in-range pay adjustment during January of the following calendar
year. Permanent and Term Employees hired from July 1 to the end of the
calendar year will be eligible for an in-range pay adjustment during the January
that follows their completing one (1) year of service. Casual Employees will be
eligible for an in-range pay adjustment during the January that follows each
accumulation of 1885 hours worked. An in-range pay adjustment resulting from
this review will be effective on January 1.
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(c)

(d)

Employees must have satisfactory performance to qualify for an in-range pay
adjustment. If an Employee’s performance is not satisfactory at the time of the
January review, the date of the Employee’s in-range pay adjustment will be
delayed until satisfactory performance is achieved.

Work experience is one of the factors that qualifies an Employee for an in-range
pay adjustment. Therefore, if a Permanent or Term Employee is absent for an
accumulated period of time equalling one hundred and thirty (130) work days or
more in any continuous twelve (12) month period due to leaves of absence,
including maternity, parental or adoption leave, Personal Leave days, General
Illness or WCB, the Employee’s salary review following their return to work will
be postponed.

If the one hundred and thirty (130) work days of absence in a continuous twelve
(12) month period occurs within a single calendar year, the Employee’s review
will be delayed by one (1) year to the subsequent January review. If the one
hundred and thirty (130) work days of absence in a continuous twelve (12)
month period occurs over two (2) calendar years, the Employee’s review will be
delayed by one (1) year to the subsequent January review, based on the calendar
year in which the majority of the absence occurs.

The one hundred and thirty (130) work days will be appropriately prorated for a
part-time Employee.

Conversion of annual salary rates to hourly rates will be determined by dividing annual
salaries by 1892 hours. Daily rates will be determined by dividing annual salaries by 261

days.

40






Letter of Understanding #1
between

Alberta Pensions Services Corporation
(hereafter referred to as the “Employer”)

and

The Alberta Union of Provincial Employees
Local 118 Chapter 013
(hereafter referred to as the “Union”)

Flexible Spending Account

January 1, 2018 the Personal Development & Wellness Allowance and Health Care
Spending Account will be replaced by a Flexible Spending Account (FSA). The FSA will
be administered as follows:

1.

Eligibility
@) A FSA shall be implemented for all Full-time Employees eligible for
benefits in accordance with Article 19.

(b) A Part-time Employee shall be prorated based upon their Full-time
equivalency (FTE).

Calculation
The FSA will be calculated as follows:

One thousand dollars ($1,000.00) will be allocated to each eligible Full-time
Employee and pro-rated for each eligible Part-time Employee based on their FTE
as of December 31st of each year. Employees hired during the course of the
calendar year will receive a prorated amount based on their FTE.

Effective Jan 1, 2019 One thousand one hundred and twenty-five dollars
($1,125.00) will be allocated to each eligible Full-time Employee and pro-rated
for each eligible Part-time Employee based on their FTE as of December 31st of
each year. Employees hired during the course of the calendar year will receive a
prorated amount based on their FTE.

Effective Jan 1, 2020 One thousand two hundred dollars and fifty ($1,250.00)
will be allocated to each eligible Full-time Employee and pro-rated for each
eligible Part-time Employee based on their FTE as of December 31st of each year.
Employees hired during the course of the calendar year will receive a prorated
amount based on their FTE.
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3.

There are two distinct spending accounts:

Health Spending Account Used for eligible Reimbursement for health

and dental expenses that are eligible
medical expenses in accordance with the
Income Tax Act and are not covered by
the benefit plans specified in Article 19 of
the Collective Agreement.

Personal Spending Account Used in accordance with the service

providers guide lines and outlined below.

Personal Development

(a)

(b)

(a)

Technology

(a)

Reimbursement for expenses associated with personal development
including but not limited to:

(i)

(ii)

(iii)

Courses, seminars, conferences or classes in an area of personal
interest

books or publications required for a course, seminar conference
or classes the employee is taking

Electronic books, text and magazine subscriptions with a focus
on personal development;

Reimbursement for the cost of professional registration or voluntary
association fees related to the Employee’s Discipline, which are not
covered by the employer.

Fitness

To cover expenses that improves an Employee’s overall well being and
physical health, which includes, but not limited to:

(i)

(ii)
(iii)
(iv)

v)

Fitness Centre membership and Fitness classes;
Sports related memberships;
Certified Instruction (personal trainer)

Sports and Fitness equipment including home exercise
equipment and fitness devices;

Nutritional education programs(e.g. diet programs)

Includes, but not limited to:

(i)
(ii)
(iii)
(iv)
(v)

Computers

Computer equipment and repair
Internet services, software and hardware
Cell Phone and accessories

GPS (Car or hand- held)
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Retirement Savings

Group Retirement Savings which consists of the:
Registered Retirement Savings Plan (RRSP) and;
Tax-Free Savings Account (TESA).

