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COLLECTIVE AGREEMENT made this 24th day of February, 2026 
 
BETWEEN 
 

 
a body corporate, 

 
 

OF THE FIRST PART
- and - 

 
THE HEALTH SCIENCES ASSOCIATION OF ALBERTA 

Union  

OF THE SECOND PART

 
PREAMBLE 
 
WHEREAS the parties acknowledge that their primary purpose is to provide efficient client care 
service leading to the effective rehabilitation of clients, and 
 
WHEREAS the purpose of this Collective Agreement is to ensure harmonious relations exist 
between the Employer and the Employees and to establish mutually satisfactory working 
conditions, 
 
NOW THEREFORE THIS COLLECTIVE AGREEMENT WITNESSES that the parties hereto in 
consideration of the covenants herein contained agree with each other as follows: 
 
ARTICLE 1: DEFINITIONS 
 
In this Collective Agreement: 
 
1.01 The Public Service Employee Relations Act, R.S.A. 2000, c. P-43 as amended.
 
1.02 "Compulsory Interest Arbitration" and "Collective Agreement Arbitration" shall be 

determined and take meaning from the sections of the Act dealing with the resolution of a 
difference or dispute. 

 
1.03 D

Collective Agreement, means the date that an Employee commenced employment as an 
 

 
1.04 

which an Employee is entitled as compensation for services rendered exclusive of all 
allowances and premium payments. 

 
1.05 "Business Quarter" means a period of time as determined by the Employer equal to three 

(3) calendar months.  
 
 

THE WORKERS' COMPENSATION BOARD

(hereinafter referred to as the "Employer")

(hereinafter referred to as " ")

"Act" means

"Anniversary ate", unless otherwise changed by the operation of the terms of this

Employee of the Workers' Compensation Board.

"Basic Rate of Pay" means the rate specified in the salary scales set out in Article 28 to
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1.06  
 

131 Airport Road 
Edmonton, AB 
T5G 0W6 

 
and any other location at which work is performed within the scope of Bargaining Certificate 
No. 1-81, issued by the Public Service Employee Relations Board. 

 
1.07  

and shall also mean and include such Officers as may, from time to time, be appointed or 
 

 
1.08 

paramedical professional nature in a classification included herein, or who is included in the 

Board, and whose employment is designated as: 
 

(a) -
specified probation period in Article 11 and who is continuously employed on a 
regularly scheduled basis in accordance with Article 21; or 

 
(b) -

specified probation period under Article 11 and who is continuously employed on a 
regularly scheduled basis. Permanent part-time Employees work fourteen (14) hours 
or more per week.   

 
(c) 

(6) months as relief or for a special project of limited duration to a maximum of 
twenty four (24) months. 
mutual agreement between the Employer and the Union. Where possible, such 
extension requests shall be submitted to the Union in writing thirty (30) days prior to 
expiry. Such agreement shall not be unreasonably withheld. A Long Term Temporary 
Employee shall be covered by the terms and conditions of this Collective Agreement, 
except for the following: 

 
  Article 18 (Layoff and Recall); 
  Article 19 (Position Abolishment); 
  Article 35 (Professional Development and Education Leave); 
  Article 43 (Long Term Disability Plan); 
  Article 45 (Group Life Insurance), except after completion of one (1)  

     year of continuous service; and 
  Article 46 (Pension Plan), except as required under the Public Service 

    Pension Act. 
 

(d) 
as relief or for a special project of limited duration. A Short Term Temporary 
Employee shall be covered by the terms and conditions of this Collective Agreement, 
except for the following: 
 

"Millard Health" means the facility located at:

"Employer" means the Workers' Compensation Board (WCB) and its designate as required

designated by the Workers' Compensation Board to carry out its administrative duties.

"Employee" means a person hired to perform functions of a paramedical technical and/or

bargaining unit defined as "All Employees when employed in a paramedical technical and/or
paramedical professional capacity" as certified by the Public Service Employee Relations

"Permanent Full Time Employee", one who has or will be required to complete the

"Permanent Part Time Employee", one who has or will be required to complete the

"Long Term Temporary Employee" means one who is hired for a term longer than six

Long Term Temporary Employee's may be extended by

"Short Term Temporary Employee" means one who is hired for six (6) months or less
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  Article 18 (Layoff and Recall); 
  Article 19 (Position Abolishment); 
  Article 28 (Salaries), except that 28.04 and 28.07 are applicable; 
  Article 31 (Vacations), except that Article 31.09 is applicable; 
  Article 33 (General Policies Covering Leaves of Absence), except that 

           Article 36 (Bereavement Leave) is applicable; 
  Article 35 (Professional Development and Education Leave); 
  Article 41 (Health Benefits); 
  Article 42 (Sick Leave); 

Article 43 (Long Term Disability); 
  Article 45 (Group Life Insurance); 
  Article 46 (Pension Plan); and 
  Article 51 (Seniority). 
 

(e)  
 

(i) is regularly scheduled for a period of three (3) months or less for a specific job, 
or 

(ii) relieves for absences the duration of which is three (3) months or less, or
(iii) works on a call-in basis and is not regularly scheduled. 

 
 No casual Employee shall be scheduled without their consent. A Casual Employee 

shall be covered by the terms and conditions of this Collective Agreement, except for 
the following: 

 
  Article 11 (Probationary Period); 
  Article 14 (Permanent Part-Time Employees); 
  Article 18 (Layoff and Recall); 
  Article 19 (Position Abolishment); 
  Article 21 (Hours of Work for Full-Time Employees), except that Articles

     21.03, 21.04, and 21.05 are applicable; 
  Article 28 (Salaries), except that 28.04 and 28.07 are applicable; 
  Article 31 (Vacations), except that Article 31.09 is applicable; 
  Article 32 (Named Holidays), except that Article 32.06 is applicable; 
  Article 33 (General Policies Covering Leaves of Absence); 
  Article 35 (Professional Development and Education Leave); 
  Article 41 (Health Benefits); 
  Article 42 (Sick Leave); 
  Article 43 (Long Term Disability Plan); 
  Article 45 (Group Life Insurance); 
  Article 46 (Pension Plan); and 

Article 51 (Seniority). 
 
1.09  
 
1.10 

following month. 
 
1.11 
 

"Casual Employee" means one who:

"Layoff" means a separation from employment with the potential for future recall.

"Month" is the period of time between the date in one month and the preceding date in the

"Position Abolishment" means the permanent abolishment of an employment position.
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1.12 - ans the Employee shall continue to receive his current salary in the higher 
paid classification until the salary of the lower paid classification passes his current salary.

 
1.13 

accrue from the date the current period of continuous employment within the bargaining 
unit commenced.  

 
1.14 

Collective Agreement. 
 
1.15  
 
1.16  
 
1.17 Throughout this Collective Agreement, a pronoun used applies to the gender spectrum. A 

word used in the singular applies also in the plural and vice versa. 
 
1.18 eriods of time referred to in days shall be deemed to mean such 

periods of time calculated on consecutive calendar days exclusive of Saturdays, Sundays 
and Named Holidays specified in Article 32. 

 
1.19    
 
1.20  
 
1.21 

been appointed by the Local Unit.    
 
1.22 ated by the Union to act as an 

Employee Representative in the administration of the Collective Agreement.   
 
ARTICLE 2:  TERM OF COLLECTIVE AGREEMENT 
 
2.01 The term of this Collective Agreement shall be from January 1, 2025 up to and including the 

31st day of December 2028 and from year to year thereafter unless notice in writing is 
given by either party to the other party, not less than sixty (60) days nor more than 120 
days preceding the expiry date, of its desire to change or amend this Collective Agreement. 

 
2.02 Where notice is served by either party to commence collective bargaining, this Collective 

Agreement shall remain in full force and effect until procedures and/or acts contemplated by 
the Act for the resolution of disputes have been complied with. 

 
2.03 Notwithstanding the above, the terms and conditions included within this Collective 

Agreement may be altered during its term by mutual written consent between the Union
and the Employer. 
 

ARTICLE 3: NO STRIKE OR LOCKOUT 
 
3.01 The Union agrees that during the life of this Collective Agreement, it will not be involved in 

nor will it condone or authorize a strike, slowdown, stoppage of work, picketing of the 

"Red Circling" me

"Seniority" is the measurement of the length of the period of employment and begins to

"Gross Earnings" shall mean all monies earned by an Employee under the terms of this

"Shift" means a daily tour of duty exclusive of overtime hours.

"Vacation" means annual vacation with pay.

"Time Periods" means p

"Preceptor" shall mean an employee who is supervising, educating, or evaluating students.

"Union" means Health Sciences Association of Alberta.

"Local Unit Representative" means a Union Member and Employee of the Employer who has

"Steward" means an Employee of the Employer design
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action. 
 
3.02 If an Employee engages in a strike, slowdown, stoppage of work, picketing of the 

the Union shall instruct them to return to work immediately and perform their duties 
faithfully and resort to the grievance procedure established herein for the settlement of any 
difference or grievance. If the Employee does not return immediately, they may be deemed 
to have terminated their employment. 

 
3.03 The Employer agrees that, during the life of this Collective Agreement, it will not sanction or 

authorize a lockout. 
 
ARTICLE 4: MANAGEMENT RIGHTS 
 
4.01 The management of the Millard Health is vested exclusively in the Employer. All functions, 

powers, rights and authorities which the Employer has not specifically abridged, delegated 
or modified by way of the Agreement, are recognized by the Union. 

 
Without limiting the generality of the foregoing, the Union acknowledges that it shall be the 
exclusive right of the Employer to operate and manage its business, including the right to:

 
(a) maintain order, discipline and efficiency; 

 
(b) make, alter, and enforce, from time to time, rules and regulations to be observed by 

an Employee, which are not in conflict with any provision of this Collective 
Agreement; 

 
(c) direct all types of Employees in the work force and to create new classifications and 

work units and to determine the number of Employees, if any, needed from time to 
time in any work unit or classification and to determine whether or not a position, 
work unit, or classification will be continued, abolished or declared redundant; 

 
(d) hire, promote, transfer, lay-off, recall; and 

 
(e) demote, discipline, suspend or discharge for just cause. 

