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This agreement made on the 12" day of November, 2024, between:

1.00

2.00

2.01

2.02

2.03

The CITY OF LETHBRIDGE,
hereinafter referred to as the "Employer”
Party of the First Part,

-and-

The CANADIAN UNION OF PUBLIC EMPLOYEES
LOCAL 70 (MUNICIPAL WORKERS) Lethbridge,
hereinafter referred to as the "Union"

Party of the Second Part.

SPIRIT OF AGREEMENT

The Employer and the Union recognize and accept the principles and spirit of good
teamwork based on mutual responsibility, respect, confidence, loyalty, integrity, and
further recognize that successful Employer-Employee relations must be mutually
advantageous, fair and just, and not more favourable to one than the other.

TERM OF AGREEMENT
Mutual Agreement

The Parties agree to comply with and be governed by the conditions set out in this
agreement.

Length of Agreement

This Agreement shall come into force on January 1, 2023, and shall remain in force
and effect to December 31, 2026, and remain in full force and effect until December
313t of any subsequent year, unless either party gives notice in writing on or before

October 1, 20286, or prior to October 1st of any subsequent year.

Amendments at Expiry

Either party to the Collective Agreement may, not less than 60 days and not more
than 120 days preceding the expiry of the term of the Collective Agreement or
within any longer period that may be provided for in the Collective Agreement, by
notice in writing, require the other party to the Collective Agreement to commence
collective bargaining.



2.04

3.00

4.00

4.01

4.02

5.00

5.01

If notice to negotiate has not been given by either party prior to the termination date
of this Agreement, or if negotiations continue beyond the termination date of this
Agreement, this Agreement will remain in full force and effect during this time until
the applicable provisions have been complied with under the Alberta Labour
Relations Code (new Agreement or strike/lockout).

Amendments During Term of Agreement

Any changes deemed necessary to this Agreement may be made by mutual
agreement at any time during the term of the Agreement. Such change shall be in
the form of a Letter of Understanding signed off by the Parties and appended to the
Collective Agreement.

STRIKES AND LOCKOUTS

it is mutually agreed that while negotiations for a further Agreement are in progress,
there shall be no strikes, stoppages or slow-downs in work on the part of the
Employees covered by this Agreement nor any lockouts of Employees on the part
of the Employer against said Employees, as per Alberta Labour Relations Code.

RETROACTIVITY

Effective Date

All monetary changes in the new Agreement shall be adjusted retroactively to the
first day of the first pay period after the effective date of the new Agreement unless
otherwise agreed.

Retroactive Pay for Terminated Employees

Past Employees, who were in the service between the expiration date of the
previous Agreement and the date of the signing of this Agreement, shall be entitled
to any retroactive adjustment of the regular rate of pay provided in the settlement. It
is the Employee's responsibility to ensure that any changes to the mailing address
and banking information remain current post-employment.

NO DISCRIMINATION

Trade Union Activity

The Employer agrees there shall be no discrimination, interference, restriction,

reprisal, or coercion, exercised or practiced, against any Employee because of their
connection with trade union organizations or activities.



5.02

5.03

5.04

6.00

6.01

6.02

General Conditions

(a) The Employer agrees there shall be no discrimination, interference, restriction,
or coercion exercised or practiced with respect to any Employee.

(b) Paragraph (a} does not apply with respect to discrimination based on a bona
fide occupational requirement. The onus of proof for discrimination based on a
bona fide occupational requirement shall be with the Employer.

Equal Pay for Equal Work

The Employer shall not employ an Employee for any work at a rate of pay less than
the rate of pay at which another Employee is paid for similar or substantially similar
work,

Respect in the Workplace

All Employees covered by this Agreement have a right to freedom from bullying,
abuse, harassment, and discrimination in the workplace. The Parties agree to jointly
educate both Employees and Managers to promote respect in the workplace and to
prevent workplace bullying, abuse, harassment, and discrimination.

The City of Lethbridge has comprehensive workplace harassment and violence
protection policies and procedures to protect the health and safety of Employees by
eliminating, or where that is not reasonably practical, controlling the hazards of
workplace harassment and violence. This includes a commitment to safe and
supportive environments to support conversations between Employees as well as
reporting instances of bullying, abuse, harassment, and discrimination in the
workplace.

By working together, the Parties to this Agreement are responsible for building a
culture that is rooted in integrity, respect, diversity and professionalism.

UNION RECOGNITION

Sole Bargaining Agent

The Employer recognizes the Union, CUPE Local 70, as the sole bargaining agent
for the Employees covered by this Agreement and agrees not to bargain collectively
with any other labour organization.

No Other Agreements

No Employee covered by this Agreement shall be asked to make a written or verbal

agreement with the Employer covering hours of work, wages, or conditions during
the term of this Agreement, except as specifically provided for in this Agreement.

3



6.03

6.04

6.05

6.06

Union Dues Check-Off

The Employer agrees to collect Union dues under the Rand Formula. It is
understood that fines and assessments are not included in this arrangement.

The Employer shall deduct from every Employee such Union dues as levied by the
Union on its members. Such deductions shall be made from each pay cheque and
forwarded biweekly to the Union no later than 10 calendar days following a
scheduled payroll cutoff.

Dues remitted to the Union will be accompanied by a list of names of Employees
from whose wages the deductions have been made. Such list shalil also include
the Employees’ name, ID number, wages, and part-time/full-time designation.

The Employer shall make a one-time deduction of two dollars ($2.00) from all new
hires within the bargaining unit and remit the same to the Union along with a list of
all newly hired Employees.

Union Orientation

One Union Executive and all new Employees will be allowed up to fifteen (15)
minutes for the purpose of Union orientation.

When a group of Employees are being onboarded, the Union will be invited to make
a presentation to the new Employees for a maximum of fifteen (15) minutes.

Non-union Personnel Performing Bargaining Unit Work

Non-union personnel shalt not be permitted to perform the work that is normally
performed by members of the bargaining unit except in the following instances:

(a) Emergencies when no other Employees are available.

(b) When starting and testing new equipment.

(c) Forinstructional purposes.

Scope Clause

This Agreement applies to all Employees who are covered by the Alberta Labour
Relations Board Certification 616-92, who occupy classifications appearing in the

Schedule of Wages (Appendix "A") attached and new positions that are determined
to fall within the Alberta Labour Relations Board Certification 616-92.



6.07

6.08

6.09

6.10

Local 70 Administrative Executive Leave

Any Local 70 Executive Member, to a maximum of two (2) officers, will be allowed a
leave of absence one (1) day a week, or as required.

Wherever possible, the Union Executive Members will give the Employer sufficient
notice to allow the Employer to meet its operational needs. The Union will
reimburse the Employer for wages and benefit costs for the days of absence.

Leave for Full-time Union Positions

An Employee who is elected or selected for a full-time position with the union or any
organization with which the union is affiliated will be granted a leave of absence
without loss of seniority for their term of office to a maximum of two years. Such a
leave will be renewed, on request by the Union, for any further terms of office. Any
Employee appointed to backfill the Employee on a leave will be deemed to have
their term extended for the length of the subsequent term of office. The Union
agrees to reimburse the Employer for wages and benefits for the duration of the
Employee’s leave.