* Please note that the word Group refers to the money going into a fund, each
employee will have their own login for their accounts from the provider.

Allocation

Eligible employees who have entitlements under the Flex Spending Account must
allocate all funds to their respective categories by December 1* of each year for the
subsequent year.

Impacts to taxation are as follows:
Health Spending Account This is a non-taxable benefit.

Personal Spending Account Only amounts used under the Personal
Spending Account will be applied as a
taxable benefit to the employee.

Registered Retirement Savings Plan The Group RRSP is a non-taxable benefit.
However, any withdrawals made from
this account shall incur taxes, unless it is
being transferred to another Registered
Retirement Savings Plan.

Tax-Free Savings Account All amounts allocated to the Group TFSA
are considered taxable income. Any
withdrawals made from this account,
however, are tax-free. This includes direct
withdrawal of funds to a personal bank
account or transfer to a personal TFSA.

(@)  Any unused allocation in an employee’s FSA as of December 31* of each
calendar year may be carried forward for a maximum of one (1)
calendar year.

(b) Reimbursement will be provided by the FSA administrator upon
submission of an original receipt. Employees may submit claims for
reimbursement of eligible expenses at anytime during the benefit year.

Implementation

(a) Where the Employer is the administrator of the account, it shall do so in
accordance with the terms and conditions in the Letter of
Understanding governing the FSA.






Letter of Understanding #2
between

Alberta Pensions Services Corporation
(hereafter referred to as the “Employer”)

and

The Alberta Union of Provincial Employees
Local 118 Chapter 013
(hereafter referred to as the “Union”)

APS Employee Referral Ambassador Program

Finding and keeping great people is a significant challenge in today’s workplace and Alberta
Pensions Services Corporation is no different. The Corporation reinforces a positive workplace
culture and we can look to our own employees as recruiters in the role of attracting new
employees to our talent pool.

To recognize and reward employees for taking an active hand in making job seekers aware of
the benefits and opportunities related to employment at APS we offer the following incentive:

When a permanent and/or temporary employee recommends a qualified candidate for a
suitable competition and the referral is hired as a permanent and/or temporary
employee, a referral payment will be paid, in two installments for a total award of
$500.00. The referred candidate must be external.

The first installment will be paid at the time of hire in the amount of $100.00.

The second installment, in the amount of $400.00, will be paid after the new employee
has successfully completed their six (6) month probationary period.

Award payments will be included in the employee’s regular pay cheque and will be
subject to all applicable withholdings.

The referring employee must:

Be employed at the time of the referral and at the time of the award payments.

Approach the Human Resources Generalist responsible for the posting, in person or via
email, prior to the referred candidate applying for an open position. Additionally, the
name of the referring employee must be clearly indicated on the front page of the
referred candidate’s employment application.

Employees not eligible to participate are:

Human Resource staff involved in the staffing process.

Supervisors or Managers involved in recruiting or hiring an employee who will report
either directly or indirectly to them.

Any individual in the chain of command and/or having authority over the hiring
decision.

Executive Committee members.
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Letter of Understanding #3
between

Alberta Pensions Services Corporation
(hereafter referred to as the “Employer”)

and

The Alberta Union of Provincial Employees
Local 118 Chapter 013
(hereafter referred to as the “Union”)

Compressed or Flexible Hours of Work

This Letter of Understanding sets forth terms and conditions of employment to be
observed where the Employer utilizes any form of compressed or flexible system of
normal hours of work.

The Parties agree that Employees and the Employer may examine the feasibility of
entering into a compressed or flexible work week system. Provided that services are not
adversely affected and there are no operational difficulties, the Employer may
implement a flextime or compressed work week system of hours of work, but
participation by an Employee in such systems shall be voluntary. The Employer reserves
the right to give final approval regarding any Employee’s participation in either flextime
or a compressed system of hours of work.

The Employer has the sole right to determine the number of Employees who are
required to be at work. However, upon entering into a flextime system, the Employees
are entitled to have the first opportunity to plan their work schedule, within the flextime
system, whereby they may arrange their starting times, lunch periods and finishing
times on a daily basis, in keeping with the Employer’s operational requirements.