 
ARTICLE 5: RECOGNITION AND UNION BUSINESS 
 
5.01 The Employer recognizes the Union as the sole bargaining agent for Employees covered by 

this Collective Agreement. 
 
5.02 No Employee shall be required or permitted to make any written or verbal agreement which 

may be in conflict with the terms of this Collective Agreement.  
 

5.03 Except as otherwise specified elsewhere in this Collective Agreement, all correspondence 
between the parties arising out of this Collective Agreement or incidental thereto shall pass 
to and from the Employer and the Union.  

 
5.04 An Employee shall not engage in Union business during their working hours without prior 

written permission of the Employer. 

Employer's premises, or refusal to perform work, and no Employee shall be involved in such

Employer's premises or refusal to perform work during the life of this Collective Agreement,
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5.05 Any duly accredited Officer of the Union 

the purpose of transacting Union business provided prior permission to do so has been 
granted by the Employer. 

 
5.06 A representative of the Union shall have the right to make a presentation of up to thirty 

(30) minutes at the orientation of new Employees with respect to the structure of the Union, 
as well as the rights, responsibilities and benefits under the Collective Agreement, provided, 
however, that attendance at the presentation shall not be compulsory and that a 
representative of the Employer may be present at the presentation. To facilitate 
orientations, a schedule of any formal orientation sessions regularly conducted by the 
Employer shall be provided to the Union Representative. A list of new Employees within the 
bargaining unit scheduled to attend at such orientations, shall be provided to the Union 
Representative no later than three (3) days prior to such sessions.  

5.07 The name of the person(s) acting as the Union Representative shall be supplied in writing to 
the Employer before they are recognized as the Union Representative. This representative 
shall be entitled to leave work to carry out the functions as provided in this Collective 
Agreement (such as but not limited to Group Representative duties, attendance at 
disciplinary meetings, EMAC meetings, etc.) provided written permission to leave work 
during working hours, and agreement on the length of time of such leave, shall first be 
obtained from the Supervisor. Such permission shall not be unreasonably withheld. This 
representative shall suffer no loss of pay for time spent on th
performing such duties.  

 
5.08 At the beginning of each calendar year, the Union will provide written confirmation to the 

Employer, of the names of the  Representatives. 
 
5.09 Stewards 

 
(a) The name of a Steward shall be supplied to the Employer before they are recognized 

as a Steward. The number of Stewards will be limited to a maximum of two (2).
 

(b) Stewards shall be granted time off with pay in order to participate in Steward 
training and related workshops, seminars, and schools. The cost of training will be 
covered by the Union and the Union will reimburse the Employer wages for any time 
off related to training provided by the Union.  

 
(c) The Steward shall be allowed reasonable time while on duty without loss of pay to 

perform their duties. Time to perform Steward duties shall take place during regular 
work hours. Steward duties may include but are not limited to: 

(i)  Accompanying an Employee at an investigation or outcome meeting called by 
the Employer where disciplinary action is possible. 

(ii)  Processing grievances including preparation and attendance at grievance 
hearings. 

  (iii)  Meeting with new Employees consistent with Article 5.06.  

  (iv)  Attendance at EMAC or labour/management meetings. 

may be permitted on the Employer's premises for

e Employer's premises in

Union's
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(d)  It is the sole responsibility of the Union to arrange the attendance of a Steward for 
5.03 (c) (i) and (ii). The presence of a Steward will be agreed to by the Employee 
and the Union.  

(e)  A Steward shall obtain permission from their Supervisor to leave work and 
agreement on the length of time of such leave. Such permission shall be requested 
with as much advance notice as possible and shall not be unreasonably denied.  

 
5.10 Representatives of the Union will be granted time off with pay in order to participate in 

collective bargaining with the Employer. HSAA agrees to reimburse the Employer for actual 
salary paid to the Employee while on leave plus an administrative charge of fifteen percent 
(15%). 

 
5.11 Members of the HSAA Board will be granted time off with pay to attend meetings of the 

Board. Time off will be requested in writing with as much advance notice as possible. HSAA 
agrees to reimburse the Employer for actual salary paid to the Employee while on leave plus 
an administrative charge of fifteen percent (15%). 
 

ARTICLE 6: EMPLOYEE MANAGEMENT ADVISORY COMMITTEE (EMAC) 
 
6.01 A Joint Employee-Employer Committee shall be established. The purpose of the Joint 

Committee is to promote and to provide for effective and meaningful communications of 
information and ideas and to make recommendations on matters of mutual concern. Matters 
may be referred to the Committee by Employees or the Employer. Participants should do so 
in a constructive and professional manner, and should be able to do so without negative 
repercussions. 
  

6.02 There shall be no loss of income for time spent by Employees at meetings and in carrying 
out the functions of this Committee. 

 
ARTICLE 7: OCCUPATIONAL HEALTH, SAFETY AND WELLNESS COMMITTEE 
 
7.01 The parties to this Collective Agreement will cooperate to the fullest extent in the matter of 

Occupational Health, Safety and Incident Prevention.  
 
7.02 Required safety equipment and devices will be provided where necessary by the Employer.
 
7.03 The Millard Health Occupational Health, Safety and Wellness Committee shall include at 

least two (2) Employee representatives appointed by the Union. 
 
7.04 The Millard Health Occupational Health, Safety and Wellness Committee shall meet at least 

quarterly. 
 
7.05 When an issue has been submitted to the Millard Health Occupational Health, Safety and 

Wellness Committee, the parties will discuss the issue to determine if a formal meeting is 
required.  If either party requests a formal meeting, the meeting will be scheduled within 
ten (10) working days of the request. 

 
7.06 There shall be no loss of income for time spent by Employees at meetings and in carrying 

out the functions of this committee. 
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7.07 The Millard Health Occupational Health, Safety and Wellness Committee shall also consider 

and may make recommendations to the Employer in that regard.  
 
7.08 Should the recommendations not be implemented or steps taken towards implementation 

within thirty (30) days from the date the recommendation is made, the Millard Health 
Occupational Health, Safety and Wellness Committee may request and shall have the right 
to have the recommendations presented to the Director, Millard Health (or designate). The 
Director, Millard Health (or designate) will reply in writing to the Millard Health Occupational 
Health, Safety and Wellness Committee within fourteen (14) calendar days of the receipt of 
the recommendation.  

 
7.09 The Employer shall not unreasonably deny employee representatives of the Millard Health 

Occupational Health, Safety and Wellness Committee access to the workplace to conduct 
safety inspections during regular business hours. 

 
7.10 The Employer shall have in place a violence and harassment prevention plan that adheres to 

Alberta's Occupational Health and Safety legislation. Employer policies, plans and 
procedures related to occupational health and safety may be reviewed by the Millard Health 
Occupational Health, Safety and Wellness Committee annually.  

 
7.11 The Employer shall provide the Committee a completed report of all serious incidents, 

potentially serious incidents, and dangerous work refusals as described by the Occupational 
Health & Safety Act. 

 
ARTICLE 8: MEMBERSHIP AND DUES 
 
8.01 Membership in the Union is voluntary. 
 
8.02 Notwithstanding the provisions of Article 8.01, the Employer will deduct from the gross 

earnings (exclusive of Long Term Disability Benefits) of each Employee covered by this 
Collective Agreement, an amount equal to the dues as specified by the Union. Said 
deductions shall be forwarded to the Union, or its authorized representative, not later than 
the fifteenth (15th) day of the month following. 

 
8.03 Dues shall be accompanied by a list showing for each of the Employees from whom 

deductions have been taken: 
 

(a) name; 
 

(b) home address; 
 

(c) home phone number; 
 

(d) employment status (e.g. Permanent, Temporary, Casual); 
 

(e) increment level; 
 

(f) the amounts of the dues deductions, on an ongoing basis; 
 

measures necessary to protect the security of each Employee on the Employer's premises



9 
 

(g) work telephone number;  
 

(h) seniority date; 
 
(i) classification; and 
 
(j) employment category (e.g. active or leave of absence). 
 

8.04 Dues will be deducted from an Employee during sick leave with pay and during a leave of 
absence with pay. 

 
8.05 The Union 

dues are to be deducted, and the Employer shall not be required to effect a change in the 
rate more often than three (3) times in any calendar year. 

 
8.06 The Employer agrees to supply the Union with a monthly statement indicating new 

Employees, Employees terminated, Employees reclassified, promoted or transferred outside 
the scope of this Collective Agreement, and any other changes of Employees' status.  

 
8.07 The Employer will record the amount of Union dues deducted on the T-4 forms issued to an 

Employee for income tax purposes. 
 
ARTICLE 9:  BULLETIN BOARDS 
 
9.01 The Employer shall provide an electronic version of the HSAA bulletin board on the internal 

network for the exclusive use of the Union to post notices of meetings and other notices 
which may be of interest to Employees. The local unit chair and alternate shall have the 
exclusive right to have editing privileges to the electronic HSAA bulletin board. The 
Employer reserves the right to require that posted material objectionable to the Employer 
be removed from the bulletin board. If accessibility issues arise with the electronic version, 
the Union has the right to revert back to the HSAA physical bulletin board. 

 
ARTICLE 10: NO DISCRIMINATION 
 
10.01 There shall be no discrimination, restriction, or coercion exercised or practiced by either 

party in respect to any Employee by reason of race, color, creed, national origin, political or 
religious affiliation, gender, sexual orientation, gender expression, gender identity, physical 
disability, mental disability, source of income, family status, marital status, age, nor by 
reason of membership or non-membership or lawful activity in the Union, nor in respect of 
an Employee or Employer exercising any right conferred under the Collective Agreement or 
any law of Canada or Alberta. 