Upon the end of their term of office, the Employee will be returned to their previous
position and location without loss of seniority. In the case of the Employee’s position
no longer being available, they shall be provided with a layoff notice as per this
Agreement.

Union Leave of Absence

Where possible, any request for a leave of absence for Union business will be
submitted in writing (or digitally) to the Manager not less than two (2) weeks prior to
the commencement of such a leave.

Where it is not possible to request the leave two (2) weeks prior, the Employee shall
submit the request as soon as possible.

If the leave cannot be approved due to operational needs, the Union will be advised
of the reason in writing by the Manager within three (3) working days.

The Union shall reimburse the Employer for wages and benefits paid during such a
leave.

Personnel Record Access

Subject to exceptions under Alberta's Freedom of Information and Protection of
Privacy Act ("FOIP”), Employees shall have the right to review or receive copies of
documentation contained in their personnel file held by the People and Culture
Department. Access to the Employee’s personnel file will be provided within two (2)
weeks of the request.



6.11

6.12

6.13

6.14

6.15

6.16

The Employee may have a Union Steward present at the time of the review. The
Employee has the right to copies of any document in the Employee's file. The
Employer shall not remove or alter any document except in accordance with FOIP.

Time Off For Meetings

When an Employee and/or Union Representative attends a meeting with the
Employer dealing with Union business, the Employee and/or Union Representative
shall suffer no loss in pay or benefits. The Employee and/or Union Representative

must advise their immediate Supervisor that they have been called to attend a
meeting.

Union Bargaining Committee

A maximum of five (5) Employees shall suffer no loss of pay during Union
negotiations if such meetings are held during standard City business hours.

Employees scheduled for full-time hours who are on alternate work weeks, and who
are attending during their non-working hours, will be provided an alternate day off,
as approved by their Manager for the same or following pay period.

Assistance of CUPE National

The Union or its members shall have the right to use or have the assistance of
CUPE National.

Appointments of Union Officers

The Union shall provide a list of Union Officers, Business Agents, and Stewards to
the People and Culture Department.

Access To Information

Upon written request by the Union, the Employer will make available any public
information in accordance with the provisions of the Freedom of Information and
Protection of Privacy Act or any successor legislation.

Union Activity

Except as specifically provided for in the terms of this Agreement, Employees shall

not be permitted to engage in Union activity during working hours without the
permission of their Manager.



7.00

8.00

8.01

8.02

8.03

8.04

MANAGEMENT'S RIGHTS

Management reserves all the rights not specifically restricted by this Agreement.

DEFINITIONS

In this Agreement:

Employer

"Employer’ means the City of Lethbridge
Employee

"Employee" means a person employed by the City of Lethbridge who is subject to
this Agreement.

Permanent Full-Time Employee

"Permanent Full-Time Employee” is an Employee who has been awarded a posted
permanent position and has completed probationary requirements.

Permanent Part-Time Employees

A “Permanent Part-Time Employee” shall be defined as one who has been selected
or appointed to an established permanent pari-time position and has completed the
probationary requirements.

The definition “permanent part-time position” shall mean:

(a) a single position encompassing a specific set of duties to be filled by a
Permanent Part-Time Employee.

(b) a position posted and designated by the City as permanent part-time.

(c) a position which works a regularly scheduled shift that is a minimum of thirty-
seven and one-half (37.5) hours biweekly (inside Employee) or forty (40) hours
biweekly (outside Employee) and does not exceed sixty (60) hours biweekly
(inside Employee) or sixty-four (64) hours biweekly (outside Employee).

(d) the annual vacation and stat entitlement will be pro-rated on the basis of hours
(as specified in the posting) as well as the service commencement date.



8.05 Non-Permanent Employee

8.06

A "Non-Permanent Employee" is an Employee who has completed probation and
has maintained seniority as per Clause 13.03.

(a) Part-time - an Employee who has been awarded a part-time position or who
has worked twelve (12) consecutive months and whose regular workweek is
less than the weekly hours as specified in Clause 10.01 and 10.02.

(b) Seasonal or Relief - an Employee who has been awarded a seasonal or relief
position or recalied as specified in Article 15.

Probationary Period

A probationary period allows the Employer to evaluate and determine the suitability
and ability for continued employment of new City of Lethbridge Employees.

All newly hired Employees or rehired Employees with a break in service are
required to complete a probationary period.

Seasonal Employees and those returning from layoff are not required to re-serve a
probationary period that has been completed.

Employees who have completed their probationary period may be subject to a Trial
Period as per 8.08.

Upon completion of the probationary period, an Employee’s seniority shall date from
the original date of employment.

Probationary periods for all new City of Lethbridge Employees will be:

¢ One thousand and forty (1,040) hours for positions falling under the work
schedules for Outside Workers (10.01).

e Nine hundred and seventy-five (975) hours for positions falling under the work
schedule for Inside Workers (10.02).

Any absences from duty in excess of ten (10) consecutive days will be added to the
above probationary period.

At the probationary mid-point, where deficiencies exist, the Employer will meet with
the Employee to review their expectations and the Employee’s performance. The
Employee will be advised in writing of any deficiencies in their performance and
abilities.



8.07

8.08

8.09

8.10

Probationary Extensions

Should the Employer wish to extend an Employee’s probationary period, the
Employer shall meet with the Employee prior to the expiry of the probationary
timelines. The reasons for the extension must be provided in writing and both the
Employee and the Union must be in agreement to the extension. The extension of
the probationary period shall not exceed five hundred and twenty {(520) hours for
outside workers and four hundred and ninety (490) hours for inside workers. The
Employees shall have access to Union representation where the Employer intends
to extend the probation.

Trial Period
Any Employee awarded a posted position shall be in a Trial Period for:

e One thousand and forty (1,040) hours for positions under the work schedules for
Outside Workers (10.01)

¢ Nine hundred and seventy-five (975) hours for positions under the work
schedule for Inside Workers (10.02)

At approximately the mid-point of the Trial Period, the Employer will meet with the
Employee to review their expectations and the Employee’s performance when
deficiencies exist. The Employee will be advised in writing of any deficiencies in
their performance and abilities.

If the Employee proves unsatisfactory during the Trial Period or is not satisfied with
the position, the Employee will return to the Employee's former position and wage
without loss of seniority. Any other Employees affected by this reversion shall also
return to their former position and wage without loss of seniority.

Layoff

A layoff shall be defined as a reduction in the workforce or a reduction in an
Employee's regular hours of work.

Term Relief Positions

A Term Relief Position is a position where an Employee is relieving another
Employee who is on an approved leave of absence. It is understood that term relief
positions will not contribute toward a permanent vacancy as stated in Clause
13.04(b). If the need to relieve another Employee extends or is expected to go
beyond twenty-four (24) months, the Employer will notify the Union.