An Employee participating in a flextime system of hours of work will be allowed a ten
(10) hour carry over, either in the way of a bank or a deficit, and regular monthly salary
shall be paid provided the Employee’s time is within these limits and the variance is
approved by the Employer. An Employee may not accumulate a bank in excess of ten
(10) hours, and if at the end of any month his deficit is more than ten (10) hours, he shall
be deducted for those hours that are in excess of ten (10) hours. Hours shall not be
banked unless the Employee has actually worked more than normal hours of work.

The banked hours may be taken, as time off with pay. Employee preference in this
regard shall be honoured where operational requirements permit.

Authorized overtime hours worked outside of flex or core times may not be used to
cover off deficits pursuant to Section (4) above.

In the event the flextime or compressed work week system of hours of work does not
result in the provision of a satisfactory service, or is deemed by the Employer to be
impractical for other reasons, the Employer may require a return to normal hours of
work in which case Employees shall be provided advance notice of two (2) weeks.

An Employee who is working according to a flexible or compressed work week system
may opt for normal hours of work by providing the Employer advance notice of two (2)
weeks.
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Letter of Understanding #8
between

Alberta Pensions Services Corporation
(hereafter referred to as the “Employer”)

and

The Alberta Union of Provincial Employees
Local 118 Chapter 013
(hereafter referred to as the “Union”)

Exclusions/ Inclusions

Whereas the Parties have agreed to conduct a joint Employer - Union initiative to review the
appropriateness of positions’ exclusion from the scope of the bargaining unit;

The parties agree as follows:

1.

A joint Employer-Union committee will be established for the purposes of determining
the appropriateness of positions’ exclusion from the scope of the bargaining unit. The
committee will be composed of up to three representatives from each party.

Within six (6) weeks of ratification of the Collective Agreement, the Employer
representatives will provide the committee a list of all currently encumbered non-
bargaining unit positions, up to and including the Manager Level, for review. Upon
completion of the review of encumbered non-bargaining unit positions, the Employer
representative will provide the committee a list of all currently unencumbered non-
bargaining unit positions up to and including the Manager Level, for review. Should the
Employer choose to fill an unencumbered non-bargaining unit position during the
encumbered position review it will be added to the encumbered position list. These lists
will establish the full scope of the review.

The committee will meet within ninety (90) working days of ratification and set their
terms of reference for the review, including the criteria that will be used for
determination of inclusion/exclusion from the bargaining unit. This criterion will be
based upon advice from representatives of the Parties on jurisprudence related to the
managerial, confidential labour relations capacity and other exclusions within Public
Service Employee Relations Act (PSERA). The terms of reference will also include, but
not limited to, quorum for the meetings, frequency of meetings, the approach to and
process of the review.

The committee will discuss these non-bargaining unit positions, reviewing currently
available position information, including but not limited to organizational charts and
job descriptions or profiles. If further job information is required or needs to be
updated, the Employer will seek such information and update the job descriptions or
profiles for the identified positions for review by the committee. If the preceding job
information is insufficient to assess the position, the Employer will provide the name of
the incumbent and where the committee deems it appropriate, will arrange a
presentation of the job duties. These reviews will be position-based, rather than
incumbent-based.
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10.

11.

Positions that are agreed to by the committee as not meeting the managerial,
confidential labour relations capacity and other reasons for exclusion will be flagged
for inclusion in the bargaining unit. Normal Employer classification processes will
apply; however, individuals will be transitioned according to Clauses 9 - 10, below. The
Employer will provide the Union the names of individuals to be transitioned one week
from the date they are flagged for inclusion.

For any positions that will be moving into the bargaining unit by agreement between
the Parties or determination by an Arbitrator, the six (6) month notice period identified
in Clause 9 below will commence on the date of such agreement.

In the event that the Committee is unable to reach a consensus with respect to the
determination of the exclusion/ inclusion of any specific position, the dispute will be
submitted for determination to Arbitration.

The Arbitration will be chaired by a sole Arbitrator and the Parties agree that the
Arbitrator will be mutually agreed to by the Parties. Where there is no agreement
between the Parties, pending reasonable availability, the Director of Mediation Services
shall select an Arbitrator.

After the six (6) month notice period in Clause 6, an Employee that is to be transitioned
into the bargaining unit and assigned to an existing bargaining unit classification and
pay grade with a current salary:

(@) exceeding the maximum salary of the new pay grade will be held over-range;

(b)  below the maximum salary of the new pay grade will be maintained between
pay periods until the Employee's next salary increase. The new salary will then
be at a pay period in the grade that ensures a one-increment increase. The
maximum salary of the pay grade will not be exceeded; or

(o) below the minimum salary of the new pay grade will be moved to the minimum
of the pay grade of the assigned classification.