 
ARTICLE 11: PROBATIONARY PERIOD 
 
11.01 A newly hired Employee shall serve a probationary period of six (6) months worked, 

immediately following the date on which the current period of continuous employment 
commenced. 

 
11.02 If, in the opinion of the Employer, the Employee is found to be unsatisfactory, the Employer

will identify, in writing, any deficiencies and allow the Employee opportunity to correct them 
during the probationary period.   

shall give not less than thirty (30) days' notice of any change in the rate at which
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11.03 If, in the opinion of the Employer, the Employee is found to be unsatisfactory, the 

and the Employer will advise the Union. 
 
11.04 If, in the opinion of the Employer, the Employee is found to be unsatisfactory they may be 

terminated without notice and without recourse to the grievance procedure. 
 
ARTICLE 12: JOB PROFILES; NEW CLASSIFICATIONS; CLASSIFICATION REVIEW 
 
12.01 Job Profiles 
 

(a) Copies of job profiles will be on hand within the appropriate team/program/work unit 
and will be available to each Employee upon request.  
 

(b) Upon request, the Employer will provide the Union with a copy of a current job 
profile for any classification in the bargaining unit provided that a request for a 
particular job profile is not made more than once in a calendar year. 

 
(c) Where a job profile has been altered or amended, the Employer will provide HSAA 

with the updated job profiles within five (5) days. 
 
12.02 New Classifications 
 
If the Employer creates a new classification which falls within the bargaining unit and which is not 
now designated in this Collective Agreement, or if a new classification is included in the bargaining 
unit by the Labour Relations Board, the following provisions shall apply: 
 

(a) The Employer shall establish a classification title and salary scale based on the 
Employer evaluation program and give written notice of the implementation date to 
the Union. 

 
(b) If the Union fails to object in writing within thirty (30) days of receipt of the notice 

from the Employer, the assigned salary scale shall be considered as established as of 
the implementation date. 

 
(c) If the Union objects to the salary scale assigned by the Employer, and by negotiation 

succeeds in effecting a change, the amended salary scale shall be retroactive to the 
date the new classification was implemented. 

 
(d) Should the parties not be able to agree to a salary scale, the Union may, within sixty 

(60) days of the date the new classification was created or included in the bargaining 
unit, refer the salary scale to a mutually acceptable single Adjudicator who is 
qualified in Wage Administration and Determination. Should the Union not refer the 
matter to the Adjudicator within the stated time limit, the final position of the 
Employer, as stated in negotiations, shall be established as of the implementation 
date. 

 
(e) The Adjudicator shall meet and hear all pertinent matters from both the Employer 

and the Union and render a decision within thirty (30) days of the hearing.
 

Employee's probationary period may be extended up to a maximum of three (3) months
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(f) The decision of the Adjudicator shall be final and binding on both parties. It shall be 
retroactive to the date the new classification was implemented. 

 
(g) The fees and expenses of the single Adjudicator shall be borne equally by the 

parties. 
 
12.03 Classification Review and Appeal Process 
 

(a) An Employee who has good and sufficient reason to believe that they are improperly 
classified may apply to their immediate supervisor/manager in writing to have their 
classification reviewed. The supervisor will give consideration to such application and 
notify the Employee accordingly within thirty (30) days. 
 

(b) Should the Employee feel that they have not received proper consideration in regard 
to a classification review, they may request that the matter be further reviewed by 
discussion between the Union and Employer or their delegate within thirty (30) days.

 
(c) Should the parties not be able to agree on the appropriate classification within sixty 

(60) days of the initial meeting, the Parties agree to jointly submit the dispute to a 
mutually acceptable single Adjudicator who is qualified in Wage Administration and 
Determination. 
current approved job profiles, and/or methodology, in effect with the Employer.

 
(d) The Adjudicator shall meet and hear all pertinent matters from both the Employer 

and the Union and will review the information provided in writing and presented at 
the appeal hearing to render a decision within thirty (30) days of the hearing and the 
decision will be final and binding. 

 
(e) Where the decision results in an increase in pay, such a pay increase will be 

retroactive to the date of the request for the classification review. 
 

(f) The Adjudicator shall only deal with the question of whether a position is 
 

 
(g) The Employer and the Union shall equally share the costs and expenses of the 

Adjudicator. 
 
12.04 Extension of Time Periods 
 

(a)  The time limits in Articles 12.02 and 12.03 may be extended by mutual agreement in 
writing, between the Union and the Employer. 

 
ARTICLE 13: PROMOTIONS AND VACANCIES 
 
13.01 Applications for newly created positions or promotions shall be made in writing to the 

Employer. 
 
13.02 Vacancies 
 

(a) Where a permanent vacancy within the bargaining unit occurs in a department, in an 
established position, or as a result of the creation of a new position or a temporary 

Decisions will be based on the Employer's classification system,

appropriately classified within the Employer's evaluation program.
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position of six (6) months or more, notice shall be posted for not less than seven (7) 
working days in advance of making an appointment. 

 
(b) When circumstances require the Employer to fill a posted vacancy before the expiry 

of seven (7) working days, the appointment shall be made on a temporary or relief 
basis only. 

 
(c) Subject to Article 13.03, vacancies shall be filled, whenever possible, by promotion 

from within Millard Health. 
 

(d) Notwithstanding Article 13.02(a), where it can be demonstrated there is no one on 
staff with the skills, experience or qualifications to fill a vacancy or new position, the 
Employer may take steps to advertise outside the Centre to fill the position without 
posting. 

 
(e) The notice of posting referred to in Article 13.02(a) shall contain the following 

information: 
 

(i) duties of the position; 
 

(ii) qualifications required; 
 

(iii) hours of work (for information purposes only); 
 

(iv) status of position (classification and FTE), and expected term if a temporary 
position; and 

 
(v) salary. 

 
(f) The Employer shall forward to the Union copies of the posting of vacancies of all 

positions within the Bargaining Unit outlined in Article 13.02(a) within three (3) 
working days of the posting. 

 
13.03 Competitions 
 

(a) In making a promotion, the determining factors shall be experience, performance, 
qualifications, and other relevant attributes, applicable to the position. For each 
vacancy, the Employer shall weight the criteria as applicable to the position and 
establish a documented grading system utilizing the criteria. The Employer shall 
grade all applicants and fully document all information and judgments which result in 
the grade for each candidate. Where these factors are determined by the Employer 
to be relatively equal, seniority shall be the deciding factor. 

 
(b) Applicants for a promotion or vacancy within the bargaining unit shall be informed in 

writing of the decision within seven (7) calendar days of the date of the appointment 
being made. 

 
(c) Upon request, an unsuccessful applicant will be provided with copies of: 

 
(i) the documentation relating to the grading system; 
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(ii) grades; and 
 

(iii) all documentation which resulted in the grades for the applicants (including 
any interview notes). 

 
(d) A promotion shall be on a trial basis. The promoted Employee will be given a trial 

period of six (6) months in which to demonstrate their ability to perform the new 
tasks to the satisfaction of the Employer. Should such Employee fail to succeed or 
request to return to their former position during the above-mentioned trial period, 
the Employer will make a sincere effort to reinstate the Employee in their former 
position or, if such reinstatement is not possible, place the Employee in another 
suitable position at a rate of pay equivalent to that of their former position.

 
(e) When an Employee is promoted to a classification to which is assigned a higher 

salary scale, the salary of such promoted Employee shall be advanced to that step in 
the new scale which is next higher than their current rate or to the step which is next 

the former salary scale. In the event that a promoted Employee is at the last 
increment in the scale for the classification held prior to the promotion, their salary 
shall be advanced to that step in the scale which is next higher than their current 

increase, they shall be advanced to the step which is next higher again in the scale.
 

(f) 
increment shall be changed as a result of a promotion to the date on which the 
promotion becomes effective. 

 
(g) An Employee who requests and is granted a transfer to a classification to which is 

assigned a lower salary scale will immediately receive the rate of pay assigned to the 
position to which they have transferred. 

 
(i) In determining the step on the lower scale the Employer will place them at 

the step on the salary scale in accordance with their experience and service. 
 

(h) When for reason of ill health, the Employer and Employee agree to a transfer 
resulting in the Employee being assigned to a classification to which is assigned a 
lower salary scale, their -

 
(i) After twelve (12) months, if the Employer and Employee agree to maintain 

the transfer on a permanent basis, the Employee will receive the rate of pay 
assigned to the position to which they have transferred. 
 

(ii) The step on the lower salary scale will be determined in accordance with 
Article 13.03 (g). 

 
13.04 Temporary Out of Scope Positions 
 

Where a vacancy for a temporary out of scope position has been filled by the appointment 
of a Regular Full-time or Part-time Employee, and where at the completion of the expected 
term of the temporary position, an Employee shall be reinstated in their former or 

higher again, if such salary increase is less than the Employee's normal increment of

rate or, if such salary increase is less than the Employee's last normal annual

An Employee's anniversary date for the purpose of qualifying for an annual

rate may be "red circled" for a period of twelve (12) months.
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equivalent regular in scope position within the bargaining unit and seniority shall be 
maintained.  

 
ARTICLE 14: PERMANENT PART-TIME EMPLOYEES 
 
14.01 All provisions of this Collective Agreement shall apply to a permanent part-time Employee 

according to time worked unless otherwise specified. 
 
ARTICLE 15: CHANGE OF STATUS 
 
15.01 A permanent Employee may give the Employer notice of a desire to decrease their regular 

hours of work on a permanent or temporary basis, at any time. If the decrease is on a 
temporary basis, the term will be subject to agreement between the Employee and the 
Employer. 