8.11

8.12

9.00

9.01

9.02

9.03

Term Positions

Where work is required for a limited period of time., the Employer may fulfill that
need with a term position. A term position shall not exceed twenty-four (24) months
unless approved by the Union and such approval will not be unreasonably withheld.
Whenever possible, the Employer will notify the Union of their intention to seek an
extension within thirty (30) days of the term expiring.

It is understood that term positions of a special or project nature extending beyond
twenty-four (24) months where the extension has been approved by the Union will
not contribute toward a permanent vacancy as stated in Clause 13.04(b).

Seasonal Posting

A posting where work is required for a specified season (i.e. summer or winter).

GRIEVANCE PROCEDURES
Definition of a Grievance

Grievance shall mean any difference concerning the interpretation, application,
operation, or any alleged violation of this Agreement.

Presence of Steward

Grievances between the Employer and an Employee or the Union shall be heard in
the presence of an authorized Union Representative.

Meetings Without Loss of Pay

When a grievor(s) and/or Union Representative(s), to a maximum of two (2) Union
Representatives, attend a grievance meeting with the Employer, the time in
attendance at the meeting will be without loss of pay. Additionally, the National
Representative may support the Local at any step of the Grievance Process.

Preparation time and time spent in pre-grievance meetings will also be allowed

without loss of pay. The total length of preparation time and pre-grievance meeting
time will be determined by mutual agreement between the Employer and the Union.
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9.04

9.05

9.06

9.07

Union Representatives Leaving the Work Site

A Union Representative shall not leave their place of work to discuss a grievance
with the Employer or an Employee during working hours without first notifying their
immediate Supervisor, where such discussions will take place, and approximately
how long the Union Representative will be away from the work site. Workplace
operational requirements will take precedence. If the Union Representative is
unable to leave the worksite, the grievance will be rescheduled for a mutually
agreeable time.

Recalls, Health and Safety, Dismissals, and Layoffs

In the case of recalls, health and safety, dismissals and layoffs, the grievance shall
be initiated at Step 2 of the Grievance Procedure (Director Level).

Replies in Writing
Replies to grievances stating reasons shall be in writing at all stages.
Settling of Grievances

The Union shall have carriage of grievances which shall be processed in the
following manner:

(a) The Parties will meet at each step of the Grievance Process and make a
sincere attempt to resolve the grievance.

(b) Informal Resolution Discussion

Within ten (10) working days of the disputed act, the Employee or Employees
concerned, with or without the Union, may seek to settle the dispute through
discussion with their immediate Supervisor and/or the applicable Business
Partner - People and Culture.

(c) Grievance Steps
Step 1

The grievance shall be filed with the applicable General Manager by the Union
with a copy to the applicable Business Partner - People and Culture, within ten
(10) working days of the disputed act or ten (10) working days after receiving a
reply from the informal resolution discussion. The General Manager shall meet
to review the grievance with the union and will render a decision in writing to
the Union, within ten (10) working days of the grievance meeting. A copy of the
reply will be sent to the Union, and applicable Business Partner - People and
Culture.

11



Step 2

if the grievance is not settled at Step 1, the grievance may be advanced to
Step 2 by the Union with the Director within ten (10) working days after
receiving the Step 1 decision. The Director or designate shall meet to review
the grievance with the Union and submit a decision in writing within ten (10)
working days to the Union, with a copy to the Business Partner - People and
Culture, and General Manager.

Step 3

If the grievance is not resolved in Step 2, the grievance may be advanced by
the Union to the City Manager, or their designate to Step 3 within ten (10)
working days after receiving the Step 2 decision.

The City Manager shall meet to review the grievance with the Union and shall
submit a decision in writing within ten (10) working days to the Union, with a
copy to the Business Partner - People and Culture, General Manager and
Director-

All grievances within the Lethbridge Police Service will be heard by
Managers/Staff Sergeants at Step 1, Inspectors at Step 2, and the Chief of
Police at Step 3. All correspondence will be copied to both the Lethbridge
Police Service HR Manager and the Manager — Business Partners - People
and Culture.

Step 4

If the grievance is not settled in Step 3, the grievance may be advanced to
Mediation by mutual agreement of the Union and Employer within ten (10)
working days after receiving the Step 3 decision.

9.08 Arbitration Procedure

If the Grievance is not settled in previous steps, either party may proceed within
thirty (30) working days to submit the Grievance to Arbitration.

(a) Either of the Parties wishing to submit a grievance to Arbitration shall notify the
other Party in writing.

(b) After receipt of notification the Parties shall attempt to agree upon an
arbitrator.

(c) Inthe event that mutual agreement regarding the appointment of an arbitrator
is not achieved, the Director of Mediation Services shall appoint an arbitrator.

12



9.09

9.10

10.00
10.01

(d) After the arbitrator has been selected the arbitrator shall meet with the Parties
and hear such evidence as the Parties may desire to present, and shall render
their decision, in writing, to the Parties.

(e) The decision of the arbitrator shall be final and binding on the Parties.

(f) The Arbitration decision shall be governed by the terms of this Collective
Agreement and shall not alter, amend or change the terms of this Collective
Agreement.

(g) The fees and expenses of the arbitrator shall be borne equally by the two (2)
Parties to the dispute.

(h) Grievances shall receive fair and just consideration.
Amending of Time Limits

The time limits fixed in both the Grievance and Arbitration Procedure may be
extended by consent of the Parties, verbally and confirmed in writing.

Where a grievor is absent due to iliness, the grievance and timelines shall be in
abeyance until the grievor's return to work.

General or Policy Grievance

When a dispute involving a question of general application or interpretation of this
Agreement occurs, the Union shall first seek to settle the dispute with the Manager -
Business Partners - GM of People and Culture. If the Union is unable to resolve the
dispute with the Manager - Business Partners - GM of People and Culture, a
grievance may be filed with the City Manager or designate within thirty (30) working
days of the disputed act or where the Union reasonably should have become aware
of the disputed act. Only grievances submitted by an authorized member of the
Union Executive shall be considered.

WORKING CONDITIONS

Work Schedule - Qutside Employees

(a) The regular working hours for outside Employees shall be eight {8) hours per
day, forty (40) hours per week and shall be scheduled between 6:00 a.m. and
7:00 p.m.

(b) Employees may submit requests for an alternative work schedule. Alternative

work schedules are acceptable if mutually agreed between the Employee,
Union, and the Employer.
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(c) If an Employee's starting time is changed, the Employer may return the
Employee to their original starting time. No further change to the Employee's
start time may occur for the remainder of the calendar week. At the option of
the Employer, an Employee may be paid overtime and be required to further
change their start time.

Schedules where an Employee's days or hours vary will be posted a minimum
of one (1) week in advance.

Changes to posted schedules must be done a minimum of forty-eight (48)
hours in advance of the start of the shift to be changed or the start of the
changed shift, whichever comes first. The forty-eight (48) hour notice period is
waived where the change is a result of an emergency, due to late notification
of a staff absence or matters beyond the control of the Employer, or where the
Employee voluntarily agrees.