Where there is no appropriate existing classification and/or pay grade for an Employee
that is transitioned into the bargaining unit, the Employee will be maintained within
their current pay range until a new classification and pay grade has been negotiated.
Should the Parties not agree to the new classifications and pay grades it shall be
determined at the next round of collective bargaining. If still not resolved the matter
will be referred to binding arbitration at the conclusion of bargaining.

The process established by this Letter of Understanding is the sole mechanism to
resolve disputes related to the Joint Employer-Union Exclusions Review except that
any complaint alleging the violation of any of the duties and obligations stipulated
under this Letter of Understanding may be grieved as a policy grievance at Level 2
pursuant to Clause 31.6 of the Collective Agreement.
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Letter of Understanding #9
between

Alberta Pensions Services Corporation
(hereafter referred to as the “Employer”)

and

The Alberta Union of Provincial Employees
Local 118 Chapter 013
(hereafter referred to as the “Union *)

Red Circling Due to Changes to Positions as a Result of the 2018 Classification Review

WHEREAS the Employer has undertaken a review of the Classifications of positions
throughout the organization; and

WHEREAS it is the desire of the Employer to recognize equity among Employees for the work
being performed; and

WHEREAS it is recognized that some Employees may be affected by having their current
positions assigned to a Classification with a lower payband; and

WHEREAS the Employer recognizes there may be a financial impact to Employees whose
positions have moved to a lower payband; and

THEREFORE, the Parties agree, in order to minimize the impact for Employees whose positions
are placed in a lower payband, the following process will be used for implementation of Red
Circling.

1. The positions affected by the Classification Review will be moved to the new payband
upon the implementation date of the Review.

2. Employees who have submitted a classification review request prior to the 2018
classification review, if successful, will have any upward allocation of their payband
effective from the date the original classification review was submitted.

3. Employees whose positions have been moved into a lower payband, will be placed on
the step in the lower payband closest to their current rate of pay which does not provide
an increase to their current rate of pay.

4. Employees who have been moved to a lower payband will continue to receive
increments, where applicable. The rate of pay for Employees who are placed in a lower
payband will be red-circled. Employee's rates of pay will remain the same until the rate
of pay on the lower pay band is equivalent to or greater than their rate of pay.

5. Employees who are "red circled" shall receive any negotiated increase on the wage grid
as a lump sum payment, equal to the negotiated amount as a percentage of the
employee's annual salary. Lump sum payments will be made twice per year in July and
January for hours worked in the previous six (6) months. An Employee who leaves the
employment of the Employer shall be entitled to the lump sum payment on a pro rata
basis.

6. The provisions of this Letter of Understanding shall end for an Employee under the
following conditions:

57






Letter of Understanding #10
between

Alberta Pensions Services Corporation
(hereafter referred to as the “Employer”)

and

The Alberta Union of Provincial Employees
Local 118 Chapter 013
(hereafter referred to as the “Union ”)

Workload

Excessive workload is of concern to Employees, the Union and the Employer. Workload
may be impacted by numerous factors, which may include seasonality, surge periods,
staff shortage and increased demands. It is agreed excessive workload concerns
represent ongoing issues.

Where an Employee or group of Employees is concerned they cannot complete daily
assignments or meet their manager’s expectations regarding their work obligations they
shall have the right to file a written complaint regarding their workload. Workload
complaints shall be filed directly to the manager or designate, who shall meet, within
fourteen (14) days of the complaint being filed, with the Employee or group of
Employees and a representative of the Union, if so desired by the Employee or group of
Employees, to discuss and seek to resolve the specifics of the complaint.

The Parties agree to consider the complaint and will, in good faith, work toward
improving processes, creating efficiencies, and assessing resources available to respond
to workload issues. The Manager shall provide the proposed resolution in writing.

Should the matter not be resolved with the manager or the measures put in place not
result in a reduced workload within sixty (60) days, the complaint can be elevated to the
applicable Vice-President, or designate. The Vice-President or delegate shall within
fourteen (14) days of receiving the complaint meet with the Employee or group of
Employees and a representative of the Union, if so desired by the Employee or group of
Employees, to discuss and seek to resolve the specifics of the complaint.

Extension of Timelines shall not be unreasonably be denied.

The application of the processes and timelines in this Letter of Understanding are subject
to the Grievance and Arbitration Process in Article 31. The outcome(s) of the workload
complaint process is not subject to the Grievance and Arbitration Process in Article 31.
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