 
15.02  The Employer will attempt to accommodate the request, subject to operational 

requirements, by determining if any vacancies exist, or are anticipated for the Employee to 
transfer into.  Should it be denied, the Employer shall provide reasons in writing. 

 
15.03 If a suitable vacancy exists, the Employer may transfer the Employee into the vacant 

position without a posting under Article 13. 
 
15.04 If no suitable vacancy exists, then the Employer will seek a posting waiver for a new 

position from HSAA, and upon receipt of the waiver, the Employer may transfer the 
Employee into the new position. 

 
15.05 When a full-time Employee transfers to a part-time position: 
 

(a) any unused vacation must be paid out;  
 

(b) any vacation used that is not yet earned shall be repaid by the Employee or 
deducted from their pay cheque;   

 
(c) repayment arrangements between the Employer and the Employee may be made by 

mutual agreement. In the event a mutual agreement cannot be made, the Employer 
shall recover the overpayment by deducting three (3) equal payments from the 

; and 
 

(d) they will be provided with written confirmation stating a specific number of hours per 
shift cycle as their regular hours of work (FTE). 

 
ARTICLE 16: TEMPORARY ASSIGNMENTS 
 
16.01 When an Employee is directed to perform the duties of a classification of greater 

responsibility, and where the Employee is deemed to have assumed the majority of the 
duties of this higher level position for at least three (3) consecutive workdays, they shall be 
paid the equivalent of one (1) increment on their regular scale or if they are at the top step 
of their range, they will receive an additional, four percent (4%) of salary. In the event the 
temporary assignment is for a period greater than twenty (20) consecutive working days, 
the Employee shall be paid at the step in the higher pay grade at which they would have 
been paid had the assignment been a permanent promotion. 

Employee's gross earnings per pay period



15 
 

 
16.02 Where an Employee is directed to substitute on another job outside the scope of the 

bargaining unit, the provisions of Article 16.01 shall apply. An Employee assigned outside 
the scope of the bargaining unit shall continue to be covered by the terms and conditions of 
the Collective Agreement. 

 
16.03 During periods of temporary assignment to a classification which is assigned a higher salary 

scale, an Employee so assigned shall receive any overtime or call-back premiums based on 
the higher basic hourly rate. 

 
ARTICLE 17:  EVALUATIONS AND HUMAN RESOURCES FILES 
 
17.01 The parties to this Collective Agreement recognize the desirability of Employee evaluations 

in accordance with written organizational requirements and accreditation guidelines, and: 
 

(a) all such evaluations shall be for the constructive review of the performance of the 
Employee and shall be in writing; and 

 
(b) meetings for the purpose of the evaluation interview shall be scheduled by the 

Employer with reasonable advance notice. The Employee shall sign their evaluation 
for the sole purpose of indicating that they are aware of its contents. Upon request, 
the Employee shall be given a copy of their evaluation document. The Employee shall 
have the right to respond in writing and their reply shall be placed in their Human 
Resources file. 

 
17.02 

consent of the Employee. 
 
17.03 By appointment made at least one (1) working day in advance, an Employee may view their 

Human Resources file twice each year or when the Employee has filed a grievance. An 
Employee shall be entitled to be accompanied by a Union representative when viewing their 
Human Resources file. The Employee will not be permitted to view documents containing 
employment reference information or information relating to other Employees.

 
ARTICLE 18: LAY-OFF AND RECALL 
 
18.01 Prior to layoffs occurring, the parties will meet and discuss the appropriate application of 

Article 18.04 to the circumstances, including but not limited to: 
 

(a) the timing and specific process to be followed; and 
 

(b) any other issue the parties deem appropriate. 
 
18.02 In case it becomes necessary to reduce the work force by: 
 

(a) reduction in the number of Employees; or 
 

(b) reduction in the number of regularly scheduled hours available to one or more 
Employees; 

 

An Employee's evaluation shall not be released by the Employer to any person, except a
Board of Arbitration, the Employer's counsel, or as required by law, without the written
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 the Employer will notify Employees who are to be laid off ten (10) working days prior to 
layoff. If the Employee laid off has not been provided with an opportunity to work ten (10) 
working days after notice of layoff, the Employee shall be paid in lieu of such work for that 
portion of the ten (10) working days during which work was not made available. 

 
18.03 If the Employer proposes to layoff an Employee while they are on leave of absence, 

they shall not be served with 
notice under Article 18.02 until they have advised the Employer of their readiness to return 
to work. 

 
18.04 Layoff is not a normal occurrence. Layoff shall be in reverse order of seniority, however the 

Employer shall have the right to retain Employees who would otherwise be laid off when 
layoff in accordance with this Article would result in retaining Employees who are not 
capable and qualified of performing the work required.  

 
18.05 Employees shall be recalled in reverse order of layoff provided they are qualified and 

capable of performing the work required. The method of recall shall be by telephone and, if 

last known place of residence. The Employee so notified will return to work as soon as 
possible but not later than five (5) days following the date of the telephone call or six (6) 
days following the date of initial registration of the letter. 

 
18.06 No new Employees will be hired while there are other Employees on layoff as long as laid off 

Employees can perform the work required. 
 
18.07 

shall be adjusted by the same amount of time as the layoff and the new salary increment 
date shall prevail thereafter. 

 
18.08 

arrangements and be responsible for the payment of the full premiums of any benefit plans 
they are eligible to continue. 

 
18.09 Recall to Casual Work 
 
  For the purpose of this clause "Casual Work" will mean: 
 

(a) work on a call in basis inside their classification which is not regularly scheduled;
 

(b) regularly scheduled work for a period of three (3) month or less for a specific job; or 
 

(c) work to relieve for an absence the duration of which is anticipated to be three (3) 
month or less. 

 
18.10 The Employer shall offer opportunities for Casual Work to laid off Employees in order of their 

seniority before assigning the work to another Employee, providing the laid off Employee is 
qualified and capable of performing the work required. 

 
18.11 A laid off Employee may refuse an offer of Casual Work without adversely affecting their 

recall status. 
 

Workers' Compensation, or absent due to illness or injury,

such is not possible, by written notice with confirmation of delivery sent to the Employee's

In the case of a layoff in excess of one (1) month, the Employee's salary increment date

In the case of a layoff in excess of one (1) month's duration, an Employee may make prior



17 
 

18.12 An Employee who accepts an offer of Casual Work will be governed by the Collective 
Agreement provisions governing Casual Employees. However, such Employee's recall status 
and seniority standing upon recall will not be affected by the period of Casual employment.

 
ARTICLE 19: POSITION ABOLISHMENT 
 
19.01 Should the Employer find it necessary to abolish a position which is covered by this 

Collective Agreement, the Employer shall provide written notification to the affected 
Employee and the Union noting what positions are being abolished and the date such 
abolishment is to occur. The Union and the Employer will meet and discuss reasonable 
measures to protect the interests of Employees so affected. Further: 

 
(a) In the event notice of position abolishment is given under this Article and where 

alternate comparable employment with the Employer is not arranged, any Employees 
occupying such positions shall be terminated.  However, the Employees affected shall 
be determined by reverse order of seniority and shall receive the following 
termination benefits: 

 
(i) Employees shall receive one (1) month notice for each full year of continuous 

employment to a maximum of twelve (12) months. Partial years of service shall 

Employees may be given pay in lieu of notice. An affected Employee may resign 
in writing at any time during the notice period and receive termination pay in 
lieu of notice for any remaining portion of the notice period; and

 
(ii) Employees with less than one (1) year of continuous service shall be provided 

notice or pay in lieu of notice prorated based on the above noted formula. 
 

In the event the Employee works the notice period the Employer may, with the 
concurrence of the Employee, assign such Employee duties of a classification other than 

 
 

(b) 
red-circled for a period of twelve (12) months from the date the Employee is placed 

adjusted to the rate within the lower paid classification which most closely 
corresponds with the red-circled rate of pay. 

 
(c) If the Employer rehires the Employee during the period of notice or severance for 

which the Employer has made payment of severance or in lieu of notice in 
accordance with this part, the Employee shall repay to the Employer the difference, if 
any, in money based upon the difference in time between the period of 
unemployment, and the length of time for which payment of severance or in lieu of 
notice was made. 

 
ARTICLE 20: RESIGNATION/TERMINATION 
 
20.01 their intention to 

terminate their employment. The Employer may waive the requirement for providing notice 
in exceptional circumstances. 

 

be prorated accordingly in the calculation of notice. At the Employer's option,

the Employee's normal classification.

If a job is secured at a lower paid classification the Employee's rate of pay shall be

into the lower paid classification, after which, the Employee's rate of pay shall be

An Employee shall give to the Employer fourteen (14) days' notice of
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20.02 A temporary Employee shall not have the right to grieve the termination of their 
employment upon the conclusion of their work assignment. 

 
20.03 An Employee shall be deemed to have terminated their employment when: 
 

(a) they are absent from work without good and proper reason and/or without the 
approval of the Employer; 

 
(b) they do not return from a leave of absence or vacation as scheduled; or

 
(c) they do not return from layoff as required by Article 18.05 of this Collective 

Agreement. 
 
20.04 An Employee who voluntarily leaves the employ of the Employer shall receive the wages and 

other monetary entitlements to which they are entitled as soon as the Employer can make 
the wages and other monetary entitlements available.  In any event, the Employer will not 
delay the direct deposit of wages to the Employee's financial institution beyond four (4) 
working days. 

 
20.05 Where applicable, an Employee who does not successfully complete registration and/or 

licensing examinations after a maximum of one (1) rewrite shall be considered terminated.  
 