(d) Entertainment and Event Services and Recreation Facilities Staff Posted
Schedules

The starting times on Entertainment and Event Services and Recreation
Facilities Staff posted schedules may vary by up to two (2) hours within the
calendar week.

10.02 Work Schedule - Inside Employees

(a) The regular working hours for inside Employees shall be seven and one-half (7
1/2) hours per day, thirty-seven and one-half (37 1/2) hours per week and shall
be between 6:00 a.m. and 6:00 p.m.

(b) Alternative work schedules are acceptable if mutually agreed between the
Union and the Employer.

(c) If an Employee's starting time is changed, the Employer may return the
Employee to their original starting time. No further change to the Employee’s
start time may occur for the remainder of the calendar week. At the option of
the Employer, an Employee may be paid overtime and required to further
change their start time.

10.03 Compensation for Non-Regular Working Hours
(a) Employees scheduled to work outside regular working hours shall have their
hourly rate of pay for those hours incremented by one dollar and seventy-five
cents ($1.75) per hour.

(b) A shift differential shall not be paid for any hours of work, which are paid on an
overtime basis.
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10.05

10.06

10.07

10.08

10.09

10.10

(c) A shift differential may not be paid for any hours of work on an Employee-
initiated alternate work schedule.

Equal Number of Weekends Off

Permanent Employees within the same workgroup required to work on weekends
shall be given two (2) other consecutive days off per week. The days off shall be
rotated to provide that Employees get Saturdays and Sundays off on an equitable
basis whenever possible.

Pay Equalization

For Employees who work schedules which may include working more hours in one
pay period than another, for the purpose of equalization, working hours shall be
averaged out to a maximum of eighty (80) hours per pay period.

Rest Breaks

All Employees shall be permitted one (1) fifteen (15) minute paid rest break in each
half of their shift.

Split Shifts

Where a schedule includes split shifts, there shall not be less than a two (2) hour
break and no shift shall extend for more than ten (10) hours.

Inside Employees working Eight (8) Hours

Employees working in a variety of departments may be scheduled for eight (8)
hours per day, five (5) days per week, Monday through Friday.

Field Service Work

The amount of field service work for the Mechanics and Welders will be kept to a
minimum.

Recreation Operator on Duty

While any arena is in use for sport or recreation and the refrigeration plant is
operating, the Employer agrees to have a Recreation Operator on duty.

When an arena is in use but ice is not present, nor is the refrigeration plant
operating, the Employer may staff the arena with a Caretaker.

15



11.00

11.01

11.02

11.03

11.04

11.05

OVERTIME
Voluntary Provision

No Employee shall be required to work overtime against the Employee's wishes.
The Employer shall keep overtime to a minimum.

Overtime Pay

Double time (2X) shall be paid for all overtime when requested by the Employer.
Work performed before and after the normal working hours, as covered by this
Agreement, without prior notice shall be considered overtime.

Distribution of Overtime

The Employer agrees to distribute such overtime as evenly as practical among the
members of the department concerned.

Each department that distributes overtime, will draft a procedure for distributing
overtime which will be posted in the workplace and provided to the Union.

Each department that regularly distributes overtime will have six (6) months from
the ratification of this Agreement to prepare and post an overtime procedure and
provide a copy to the Union. The development of any initial procedure or significant
changes to existing procedures will include consultation with the Union.
Management reserves the right to make all final decisions on overtime distribution
procedures.

The Employer will communicate any changes to the procedure in writing to the
Employees and the Union no less than thirty (30) days prior to implementation or
any shorter period of time agreed to by the Employer and the Union.

Any alleged violations of any posted overtime distribution procedure are subject to
the Grievance Procedure.

Emergency Calls

Double time (2X) shall be paid for emergency calls and not less than two (2) hours
at double time {2X) for any one (1) call out. Within the two (2) hours, thirty (30)
minutes is provided for reporting to work.

Making up Lost Time

An Employee upon approval, may elect, but will not be directed to make up lost time
from the Employee's regularly scheduled workweek at straight time.
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11.06 Pay for Working on Regularly Scheduled Days Off

In the event of an Employee being called to work on their day or days off, they shall
be paid double (2X) the hourly rate for each hour worked.

11.07 Time Off in Lieu of Overtime

No Employee shall be required to take time off in lieu of overtime except where
otherwise specified in the Agreement.

11.08 Overtime Pay at Employee's Classification

All overtime will be paid at the Employee's classification unless the job is classified
higher.

11.09 Overtime Banking

The purpose of overtime banking is to replace leisure time given up to work
overtime and will include standby and cali-outs on General Holidays. Employees
shall have the option of two hours double time (2X) pay, subject to the following:

(a) The Employee must designate at the time of work, the choice of cash payout
or banked time.

(b) In a calendar year, an Employee may bank their overtime pay. This is known
as banked pay. If an Employee elects to bank their overtime pay, there will be
no restrictions on the amount of overtime money that can be banked
throughout the pay year.

(i) For the purposes of using banked overtime pay as paid time off, the
maximum amount of leave time allowed per calendar year will be the
equivalent of one (1) bi-weekly pay period.

(i) For the purposes of withdrawing pay only, there will be no limits on the
amount of overtime pay that can be banked and requested as a monetary
payout during the calendar year. Banked overtime pay for either of these
purposes cannot be carried forward to another calendar year.

(c) Employees must submit a written request for banked time off, a minimum of
five (5) days prior to the date of taking the time off. Such time off must be
mutually agreeable between the Employee and the Manager.

(d) Banked overtime shall be credited in terms of hours and dollars at the rate of
pay in effect at the time of earning, and when subsequently taken as time off,
the payment for the hours shall be determined by dividing the hours into the
dollars banked.
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11.10

12.00

12.01

(e) For Permanent Employees, the balance of the overtime bank account as of the
last day of the calendar year shall be paid out. For Non-Permanent
Employees, the balance of the overtime bank account shall be paid out at the
point of layoff. If it is known that a Non-Permanent Employee will be working in
the last pay cut-off of the calendar year, the balance will be paid out as of the
last day of the calendar year.

(f) Overtime worked in emergency situations where cost recovery is possible,
may not be banked.

Permanent Part-Time Employees

Overtime will only apply if an Employee works more than seventy-five (75) hours
(inside) and eighty (80) hours (outside), bi-weekly.

STANDBY

Standby Assignments

Standy Assignments will be as follows:

Water and Waste Water Operations

Monday to Monday, including General Holidays

(4:30 p.m. Monday - 8:00 a.m. the following Monday)

Facility Services

Monday to Monday, including General Holidays

(4:30 p.m. Monday - 8:00 a.m. the following Monday)

Transportation Operations

Saturday, Sunday and General Holidays

(Friday 11:00 p.m. - Sunday 11:00 p.m.)

Information Technology

Weekdays, Saturdays, Sundays and General Holidays

{(Weekdays 4:30 p.m. to 11:00 p.m. — Saturday to Sunday (and Holidays) 8:00 a.m.
to 4:30 p.m. and 4:30 p.m. to 11:00 p.m.)