20.06 Vacation Pay on Termination 
 

(a) If employment is terminated, and proper notice given, an Employee shall receive 
vacation pay in lieu of: 

 
(i) the unused vacation earned during the previous vacation year at their basic 

rate, together with; 
 
(ii) eight percent (8%) if eligible for one hundred and forty-four decimal nine six 

(144.96) hours; or ten percent (10%) if eligible for one hundred and eighty-one 
decimal two zero (181.20) hours; twelve percent (12%) if eligible for two 
hundred and seventeen decimal five six (217.56) hours; or fourteen percent 
(14%) if eligible for two hundred and fifty-three decimal eight zero (253.80) 
hours of their earnings at the basic rate of pay from the end of the previous 
vacation year to the date of termination. 

 
20.07 Vacation taken in excess of what has been earned at the time of termination shall be 

deducted from final pay. 
 
ARTICLE 21:  HOURS OF WORK FOR FULL-TIME EMPLOYEES 
 
21.01 Regular hours of work for a full-time Employee shall be: 
 

(a) seven and one-quarter (7 ¼) hours per day; and 
 

(b) thirty-six and one-quarter (36 ¼) hours per week.    
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21.02 Work Schedules 
 

Notwithstanding Article 21.01, flexible or modified hours of work may be implemented 
where mutually agreed between the Employer and the Employee.  Where such new 
agreements are implemented outside of Article 34, the Employer shall provide a copy of the 
agreement to the Union within five (5) business days. 
 
Except in cases of emergency or by mutual agreement between the Employer and the 
Employee, shift schedules shall provide for: 

 
(a) at least two (2) of the scheduled days off to be consecutive in each two (2) week 

period; 
 

(b) where possible a minimum of one (1) weekend off in each two (2) week period but, 
in any event, two (2) weekends off in each five (5) week period; 

 
(c) at least twelve (12) hours off between the end of one shift and the commencement 

of the next shift; 
 

(d) not more than six (6) consecutive scheduled days of work; and 
 

(e) an Employee shall be aware that they may be required to work various shifts 
throughout the twenty-four (24) hour day and the seven (7) days of the week.

 
21.03 Breaks 
 

(a) Regular hours of work shall, as scheduled by the Employer, include two (2) rest 
periods of fifteen (15) minutes during each shift of seven and one-quarter (7 ¼) 
hours, and exclude an unpaid meal period of not less than forty-five (45) minutes, 
unless mutually agreed between the Employer and Employee. 

 
(b) Except for these breaks, hours of work shall be consecutive.  

 
(c) If an Employee is required to work and is recalled to duty during their meal period, 

compensating time off shall be provided later in the day, or they shall receive pay at 
the applicable overtime rate. 

 
21.04 Shift Schedule Changes 
 

(a) Unless otherwise agreed between the Employer and the Employee, changes in start 
time of work or changes to a different scheduled day of the week requires a 

 
 

(b) When changes to shift schedules are made without following these guidelines 
outlined in Articles 21.04(a), overtime rate of two times (2x) their basic rate of pay 
shall apply for the first day of work of the changed schedule. 

 
21.05 Employee Shift Trading 
  

Employees may exchange shifts and/or days off with the approval of the Employer provided 
no increase in costs is incurred by the Employer. 

minimum of four (4) weeks' notice.
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ARTICLE 22:  HOURS OF WORK FOR PART-TIME EMPLOYEES 
 
22.01 Regular hours of work for part-time Employees shall be: 
 

(a) up to thirty-six and one quarter (36 ¼) hours per week; 
 
(b) the ratio of workdays to non-workdays shall not exceed an average of 5:2, averaged 

at the end of each business quarter; 
 

(c) at least fourteen (14) hours per week; and 
 

(d) at the time of hire or transfer, the Employer shall state in writing a specific number 
of hours per shift cycle which constitute the regular hours of work for each part-time 
Employee.  Such hours shall not be altered except by mutual agreement between the 
Employer and the Employee or by the operation of the provisions of the Collective 
Agreement.   

 
22.02 Additional Hours of Work for Part-Time Employees 
 

(a) A part-time Employee may work additional hours from time to time. 
 

(b) Where a part-time Employee volunteers or agrees, when requested, to work 
additional hours, which are not designated as their scheduled days of rest, they shall 
be paid their basic rate of pay for such hours or, if applicable, at the overtime rate 
provided in Article 25 for those hours worked in excess of seven and one quarter (7 
¼) hours in a day. 

 
(c) An Employee required by the Employer to work on their scheduled day(s) of rest will 

receive two times (2x) their basic rate of pay. 
 

of their next scheduled shift, or additional hours worked pursuant to Article 22.02(b). 
 

22.03 Breaks 
 

(a) Regular hours of work shall, as scheduled by the Employer, include one (1) rest 
period of fifteen (15) minutes in instances where the shift is less than seven and one 
quarter (7 ¼) hours but more than three and three quarter (3 ¾) hours and exclude 
an unpaid meal break of not less than forty-five (45) minutes, unless mutually 
agreed between the Employer and Employee.  

 
(b) Except for these breaks, hours of work shall be consecutive.   

 
(c) If an Employee is required to work and is recalled to duty during their meal period, 

compensating time off shall be provided later in the day, or they shall receive pay at 
the applicable overtime rate. 

 
 
 
 
 

This premium payment will cease and the Employee's basic rate of pay will apply at the start
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22.04 Shift Schedule Changes 
 

(a) Unless otherwise agreed between the Employer and the part-time Employee, 
changes in start time of work or changes to a different scheduled day of the week 

 
 
(b) When changes to shift schedules are made without following these guidelines 

outlined in Articles 22.04(a), overtime rate of two times (2x) their basic rate of pay, 
shall apply for the first day of work of the changed schedule. 

 
22.05 Employee Shift Trading 
 
 Employees may exchange shifts and/or days off with the approval of the Employer provided 

no increase in costs is incurred by the Employer. 
 
ARTICLE 23:  HOURS OF WORK FOR CASUAL EMPLOYEES 
 
23.01 Hours of work for a casual Employee shall be: 
 

(a) up to seven and one quarter (7 ¼) hours per day; and 
 
(b) up to thirty-six and one-quarter (36 ¼) hours per week. 
 
Flexible or modified hours of work may be implemented where mutually agreed between the 
Employer and Employee.  

 
ARTICLE 24:  SHIFT DIFFERENTIAL 
 
24.01 Effective the date of ratification of this Collective Agreement, a shift differential of two 

dollars and seventy-five cents ($2.75) per hour shall be paid in addition to the basic rate of 
pay to: 
 
(a) employees working a shift wherein the majority of the hours fall within 5:00 p.m. to 

7:00 a.m.; or  
 
(b) employees for each regularly scheduled hour worked between 5:00 p.m. to 7:00 

a.m. provided that greater than one (1) hour is worked. 
 
ARTICLE 25:  OVERTIME 
 
25.01 Overtime is all time authorized by the Employer and worked by an Employee in excess of 

their regularly scheduled hours of work. Overtime worked will be paid at two times (2x) the 
of pay thereafter, exclusive of meal periods if taken.  

 
25.02 An Employee required by the Employer to work on their scheduled day(s) off will receive 

two times (2x) their basic hourly rate of pay for hours worked.  This premium payment will 
their next regular 

working period. 
 
25.03 By mutual agreement between the Employer and Employee, time off at the applicable 

overtime rate may be granted in lieu of overtime pay. 

requires a minimum of four (4) weeks' notice.

Employee's basic hourly rate

cease and the Employee's basic rate of pay will apply at the start of
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25.04 Requests for authorization for overtime shall not be unreasonably denied. 
 
25.05 Where possible, the Employee shall seek approval for overtime prior to it occurring.
 
ARTICLE 26: PROTECTIVE CLOTHING 
 
26.01 When an Employee is required to wear protective clothing in the course of their work, it 

shall be the responsibility of the Employer to provide and launder such clothing.  
 
26.02 Any Employee that is required to wear Personal Protective Equipment in the course of their 

work, shall either have the Employer provide such equipment or reimburse the Employee in 
accordance with the Employer policy. 

 
26.03 corporate policy restricting payment for steel-toed work boots 

shall not apply. For steel-toed work boots the Millard Health policy will apply.
 
26.04 Employees who realize damage to their clothing directly caused by the conditions of their 

employment shall have that clothing replaced or repaired by the Employer unless the 
damage is caused by th
tear shall not be considered the responsibility of the Employer. 

 
ARTICLE 27: TRAVEL AND SUBSISTENCE 
 
27.01 It is not an expectation that an Employee utilize a personal vehicle for corporate related 

purposes. If there are extenuating circumstances resulting in a fleet vehicle not being 
available, the Employee shall seek Employer approval. In the event the Employee chooses 

, the Employee will be reimbursed at 
the rate established for all Employees of the Employer. 

 
27.02 Should an Employee covered by this Collective Agreement be required to travel outside the 

City of Edmonton on the business of the Employer, the Employee will be reimbursed 
according to the current policy of the Employer. The Employee will be made aware of the 
details of this policy and the necessary procedures to be followed in claiming these 
expenses. 

 
ARTICLE 28: SALARIES 
 
28.01 Both parties to this Collective Agreement recognize that an Employee normally improves in 

skill and ability relative to experience. In the event that there is just reason to believe that 
such improvement has not occurred, an increment may be withheld. Where an increment is 
withheld, the Employee shall be so advised, in writing, and their performance will be 
reevaluated on a month-to-month basis. After they reach a satisfactory performance level, 
the increment shall be granted as of that date, however, their anniversary date for 
increment purposes shall not be changed. 

 
28.02 Basic monthly salary scales and merit performance increments as set out hereinafter shall 

be applicable to an Employee employed in a designated classification only when such 
classification has been created within the work force of the Employer and falls within the 
scope of this bargaining unit. 

 

Provisions in the Employer's

e Employee's refusal to wear protective clothing. Normal wear and

to use a private automobile on the Employer's business
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28.03 The parties to this Collective Agreement acknowledge that local organization and operation 
vary according to circumstances and that it may be necessary to establish additional 
classifications and salary levels to those stated in Article 28.04. In such situations, the 
provisions of Article 12 apply. 

 
28.04 Monthly Salary Scales -  
 
28.05 Salary reviews will be conducted annually subject to Article 28.01.  
 
28.06 An Employee who terminates their employment with the Employer prior to the signing of 

this Collective Agreement shall be entitled to retroactive pay for the applicable general 
salary increase, for the period they were employed between January 1, 2025 and their 
termination date, provided application for such retroactive pay is made in writing on 
termination but no later than ninety (90) days after the signing of this Collective Agreement 
by the Employer. 

 
28.07 New and current Employees who have completed the required educational requirements for 

the roles of Occupational Therapist or Physical Therapist, and who are awaiting registration, 
examinations or results of the same, shall be paid the starting rate of the classification until 
examinations, certification and registration is complete. 

 
Following proof of registration / licensure / certification, the Employee will be placed on the 
applicable step in the classification level to which they have been hired based on hours 
worked.  

 
Where such Employees have previous experience as described in Article 29, previous 
experience will be recognized following proof of registration / licensure / certification.

 
Provisional Psychologists 
 
28.08 A Provisional Psychologist  is an Employee who has completed the educational 

requirements for licensure. 
 

(a) A new or current Employee that has applied and is the successful candidate on a 
Provisional Psychologist position shall be paid ninety percent (90%) of the starting 
rate of the classification to which they have been hired. 

 
(b) Upon providing proof of having completed registration requirements, the salary of 

such Employee shall be adjusted to the full rate of the step on which they have been 
placed retroactive to the date of successful completion of the licensing / registration 
requirements. 

 
Where such Employees have previous experience as described in Article 29, previous 
experience will be recognized following proof of registration / licensure / certification.

28.09 The Employer will recognize long and faithful service in accordance with its Long Service 
Policy for all Employees. 

See Appendix "A".

requirements for a Master's or Doctorate degree in Psychology and has not yet fulfilled the
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ARTICLE 29: RECOGNITION OF PREVIOUS EXPERIENCE 
 
29.01 Salary recognition shall be granted for work experience satisfactory to the Employer 

(including experience in the private sector), provided not more than four (4) years have 
elapsed since such experience was obtained as outlined in the following guidelines:

 
(a) one (1) annual increment for one (1) year experience within the last five (5) years;

 
(b) two (2) annual increments for two (2) years experience within the last six (6) years;  

 
(c) three (3) annual increments for three (3) years experience within the last seven (7) 

years; 
 

(d) four (4) annual increments for four (4) years experience within the last eight (8) years;
 
(e) five (5) annual increments for five (5) years experience within the last nine (9) years; or

 
(f) six (6) annual increments for six (6) years experience within the last ten (10) years. 

 
29.02 Further increments for previous experience may be granted at the discretion of the 

Employer. 
 
ARTICLE 30: OVER/UNDER PAYMENTS 
 
30.01 In the event that an Employee is over or under compensated by an error on the part of the 

Employer, the Employer may commence correction of such compensation error in the month 
immediately following the date when the Employee or Employer first became aware of the 
error. With respect to overpayments, repayment arrangements between the Employer and 
the Employee may be made by agreement. In the event a mutual arrangement cannot be 
made, the Employer shall recover the overpayment by deducting up to ten percent (10%) 

attention of the Employer by the Employee, and that underpayment is not corrected by the 
second pay day following the date of discovery of the error, or the date on which the 
Employee ought reasonably to have discovered the error, the Employee shall have ten (10) 
days to file a grievance under Article 48. 

 
30.02 In the event of over/under payments, where requested by the Employee, the Employee 

shall be provided with details of all calculations.  
 
ARTICLE 31: VACATIONS 
 
31.01 All full-time Employees (permanent and long-term temporary), shall earn entitlement to 

vacation. 
 
31.02 During the first (1st) and each subsequent year of continuous full-time employment, an 

Employee shall earn entitlement to vacation on a basis of twelve decimal zero eight (12.08) 
hours for each month worked to a maximum of one hundred and forty-four decimal nine six 
(144.96) hours. 

 
31.03 Upon completion of the sixth (6th) and each subsequent year of continuous full time 

employment, an Employee shall earn entitlement to vacation on a basis of fifteen decimal 

off the Employee's gross earnings per pay period. If an underpayment is brought to the
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one zero (15.10) hours for each month worked to a maximum of one hundred and eighty-
one decimal two zero (181.20) hours. 

 
31.04 Upon completion of the sixteenth (16th) and each subsequent year of continuous full time 

employment, an Employee shall earn entitlement to vacation on a basis of eighteen decimal 
one three (18.13) hours for each month worked to a maximum of two hundred and 
seventeen decimal five six (217.56) hours. 

 
31.05 Upon completion of the twenty-fourth (24th) and each subsequent year of continuous full 

time employment, an Employee shall earn entitlement to vacation on a basis of twenty-one 
decimal one five (21.15) hours for each month worked to a maximum of two hundred and 
fifty-three decimal eight zero (253.80) hours. 

 
31.06 Vacation entitlements shall not be cumulative. Vacation shall be taken in the calendar year 

in which it is earned. The Employer may approve a request for a carry-over of vacation into 
the following calendar year as follows: 

 
Entitlement Permitted Carry-Over 
144.96 hours   

181.20 hours or more  
36.25 (36 ¼)  hours 

72.50 hours 
 
31.07 Unless given six (6)  their scheduled vacation 

period, an Employee required by the Employer to work in their vacation period will receive 
two times (2x) their basic rate of pay for hours worked. This premium payment will cease 

their next regularly scheduled 
day. The time so worked will be rescheduled as vacation leave with pay to be added to the 
vacation period, when possible, or the Employee will be granted equivalent time off in lieu 
thereof within thirty (30) days of return to work from vacation. With the approval of the 
Employer, an Employee may elect to receive regular pay in lieu of the aforementioned time 
off.   

 
 The Employer shall be responsible for all non-refundable costs related to alteration or 

cancellation of the vacation.  
 
31.08 An Employee, on the effective date of this Collective Agreement, who was entitled to 

vacation in excess of that set out in this Article, shall retain the same. 
 
31.09 Short-term temporary and Casual Employees shall be paid six percent (6%) of their basic 

rate of pay for each hour worked, to be included on each month-end pay cheque in lieu of 
paid vacation. 

 
31.10 All permanent part-time and long-term temporary part-time Employees shall be paid 

vacation pay on each month-end cheque at the following rates: 
 

(i) eight percent (8%) of their salary if their service is less than six (6) years;
 

(ii) ten percent (10%) of their salary after six (6) years of service;  
 

(iii) twelve percent (12%) of their salary after sixteen (16) years of service; and
 

(iv) fourteen percent (14%) of their salary after twenty-four (24) years of service. 

weeks' advance notice of an alteration of

and the Employee's basic rate of pay will apply at the start of
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31.11 Scheduling Vacation 
 

(a) Each program/service area shall set out an annual date for Employees to make 
vacation requests and ensure a process that allows for staff to know what dates are 
available based on selection picks according to seniority. Seniority shall be the 
deciding factor where there is a dispute regarding preference for the time when 
vacations are to be taken.  The vacation planner will include a deadline for 
submissions of requests and a date not greater than four (4) weeks by which 
vacation requests will be approved or denied. 

 
(b) Employees will make vacation requests by the deadline if they wish to exercise 

seniority on scheduling preferences.  Requests received after this deadline shall be 
on a first-come, first-served basis and will be approved or denied within two (2) 
weeks of the request being submitted or as is reasonable based upon the date the 
vacation request was submitted. The Employer shall ensure a process that allows 
staff to see what dates are available and what requests are pending and approved 
based on the request date. 

 
(c) In expressing their vacation preferences, subject only to operational requirements, 

Employees will have the right to exercise their seniority for a guarantee of vacation 
in only one (1) of four (4) Employee exercises their 
seniority for vacation preferences in one of the four (4) 
shall not be allowed to exercise their seniority rights for the same timeframe in the 
next vacation year. 

 
 

 
(i) the first (1st) prime time (Easter) will be one (1) week before and one (1) 

week after Easter Sunday in each year; 
 

(ii) the second (2nd) prime time (Early Summer) will be between June 15 up to 
the August Civic Holiday in each year; 

 
(iii) the third (3rd) prime time (Late Summer) will be following the August Civic 

Holiday and September 15 in each year; and 
 

(iv) the fourth (4th) prime time (Christmas) will be between December 15 and
January 2 in each following year. 

 
(d) When a vacation request cannot be approved in its entirety, and a portion of that 

vacation request is available, the Employee will be contacted within the approval 
timelines outlined in 31.11(a) and (b) and shall be given the option to modify the 
original vacation request.  

 
(e) An Employee may request vacation consecutively across Early and Late Summer 

Peak Periods and must choose one Summer Peak Period in which to exercise their 
seniority for the entire request. In this scenario, seniority rights cannot be exercised 
for either Early or Late Summer Prime Time in the following year.  

 

"prime times". When an
"prime time" periods, they

"Prime times" are defined as follows:
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ARTICLE 32: NAMED HOLIDAYS 
 
32.01 Full-time Employees shall be entitled to a day off with pay on or for the following named 

holidays:   
 

New Years Day Labour Day 
Family Day  Thanksgiving Day 
Good Friday  Remembrance Day 

 Easter Monday Christmas Day  
  Victoria Day  Boxing Day 
  Canada Day  One day: Christmas Floater 
  August Civic Day 
  National Day for Truth & Reconciliation  
 

and all general holidays proclaimed to be a statutory holiday by any of the following:
 

(a) the Municipal Government; 
 
(b) the Province of Alberta; or 
 
(c) the Government of Canada. 