Based on operational need, other departments may offer standby as needed during
non-operational hours
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12.02

Flat Rate for Standby Assignments

The flat rate will be based on two (2) hours of double time (2X) at the standby rate
of pay for each weekday, Monday to Friday. The standby rate of pay will be based
on three (3) hours double time (2X) at the standby rate of pay for each weekend
day (Saturday and Sunday), and each General Holiday that falls within that weekly
assignment.

12.03 Flat Rate for Information Technology Standby Assignments

12.04

12.05

The flat rate for these voluntary standby assignments will be based on one (1) hour
double time (2X) at their current rate of pay for each weekday, Monday to Friday.
The standby rate will be based on one and one-half (1.5) hours double time (2X} at
their current rate of pay for each daytime or evening assignment for each weekend
day (Saturday and Sunday) and each General Holiday.

Emergency Call-Out for Standby Assignments

A call-out rate will be double time (2X) the standby rate for each and all emergency
call-outs.

When the Employee’s primary classification rate is higher than the standby rate, the
Employee will receive their primary classification rate at double time (2X) for the
emergency call-out.

Eligibility for Standby Assignments

All Employees, in each Department referenced in Clause 12.01 will be eligible for
the standby assignment after passing a qualifying exam. Should a need arise as
determined by Management, Employees in other departments who qualify shall be
eligible on a voluntary basis.

12.06 Procedure for Calls

It is further understood that when a person has been called out, it shall be the
Employee's obligation to contact the Telephone Answering Service to respond to
any additional calls that may have been received while the Employee was called
out.

If a cali(s) was received by a Telephone Answering Service during the original call,
the Employee is expected to respond to that call(s) as part of the original call-out.

If no call(s) has been received before the original call has been cleared, subsequent
call-outs will be considered another call-out.
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12.07 Referral Calls

Trouble calls that can be satisfied through the standby Employee making a referral
call to another City agency shall not be considered call-outs. These are deemed
paid for by the flat rate standby payment.

12.08 Pre-established Schedule

Availability for standby will be on a voluntary basis but scheduled on a pre-
established schedule.

13.00 SENIORITY AND PROMOTIONS
13.01 Seniority

Seniority is defined as the length of service in the bargaining unit as outlined in the
Scope Clause (Clause 6.08) and shall include service with the Employer prior to
certification or recognition of the Union.

Employees continue to accrue seniority during periods of approved vacation,
approved union leave, layoff from a permanent position, legislated leaves, sick
leave including unpaid sick time, and absences for Short Term Disability, Long
Term Disability and Workers Compensation.

13.02 Seniority Lists

(@) The Employer shall maintain two seniority lists (permanent/non-permanent)
showing Employees’ seniority. Seniority lists will be sent to the Union and
posted by the end of February each year (calculated up to the last payroli cut-
off of January).

(b) Seniority accumulation shall be based on calendar day tenure for Permanent
Employees or hours worked (including banked vacation time taken) for Non-
Permanent Employees. When a Non-Permanent Employee becomes a
Permanent Employee, that Employee will retain all accumulated seniority on
the new list.

(¢) These lists will be used to determine seniority until new lists are posted the
following year. Permanent seniority shall take precedence over non-permanent
seniority. Where two or more Employees commenced work on the same day,
preference shall be in accordance with the date of application for employment.
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13.03

13.04

(d) Where the qualifications and abilities of two or more non-permanent
candidates for a permanent position are deemed to be equal (such that
seniority will govern the job selection under Clause 13.04 (a)), the People and
Culture Department will calculate the seniority for these Non-Permanent
Employees up to the most recent payroll cut-off prior to the closing date of the
job posting.

Loss of Seniority

Employees shall not lose seniority rights if they are absent from work because of
sickness, disability, accident, regular seasonat layoff, parental leave, union leave, or
union-related leave of absence approved by the Employer. Seniority shall continue
to accrue during the aforementioned periods, except during the periods of layoff and
non-employment related leaves of absence.

An Employee shall lose seniority and be considered terminated if:

(@) The Employee is discharged for just cause and is not reinstated.

(b) The Employee notifies the Employer of their voluntary resignation.

(¢) The Employee has not attended the spring seasonal selection meeting nor
selected a seasonal position.

(d) An Employee is laid off in excess of two (2) years.

(e) A request for early layoff is denied and the Employee chooses to terminate
their employment. Reasons will be provided for requests which are denied.

Vacancies

(a) When a permanent vacancy occurs, the vacancy shall be posted. Selections
shall be made from the staff of the bargaining unit, provided that the applicants
have the necessary qualifications and abilities. Where qualifications and
abilities are equal, seniority shall govern.

(b) A permanent vacancy will be posted when an Employee has worked in the
same position and same department for two (2) consecutive years (4160 hours
for outside Employees; 3900 hours for inside Employees; includes banked
vacation time taken).
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13.05 Term/Relief Postings

(a)

(b)

(c)

An Employee who is selected for a term/relief posting shall be required to
complete that term before commencing in another term/relief posting unless
there is mutual agreement between the Parties to the contrary.

Once an Employee has completed a term/relief posting, the Employee will
revert to their former permanent position. Where the Employee's permanent
position has been eliminated, Permanent Employees will be entitled to the
provisions of Clause 15.02 Permanent Employee Layoff.

If an Employee competes for a position not covered by Clause 6.08 of the
Collective Agreement and is successful, seniority accumulated up to the date
of leaving the bargaining unit shall be retained for the duration of the term
position, but the Employee will not accumulate any further seniority. The
Employee shall have the right to return to their former permanent position in
the bargaining unit at the end of the term position. Union dues deductions shall
continue for the duration of the term position.

Any other Employee promoted or transferred because of this situation shall
also be returned to their former position without loss of seniority.

13.06 Job Postings

Notices of job vacancies giving classifications and rates of pay shall be posted
online for seven (7) calendar days with a copy sent to the Union.

After the appointment is made, the Union shall be notified of the successful
Employee's name.

13.07 Posting Vacancies

(a)

(b)

Where a job is posted which has a temporary wage grade assigned, the
posting will note that the rate is under review.

In the event a posting is cancelled or changed after being posted, the
Employer shall notify the Union and applicants.

13.08 Interview/Testing

(a)

(b}

Management may conduct qualification interviews and/or testing of job
applicants.

Applicants shall be given reasonable notice of the interview date and shall be
informed in advance if testing will occur the day of their interview.
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{c) Reasonable steps shall be taken to ensure that all applicants taking the test
should do so under similar circumstances.

(d) Upon completion of the selection process, applicants are able to request
feedback from the hiring Manager and/or a member of the interview
committee.

(e) Upon completion of the selection process interviewed applicants will be
advised of the outcome.