 
32.02 To qualify for a named holiday with pay, the Employee must: 
 

(a) work the scheduled day immediately prior to and immediately following each holiday 
except where the Employee is absent due to illness or other reasons acceptable to 
the Employer; and   

 
(b) work on the holiday when scheduled or required to do so. 

 
32.03 An Employee required by the Employer to work on a named holiday shall be paid for all 

hours worked on the paid named holiday at one and one-half times (1½x) their basic rate 
plus: 

 
(a)  
 
(b) by mutual agreement, a day off with pay within thirty (30) days either before or after 

the holiday; or 
 
(c) by mutual agreement, a day added to their next annual vacation; or 
 
(d) by mutual agreement, compensating time off for all scheduled overtime hours 

worked at two and one-half times (2 ½x) the hours worked to be taken within thirty 
(30) days of the named holiday unless the Employer approves a longer period. 

 
32.04 No payment shall be due for a named holiday which occurs during: 
 

(a) a layoff; or 
 

(b) all forms of leave during which an Employee is not paid. 
 

one (1) day's pay; or
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(c) No additional payment shall be due for a Named Holiday which occurs during a period 
when an Employee is receiving sick leave for more than 72.5 consecutive work hours 
(Short Term Disability), Long Term Disability (LTD) or Workers' Compensation Board 
benefits. 

32.05 Subject to Article 32.02, when a named holiday falls on a day that would otherwise be an 
 

their basic rate of pay. 
 
32.06 A permanent part-time, long-term part-time, short-term part-time or casual Employee shall 

be paid in addition to their basic rate of pay, with each month-end pay, five decimal thirty 
six percent (5.36%) of their basic hourly rate of pay, in lieu of the named holidays and 
floater holiday.   

 
ARTICLE 33: GENERAL POLICIES COVERING LEAVES OF ABSENCE 
 
33.01 All applications for leave of absence must be made in writing to the Employer.
 
33.02 An application for a leave of absence greater than twenty two (22) working days shall be 

made to the Employer sixty (60) calendar days in advance of such leave unless the 
Employer agrees to a lesser period. The application shall specify the requested dates and 
the reason for the leave. An approval shall not be unreasonably denied.  

 
33.03 All vacation entitlements must be scheduled before an unpaid leave of absence is approved. 

The vacation entitlement does not need to be exhausted for other leaves of absence 
outlined in Article 37, 52 and Letter of Understanding #1. 

 
33.04 The Employer will acknowledge receipt of the request, in writing, within fourteen (14) 

 
 
33.05 Where possible, the Employer will communicate its decision a minimum of thirty (30) 

written request is submitted a minimum of two (2) months prior to the leave.
 
33.06 Where approval is denied, the Employer will respond in writing and reasons shall be given.
 
33.07 An Employee who has been granted leave of absence of any kind and who overstays their 

leave without permission of the Employer shall be deemed to have terminated their
employment. 

 
33.08 In the case of leave of absence in excess of twenty two (22) working days duration, an 

Employee may make prior arrangements and be responsible for the payment of the full 
premiums of any benefit plans they are eligible for and chooses to continue. 

 
33.09 In the case of a leave of absence in excess of twenty two (22) working days, an Employee 

shall cease to earn sick leave, vacation credits, termination benefits and long service 

leave of absence and the new increment date shall prevail thereafter (except for educational 
leave defined in Article 35). 

 

Employee's regularly scheduled day off, the Employee shall receive an alternate day off at

calendar days of the Employee's request.

calendar days prior to the requested commencement of such leave, provided the Employee's

awards. An Employee's increment date shall be adjusted by the same amount of time as the
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33.10 A leave of absence without pay of up to and including five (5) days per year to extend 
vacation time may be granted by the Employer. Leave of absence in excess of five (5) days 
shall not be unreasonably withheld. 

 Approval will be based on: 
 

(a) the circumstances of the request; and 
 

(b) whether it is practical and reasonable for the department to grant the request.
 
ARTICLE 34: EARNED TIME OFF 
 
34.01 Full-time Employees (permanent and long-term) are eligible to participate in the Earned 

Time Off (ETO) schedule.  Participation is voluntary and is subject to management approval.
 
34.02 Full-time Employees who participate in the ETO schedule work seven hours and thirty-five 

minutes per day to earn one (1) day off per month. 
 
34.03 An ETO day is taken in the 1st full month after it is earned. 
 
34.04 

to mutual agreement. 
 
34.05 Either party may withdraw from the ETO schedule by providing notice as per Article 21.04.
 
ARTICLE 35: PROFESSIONAL DEVELOPMENT AND EDUCATIONAL LEAVE 
 
35.01 A professional development allocation of forty times (40x) the hourly rate of pay, shall be 

available for permanent Employees of zero decimal four (0.4) FTE or greater, as of January 
1st each year. This fund can be used for: reimbursement of tuition costs, registration fees, 
materials, travel costs for professional development courses and reimbursement of required 
professional membership and licensing fees.  Employees will also be able to access Leave of 
Absence (LOA) with pay up to two (2) working days per year.  It will remain the discretion 
of the Employer to approve educational requests based on operational requirements.  

 
35.02 The professional development allocation will be pro-rated for new Employees or temporary 

Employees granted permanent status during the course of a year.  The allocation amount 
will be determined from the 1st of the next month following date of hire.  For example, a 
new staff member hired on July 17th, the allocation amount would be calculated beginning 
on August 1st of that year and would be pro-rated for the remainder of that year.  As such, 
the new staff member would be allocated professional development funds as follows: 40x 
their hourly rate x 5/12.  It will remain the discretion of the Employer to approve 
educational requests based on operational requirements. 

 
35.03 In the granting of leave of absence to enable Employees to participate in professional 

seminars, workshops and/or other programs that are conducted as a means of upgrading 
job-related knowledge and skills, the Employer shall endeavour to ensure that each 
Employee be given an equal opportunity to attend such educational programs. 

 
35.04 Should the Employer direct an Employee to participate in an instructional program during 

their normal day of work, such participation shall be without loss of earnings calculated at 
their basic rate of pay, and the Employer will reimburse prior approved expenses. Should 

ETO days may not be banked at the Employee's discretion but may be rescheduled subject
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the Employer direct a permanent full-time Employee to participate in an instructional 
program on their regularly scheduled days of rest, they shall be compensated at two times 
(2x) their basic rate of pay for time spent on authorized educational leave instructional 
time. All Employees shall be compensated at two times (2x) their basic rate of pay for all 
time spent on authorized training in excess of their normal daily hours of work. 
Alternatively, remuneration may be provided in the form of compensating time off at a 
mutually agreed upon time. 

 
35.05 For the purpose of determining salary increments, an Employee shall be deemed to remain 

in the continuous service of the Employer for the first eighteen (18) calendar months only of 
such period of leave. In the event the period of education leave continues for a period in 

the amount of time that said leave exceeds eighteen (18) months and the newly established 
increment date shall prevail thereafter. 

 
ARTICLE 36: BEREAVEMENT LEAVE 
 
36.01    (i) 

leave may be granted, without a loss of pay. If considerable travel is involved, an 
additional two (2) days travel time with pay may be granted. Part-time employees 
will be entitled to the same benefit; meaning if their regular work schedule for that 
week is three (3) days, then they would be entitled to those three (3) days as paid 
bereavement leave. 

 
(ii) An Employee who is pregnant and whose pregnancy ends other than in a live birth 

shall be entitled to five (5) working days of paid Bereavement Leave. The spouse or 
common law partner of the person who was pregnant and any other person who 
would have been a parent as a result of the pregnancy, such as adoptive or surrogate 
parents, are also entitled to five (5) days of paid Bereavement Leave. 

 
36.02 Supervisors may approve reinstatement of up to seven (7) vacation days (including two (2) 

is on vacation. 
 
36.03 The Employer may grant up to one (1) day off without loss of regular earnings in order for 

an Employee to attend the funeral of a close personal friend or a relative who is not 
immediate family. 

 
36.04 Definition of Immediate Family 
 
 Immediate family includes spouse, child (step), parent (step), brother (step), sister (step), 

partner (including common-law partner), mother-in-law, father-in-law, daughter-in-law, 
son-in-law, brother-in-law, sister-in-law, guardian, grandparent or grandchild.

ARTICLE 37: MATERNITY, PARENTAL AND ADOPTIVE PARENT LEAVE 
 
Maternity Leave 
 
37.01 An Employee who has completed ninety (90) days of employment shall, upon their written 

request, be granted maternity leave to become effective thirteen (13) weeks immediately 
preceding the estimated date of delivery, or such shorter period as they may request. Such 

excess of eighteen (18) months, an Employee's salary increment date shall be delayed by

If a death occurs in the employee's immediate family, up to five (5) working days

days travel time) if a death occurs in the employee's immediate family while the employee
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leave shall be without pay and benefits and shall not exceed eighteen (18) months (sixteen 
(16) weeks of unpaid maternity leave and sixty-two (62) weeks of unpaid parental leave) 
unless an extension is granted by the Employer. Requests for extension shall not be 
unreasonably denied. Such extension, when granted, shall not exceed an additional six (6) 
months.  

 
37.02 Maternity leave shall be without pay and benefits except for the portion of leave during 

which the Employee has a valid health-related reason for being absent from work and is 
also in receipt of any of: Sick Leave, Employment Insurance Supplementary Unemployment 
Insurance Benefit (SUB) or Long Term Disability (LTD). During this period, benefit plan 
premium payments shall be administered in the same fashion as an Employee absent due to 
illness. 

 
Parental/Adoptive Leave 
 
37.03 A parent-to-be who has completed ninety (90) days of employment shall, upon written 

request, be granted an unpaid leave to commence two (2) weeks prior to the delivery or 
such shorter period as may be mutually agreed between the Employee and Employer. Such 
leave shall be without pay and benefits and shall not exceed sixty-two (62) weeks.