13.08 Employees Obtaining Non-CUPE Local 70 Permanent Positions

14.00

14.01

If an Employee competes for a Non-CUPE Local 70 permanent position within the
City of Lethbridge and is successful, seniority accumulated up to the date of leaving
the bargaining unit shall be retained for six (6) months or for the duration of the
probation/Trial Period, but the Employee will not accumulate any further seniority.
During this period the Employee shall have the right to return to their former position
in the bargaining unit and union dues deductions shall continue to be deducted.

Any other Employee promoted or transferred because of this situation shall also be
returned to their former position, or wage, without loss of seniority.

CHANGE OF WORK
Pay for Temporary Duties

When an Employee is required to temporarily assume the duties of another
Employee, absent on a leave, such as sickness and holidays, where such a position
carries with it a lesser rate of pay, this Employee's rate of pay will not be reduced.
While assuming the temporary duties of a higher rated position, an Employee shall
receive that rate of pay.

14.02 Pay for Working Different Classifications in One Day

An Employee who performs work in a higher classification in one (1) day, shall be
paid the higher rate of pay to the next full hour or the Employee's primary
classification, whichever is greater. To be eligible under this Clause, the Employee
must perform a substantial portion of the duties of the higher classification.

14.03 Assuming Non-Bargaining Unit Duties

Employees who are delegated by City Management to temporarily perform
positions out of the bargaining unit shall receive twelve percent (12%) above the

Employee’s own primary classification rate.
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14.04

14.05

15.00

15.01

15.02

In no case shall the bi-weekly wage exceed the salary of the Non-Union Supervisor
being replaced.

The Employee shall have the right to refuse such work assignment.
New and Major Repair Work

The Employer will endeavour to make available to the Employees within the
bargaining unit as much new and major repair work as possible.

Temporary Assignment Into a Different Classification

(a) Any temporary assignment to a different classification in excess of one (1) day
shall be offered to the most qualified Employee having taken into consideration
Employee seniority.

(b) When the senior Employee(s) is not assigned after one (1) day, the Employee
shall be paid the higher rate.

LAYOFFS AND RECALL
Role of Permanent Seniority

Both Parties recognize that job security shall increase in proportion to the length of
service. Therefore, in the event of a layoff, Permanent Employees shall be laid off in
the reverse order of their seniority.

Permanent Employee Layoff

The Employer and the Union will work together to minimize disruption to the
workforce. In the event the Employer is considering a reduction in the permanent
work staff for any reason, the Employer shall advise the Union prior to any
notification being given to Employees.

Unless legislation is more favourable to the Employee, Permanent Employees shall
receive thirty (30) paid working days' notice prior to the date of layoff. A Permanent
Employee who has been given layoff notice shall within forty-eight (48} hours,
choose one of the following options:

(a) displace a less senior permanent or Non-Permanent Employee in a
classification with the same or lesser end rate of pay provided the Employee
has the qualifications to perform the work.

(b) take a vacancy with the same or lesser end rate of pay, provided they have the
qualifications to perform the work.
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(c)

choose to accept layoff.

15.03 Seasonals

(a)

(b)

For the purposes of this clause the following section list will be used:

Parks Operations Services
Transportation Services

Water and Waste Water Services
Waste & Recycling Services
Fleet Services

Facility Services

Community Services

Waste Water Treatment Plant
Fort Whoop-Up/Galt Museum
Cemeteries

Process

The Employer will make all seasonal work in the sections noted in the section
list available to the non-permanent workforce. This will include the spring
seasonal positions and winter seasonal positions.

(i) Spring seasonal positions
Spring seasonal positions are classified as posted positions.
Posted positions:

The postings will be available at the People and Culture office in March.
An interview process (written and/or oral, depending on the nature of the
position) may be used to select Employees for posted positions. An
Employee, who is successful in obtaining a posted position and performs
satisfactorily, has the right to the same position in subsequent seasons.
Labourer positions are also considered to be posted positions.

(i) Winter Seasonal Positions

Winter seasonal positions will be posted for the section for which they are
required. This includes labourer positions. Preference will be given to
Employees within the section. An interview process (written and/or oral,
depending on the nature of the position) may be used to select
Employees for posted positions. An Employee, who is successful in
obtaining a posted position and performs satisfactorily, has the right to
the same position in subsequent seasons.
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(i) The Employer may move Employees between sections in situations
involving inclement weather, emergencies and short-term replacement
relief.

(c} Spring Orientation

An orientation meeting will be held with Non-Permanent Employees on their
first day of work to confirm their work assignments, receive orientation on
matters of safety and union affairs, sign on to payroll and review any other
related matters. At least one (1) and no more than two (2) Union Officers shall
attend the orientation meeting without loss of pay.

(d) Seasonal Layoff

Once seasonal Employees are placed in their seasonal work they cannot
bump or be bumped while they remain in that seasonal work. When the
seasonal work is completed, Non-Permanent Employees will be subject to
layoff, or reassignment within the section, according to seniority. If senior
Employees are given a layoff notice, they will have the right to bump into a
labour pool position within their own section, which is occupied by a junior
Employee. Non-Permanent Employees shal! give notice when they will be
available for work before they are laid off.

Unless legisiation is more favourable to the Employee, the Employer shall
notify seasonal Employees five (5) working days prior to the effective date of
the regular seasonal layoff. Any seasonal Employee who requests early layoff
may lose seniority as per clause 13.03. Seasonal Employees must complete a
request at the time of layoff, in order to remain on the seniority list.

15.04 Casual Clerical Pool

Casual Clerical Pool Employees may relieve in a position for annual vacation,
sickness, maternity or parental leave, or temporary work requirements. Casual
Clerical Pool Employees will be paid at the Band 2 rate of pay uniess they are in a
posted position. All maternity leave relief positions shall be posted. Relief
placements will be handled through the People and Culture Department.

Using the non-permanent seniority list, Employees will be called for employment as
required according to seniority provided that they have the necessary qualifications
and ability.

Casual Clerical Pool Employees may accept or reject an assignment without loss of
seniority. Once a Casual Clerical Pool Employee accepts an assignment, the
Employee shall be locked into that position for the entire relief period unless
otherwise agreed. This does not have application in the case where the Employee
is applying for a posted position.

26



15.05

15.06

16.00

16.01

inclement Weather

(a) Non-Permanent Employees whose work is affected by inclement weather shall
be offered alternate work within the department, if available, in order of
seniority. All Non-Permanent Employees shall report for work each day
regardliess of weather conditions and shall remain at work until management
advises that work will be discontinued for the day. If an Employee is
participating in pre-scheduled training, they will advise their Supervisor and
continue the training.

(b) Employees in posted term positions shall not be affected by inclement
weather, excluding those positions posted as Labourers or zero to forty (0 to
40) hour positions.

Current Address of Employee

It is the responsibility of the laid-off Employee to update their personal information
which includes their phone numbers, home and mailing address and emergency
contacts by accessing the Employee Toolkit in the Employee portal CITYWISE.
There is no obligation upon the City to attempt to locate laid-off Employees who
cannot be contacted at the most recent address and telephone number provided.

GENERAL HOLIDAYS

For the purposes of this Article “normal pay for the day” shall mean an Employee’s
primary classification rate of pay multiplied by their regular hours; seven and one-
half (7.5) hours for inside Employees and eight (8) hours for outside Employees.
For Employees who regularly work on a compressed or alternate schedule, the pay
or day in lieu will be for the regular number of hours worked per day without the
need for the Employee to make up hours,

Paid Holidays

The following shall be considered paid holidays:

New Year's Day Canada Day Thanksgiving Day
Family Day Heritage Day Remembrance Day
Good Friday Labour Day Christmas Day
Easter Monday National Day for Boxing Day
Victoria Day Truth and Reconciliation

and all holidays proclaimed by the City of Lethbridge, the province of Alberta or the
Dominion of Canada.
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16.02

16.03

16.04

16.05

No deduction in the wages or salaries of any Employee shall be made on account
of the above mentioned holidays occurring during regular work periods, provided
the Employee has worked the scheduled day immediately preceding or following
the holiday unless that scheduled day is an approved leave.

Pay for Holidays on Employees' Days Off

If the General Holiday falls on an Employee's day off, the Employee shall be entitled
to their normal pay for the day or be given a day in lieu of their normal pay for the
day.

If the Employee chooses a day in lieu of normal pay for the day, that day will be
taken at the mutual convenience of both Parties. The day in lieu must be taken in
the calendar year in which it is earned.

For Employees who regularly work on a compressed or alternate schedule, the pay
or day in lieu will be for the regular number of hours worked per day.

Pay for Working Holidays

If an Employee works on a general or declared holiday, the Employee shall be paid
holiday pay at double (2X) their hourly rate of pay, for each hour worked in addition
to the Employee's normal pay for the day.

For Employees who regularly work on a compressed or alternate schedule, the pay
or day in lieu will be for the regular number of hours worked per day.

Proclamation of New General Holidays

If any Governmental Body, whose authority is binding in these matters, proclaims a
holiday, it will be recognized as a legal holiday except when replacing a holiday
named in this section, in which case the proclaimed holiday only shall be
recognized,

Holidays Celebrated on the Following Monday

With respect to holidays which fall on Saturday or Sunday and are commonly
celebrated on the Monday following (when such Monday is declared by the City as
the day in lieu of the Holiday) the premium pay shall be paid with respect to the
Monday and not with respect to the Saturday or Sunday. With respect to shift
Employees, premium pay shall be paid on the actual holiday and not on the Monday
following.
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16.06 Pay for Non-Permanent Employees

(a) Non-Permanent Employees who don’t work on a general holiday and are
eligible for general holiday pay must be paid at least their average daily wage
as per Employment Standards.

(b) If an Employee works on the General Holiday, the Employee will be paid
double (2X) the regular rate of pay in addition to the payment provided in
16.06(a).

17.00 ANNUAL VACATION
17.01 Annual Vacation Entitlement

(a) Al Permanent Employees hired effective January 1, 2008, or thereafter, while
remaining in the continuous regular employment of the Employer shall be
entitled to annual vacation leave with pay at the regular hourly rate. An
Employee entering the service after the fifteenth (15th) of any month, will be
considered for vacation entitlement purposes, to have entered the following
month.

In the first (1st) calendar year of an Employee's service, the Employee shall
receive up to 15 days of vacation as determined by the month they started
their employment.

First Year of Service

ggx\zg EENTERING _Entitlement gv7e.:kHour :voe.ngour
January 15 Days 112.50 120.00
February 16 Days 112.50 120.00
March 16 Days 112.50 120.00
April 13 Days 97.50 104.00
May 10 Days 75.00 80.00
June 9 Days 67.50 72.00
July 8 Days 60.00  |64.00
August 6 Days 45.00 48.00
September 5 Days 37.50 40.00
October 4 Days 30.00 32.00
November 2 Days 15.00 16.00
December 1 Day 17.50 | 8.00
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. . | 37.5 Hour 40.0 Hour
g YerOf_ Ser\nce _Ent_‘lAtIement week week
Second (2") to Seventh
| (7) calendar year _ 15 days 112.50 12030
Eighth (8™) to sixteenth
(16" calendar year | .20 Days 150'00_. B 160.00
Seventeenth (17™) to
twenty-fourth (24) 25 Days 187.50 200.00
calendar year
Twenty-fifth (25%) to
twenty-ninth (291 30 Days 225.00 240.00
calendar year B

For Employees working an alternate workweek, the daily entitlement will
equate to the regular scheduled working hours for the vacation day taken.

Upon termination of employment, an Employee will be paid out a pro-rated
amount of vacation based on the number of calendar months worked prior to
termination less any vacation time already taken in that year. Employees who
have taken vacation leave in excess of the amount that would be paid out
upon termination will have any excess reversed and the applicable amount will
be deducted from any monies owing to the Employee by the corporation.

(b) Length of Vacation

All Permanent Employees hired prior to January 1, 2009, and who have
remained in continuous regular employment with the City, are subject to an
accrual based vacation system, whereby they earn vacation in one year to be
taken in the following year.

Upon termination of employment, an Employee on this system is entitled to be
paid out their outstanding accrued vacation time for the prior year plus a pro-
rated amount of vacation earned in the current year up to and including the
termination date.

17.02 Emergency Call-Back

It is agreed that any Employee shall not be called back to work while on annual
vacation except in case of extreme emergency.

17.03 Declared Holidays

General or declared holidays are not included in the vacation period.
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17.04 Employer Requesting a Change

If the Employer has cause to request an Employee to change their holiday period,
the Employer must give the Employee at least two {2) weeks notice of such change,
except in cases of extreme emergency.

17.05 Vacation Lists

(a) Each department or section shall be required to post a vacation schedule
where it can be seen by all Employees in the department or section.

(b) A copy of these schedules will be made available to the Union upon request.

(c) These schedules will be used to determine the choice of vacations for all
Employees in each category.

(d) Selection priority is determined by a rotating seniority list where the first two (2)
names on the list will be placed in reverse order at the bottom of the list each
year. Where there is an odd number of Employees, the first two (2) names on
the list will move to the bottom of the list each year without reversing. Any new
Employees will be added below those on the list. This may be excluded where
the Union, in agreement with the Employer, concurs in writing that it need not

apply.
17.06 Non-Permanent Vacation Pay

{(a) Non-Permanent Employees hired on or after September 21, 1998, will receive
vacation pay according to the current provisions of the Employment Standards
Code. Non-Permanent Employees hired before September 21, 1998, shall
receive vacation pay based on their service in hours according to the following
schedule:

Four percent (4%) vacation pay up to 3119 hours

Six percent (6%) vacation pay 3120 to 8319 hours
Eight percent (8%) vacation pay 8320 to 18719 hours
Ten percent (10%) vacation pay 18720 to 27039 hours
Twelve (12%) vacation pay 27040 and over

(b) Non-Permanent Employees will be paid Vacation Pay on a bi-weekly basis on
their regular pay cheque.

Non-Permanent Employees will be eligible for unpaid vacation time as per the
provisions of the Employment Standards Code.
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(c) If a Non-Permanent Employee has met the eligibility criteria of 4160 hours,
they may at the point of eligibility or subsequently at the commencement of the
calendar year elect to:

(i) Bank Vacation Pay for use as Vacation Time during the current calendar
year and/or,

(i) Bank Vacation Pay for use as Vacation Time during the following
calendar year or,

(i) Bank Vacation Pay and be paid out at the end of the current calendar
year, or at the end of the following calendar year.

(d) Non-Permanent Employees who are given notice of layoff may elect to be paid
out all or part of Banked Vacation Pay at the time of layoff.

Vacation time cannot be used to reduce or extend a period of layoff. (e.g.
inclement weather or regular seasonal layoff).

Banked Vacation may be paid out upon request during the current and/or the
following calendar year provided the Employee has not been laid off. Vacation
Pay remaining in the Bank at the end of the following calendar year must be
paid out. Seniority shall continue to accrue during approved vacation time but
not for any period that is paid out.

(e) Non-Permanent Employees whose status changes to permanent shall receive
vacation pay up to and including the day before the effective date of such a
change in status. If the Employee has a Vacation Pay Bank, the balance of
that Bank will be paid out in full prior to the status change to permanent. The
Employee's paid vacation entitlement for the remainder of the calendar year in
which their status changed to permanent, will be calculated from an
Employee's benefits service date and will be pro-rated based on their service
in hours. If such Employee's paid vacation in the year the Employee attains
permanent status is less than ten (10) days, then such an Employee shall be
allowed time off without pay so that the total vacation period {paid and unpaid)
is ten (10) days.

17.07 Approved Leave During Vacation

Where an Employee qualifies for sick leave, bereavement or any other approved
leave during the period of the Employee's vacation, there shall be no deduction
from vacation credits for such absence. The period of vacation so displaced shall
either be added to the vacation period or reinstated for use at a later date at the
Employee's option.
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17.09

17.10

18.00

18.01
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18.03

In all cases of iliness while on vacation, an Employee will have vacation credited
corresponding to the number of days ill provided that a medical certificate is
provided for all days claimed.

Vacation Splits

An Employee shall be allowed, with approval, to split their annual vacation or take it
in a continuous block.

Disability Vacation Payout

Any Employee who at December 315t of a given year is on short-term disability and
has been on said short-term disability for a duration of six (6) months or longer,
shall be paid any remaining previous year's vacation entitlement. At the point in time
where the Employee has been on disability for one year, the Employee shall be
paid their remaining vacation entitlement.

Vacation Carry-Over

Permanent Employees entitled to three weeks vacation or more shall be entitled to
maintain a bank to a maximum of fifteen (15) working days annual vacation in their
long-term vacation bank. Unused vacation days at the end of the year will be moved
automatically to the long-term vacation bank if maximums have not been reached.

As of January 2026, any unused vacation exceeding fifteen (15) working days will
be paid out at the beginning of each calendar year.

LEAVE OF ABSENCE

Leave Without Pay

An Employee may be granted a leave of absence without pay and without loss of
seniority only insofar as the operation of the department will permit.

Requests and Authorization of Leave

Requests for leave shall be in writing with reasonable notice and authorized by the
Manager. Decisions shall be communicated in writing to the Employee.

Other Employment while on Leave
Employees taking other employment while on a leave of absence, unless

authorized by the General Manager to do so, shall be considered to have
terminated their services with the City.
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18.05

18.06

18.07

18.08

19.00

Appeal to General Manager

If an Employee's request for a leave is refused, the Employee shall have the right of
appeal to the appropriate Manager who will meet with the Employee concerned
before rendering a decision. Should the request for a leave of absence be refused
by the Employee's Manager, the Employee shall have the right to appeal in writing
to the General Manager whose decision shall be final.

Job Security

On the return from such a leave, an Employee shall be entitled to his or her former
position.

Extension of a Leave

Sufficient and reasonable notice must be given for an extension of a leave of
absence and be authorized by the General Manager. If authorization is not received
and the Employee has not returned to work at the expiration of the authorized
leave, their employment wilt be terminated. Application for extension of a leave
must be in writing. Where this is not possible, it can be requested verbally and
confirmed in writing within five (5) days.

Benefits While on Leave

An Employee who has been granted a leave of absence of any kind for any period
is responsible for both the Employee and Employer benefit premiums during the
entire period of a leave should they choose to continue with these benefits. The
Employee will also be responsible for their portion of pension contributions for one
year, after which the Employee will be responsible for both the Employee and
Employer contributions should they choose to continue with these benefits.

liness Within the Family

An Employee shall be allowed up to a maximum of ten (10) days leave annually
without pay, but without loss of seniority or benefits, due to an iliness within the
immediate family. Such an Employee may elect to debit their vacation credits rather
than take unpaid leave. Vacation accrual shall not be affected.

MATERNITY/PARENTAL LEAVE

Both the Union and the City recognize the Maternity Leave and Parental Leave
provisions of the Employment Standards Code of Alberta. If an amendment to the
Employment Standards Code results in greater entitiements than those below,
those greater entitlements will apply.
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19.01 Length of Maternity and Parental Leave

19.02

19.03

Maternity and Parental leave will be made availabie to all eligible Employees. The
total leave to be taken, at the Employee's discretion, will not exceed the timelines
outlined in the Employment Standards Code.

Shortening of Leave

Employees who have given birth must take at least 6 weeks leave after the birth of
their child unless the Employer agrees to an early return to duties upon the
Employee providing a medical certificate stating their return will not endanger their
health.

Notice to Employer

(a) Birth Parent

(b)

(c)

(d)

Where possible, a pregnant Employee will give the Employer six {6) weeks
notice in writing of the day upon which the Employee intends to commence
maternity/parental leave, together with a medical certificate certifying that the
Employee is pregnant and giving the estimated date of delivery.

Non-Birth Parent

An Employee who is a non-birth parent will give the Employer six (6) weeks
notice in writing of the day upon which the Employee intends to commence
parental leave. Upon request of the Employer, the Employee will provide a
medical certificate with the estimated date of delivery or documentation
certifying the birth of their child, whichever is applicable.

Adoptive Parents

Where possible, a prospective adopting parent will give the Employer six {6)
weeks notice in writing of the day upon which the Employee intends to
commence the leave, together with documentation verifying the anticipated
adoption or adoption date.

Both Parents are Employees

If parents of the same child are employed by the Employer, the Employer is
not required to grant parental leave to more than one Employee at a time.
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19.04 No Prior Notice Provision

(a)

(b)

(c)

Birth Parents

Pregnant Employees who fail or are unable to comply with Clause 19.03(a) will
be entitled to maternity and/or parental leave if, within two (2) weeks after the
Employee ceases work, the Employee provides a medical certificate indicating
that the Employee is not able to work because of a medical condition arising
from pregnancy and providing the estimated or actual date of delivery.

Non-birth Parents

Employees who fail or are unable to comply with Clause 19.03(b) will be
entitled to parental leave if they provide the Employer written not