37.04 An Employee who has completed ninety (90) days of employment shall be granted a leave 
of absence for a period of up to sixty-two (62) weeks in duration for the purpose of adopting 
a child provided that: 

 
(a) they make written request for such leave at the time the application for adoption is 

approved; and 
 

(b) they provide the Employer, where possible, with at least one (1) full working day notice 
that such leave is to commence. Requests for extension shall not be unreasonably 
denied. Such extension when granted, shall not exceed an additional six (6) months.

 
37.05 Parental/Adoptive leave must be completed within seventy-eight (78) weeks of the date the 

baby is born or placed with the parents.   
 
Giving Notice 
 
37.06 Starting Leave: Where possible, an Employee will give written notice of at least six (6) 

weeks before starting maternity or parental leave. 
 
37.07 Returning to Work: An Employee absent on maternity, parental or adoption leave shall 

provide the Employer with four (4) weeks written notice of readiness to return to work or to 
confirm they will not be returning to work after their leave ends. Following such notice, the 
Employer will reinstate them in the same position held immediately prior to taking such 
leave or provide them with alternate work of a comparable nature at not less than the same 
step in the salary scale and with other benefits accrued to them up to the date they 
commenced the leave. 

 
ARTICLE 38: PERSONAL LEAVE 
 
38.01 Employees may encounter situations requiring their immediate attention during working 

hours.  Personal Leave Policy.may be granted in accordance with the Employer's
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38.02 Any other provisions of this plan will be determined solely by the Employer. 
 
ARTICLE 39: UNION BUSINESS 
 
39.01    (a) A leave of absence shall be granted by the Employer to an Employee elected or 

appointed to represent the Union at conventions, meetings, workshops, seminars, 
and s
notice for such leave or whatever lesser period the Employer may agree to.

 
  (b) Time off granted in accordance with Article 39.01 (a) shall be with pay, and the Union 

agrees to reimburse the Employer the applicable rate of pay for the absence plus a 
fifteen percent (15%) administrative fee.  

 
ARTICLE 40:  COURT APPEARANCE 
 
40.01 An Employee required by law to appear in court as a witness for reasons arising from their

employment, for jury selection, or as a member of a jury shall: 
 

(a) suffer no loss of regular earnings for the scheduled shifts so missed; and
 

(b) be paid at their basic rate of pay for the hours of attendance at court on their 
scheduled day of rest and be granted an alternate day of rest as scheduled by the 
Employer. Such rescheduling shall not be construed to be a violation of Article 21.02.

 
For purposes of clarification, a Casual Employee shall be paid only for the hours of 
attendance at court. Any monies received by the Employee from the court shall be paid over 
to the Employer. 

 
40.02 When an Employee is required to attend court for matters arising outside  
 their employment, they shall be granted a leave of absence without pay. 
 
ARTICLE 41: HEALTH BENEFITS 
 
41.01 Alberta Health Care Insurance Plan 

 
(a) This plan provides basic coverage for medical and hospital expenses. 
 
(b) Where premiums are required, Employees pay the full premium for this plan. 

 
41.02 Extended Medical, Dental, Vision Care Plans and Health or Wellness Spending 

Account 
 

(a) Extended Medical Plan 
This plan provides for partial coverage for prescription drugs and supplementary hospital 
and medical expenses. 
 

(b) Dental Plan 
This plan provides coverage for basic dental work and partial reimbursement for major 
work such as crowns and bridges. An option is available for orthodontics.

 

chools provided the Employee gives the Employer five (5) working days' written
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(c) Vision Care Plan 
This plan provides partial coverage for the purchase or repair of glasses or contact 
lenses, and optical examinations. 
 

(d) Health or Wellness Spending Account 
This plan provides an amount to be used for discretionary health or wellness claims. 
 

41.03 Notwithstanding Article 41.02, limitations to benefits and other provisions of these plans will 
be determined solely by the Employer Policy and the contract with the carrier.

 
41.04 This article applies only to permanent and long-term temporary Employees. 
 
41.05 The Employer will pay the full amount of the claims and administration costs for these plans 

as outlined in the contract with the carrier, including any increases. 
 
ARTICLE 42: SICK LEAVE 
 
42.01 Sick leave is provided by the Employer for any legitimate health-related reason for being 

absent from work, quarantine by a Medical Officer of Health, or because of an accident for 
which compensation is not payable under the . 

 
42.02 The Employer recognizes that alcoholism, drug addiction and mental illness are illnesses 

which may respond to therapy and treatment, and that absence from work due to such 
therapy shall be considered sick leave. 

 
42.03 After an Em they shall be 

entitled to sick leave pay to a maximum of six hundred and thirty-eight (638) hours and 
benefits in accordance with the schedule outlined in Article 42.07.   

 
42.04 Employees may be required to submit satisfactory proof to the Employer of any health-

related reason for being absent from work. Employees who abuse sick leave may be 
discharged. 

 
42.05 Leave of Absence and Sick Leave 
 

(a) Except as otherwise specifically provided in this Collective Agreement, sick leave pay 
shall not be granted during any leave of absence or lay-off. 

 
(b) Sick leave pay shall be granted for complications which arise from a pregnancy before 

and after completion of a maternity leave of absence provided that appropriate medical 
evidence supports such complications. 

 
42.06 Employees are not eligible for sick leave for the first three (3) months of employment.
 
42.07 Sick leave entitlement shall be accrued in the following manner: 
 

Service Benefit Level 
 Hours @ Full 

Salary 
Hours @ 90% 

Salary 
More than Three Months 
but Less than One Year 

159.5 478.5 

Workers' Compensation Act

ployee has completed three (3) months' continuous employment,
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One Year but Less than 
Three Years 

319 319 

Three Years but Less 
than Six Years 

478.5 159.5 

Six Years or More 638 --- 
 
42.08 No sick leave shall be granted for any illness which is incurred once an Employee 

commences their vacation. In that event, the Employee will be receiving vacation pay. 
However, sick leave shall be granted: 

 
(a) if an Employee becomes ill during their vacation period as stated in Article 42.09 below, 

beyond the vacation; 
 

(b) for the period of sick time falling within a scheduled vacation period that the Employee 
becomes ill prior to the commencement of the scheduled vacation, if the Employee so 
wishes, the number of sick days paid within the scheduled vacation period shall be 
considered as vacation days not taken and may be rescheduled to a later date.

 
42.09 Notwithstanding the provisions of Article 42.07, should an Employee be admitted to hospital 

- their bed on the advisement of a physician during the 
course of their vacation, they shall be considered as being on sick leave for the period of 
hospitalization or confinement and subsequent period of recovery provided they notify their 
Employer upon return from vacation and provides satisfactory proof of their hospitalization 
or confinement. Vacation time not taken as a result of such stay in hospital or confinement 
shall be rescheduled to a mutually agreeable time. 

 
42.10 Should an Employee be terminated or laid off while on sick leave, sick pay shall continue 

until sick leave is exhausted, or until recovery from the illness, whichever occurs first. 
 
42.11 An illness arising out of a criminal offense if found guilty by a criminal court is an exclusion 

from sick leave pay. 
 
42.12 In the case of a long-term temporary Employee who is in receipt of sick leave pay at the 

date of the anticipated termination of temporary employment, such sick leave pay shall 
cease. 

 
ARTICLE 43: LONG TERM DISABILITY PLAN 
 
43.01 The Employer will provide Employees covered by this Collective Agreement the Long Term 

Disability benefits as determined by Employer policy. 
 
ARTICLE 44  
 
44.01 When an Employee is unable to work due to a work-related injury, the Employee will be 

policy for all staff. 
 
ARTICLE 45: GROUP LIFE INSURANCE PLAN 
 
45.01 Group Life Insurance consists of: 

only after the expiry of the Employee's vacation and provided the illness continues

as an "in patient" or confined to

: WORKERS' COMPENSATION

eligible for Workers' Compensation and retained on full salary for the period of temporary
total disability in accordance with the Employer's
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(a) basic compulsory coverage including accidental death and dismemberment;

 
(b) optional additional Employee coverage; and 

 
(c) dependent coverage. 

 
45.02 Limitations to the benefits and other provisions of this plan will be determined solely by 

Employer policy and the contract with the carrier. Basic and dependent insurance is paid 
one hundred percent (100%) by the Employer. 

 
ARTICLE 46: PENSION PLAN 
 
46.01 The Employer shall provide retirement benefits for eligible Employees through the Public 

Service Pension Plan (PSPP) in accordance with the regulations of the plan. 
 
ARTICLE 47: DISCIPLINE AND DISMISSAL 
 
47.01 Just Cause 
 
 Except for the dismissal of an Employee serving a probationary period, there shall be no 

discipline or dismissal except for just cause. 
 
47.02 Notice of Disciplinary Action 
 
 Where circumstances permit, the Employer shall schedule a disciplinary discussion with the 

Employee by giving reasonable advance notice which shall not be less than forty-eight (48) 
hours. The Employer shall advise the Employee of the nature of the meeting and that they 
have the right to be accompanied by a representative of the Union at such meeting. The 
Employee shall be compensated at their applicable rate of pay for the duration of such 
meeting(s) which shall take place during regular work hours. 

 
47.03 Warning Letters 
 
 Unsatisfactory performance or conduct by an Employee which, is considered by the 

 but not serious 
enough to warrant suspension or dismissal, may result in a written warning to the Employee 
with a copy to the Union within four (4) working days of the disciplinary action unless the 
Employee expressly requests in writing that a copy not be sent. The written warning shall 
indicate that it is disciplinary action. It shall state a definite period in which improvements 

shall be reviewed with respect to the discipline. The Employee shall be informed in writing of 
the results of the review including a summary of the information it relied on to support its 
discipline. The assignment of an improvement or correction period shall not act to restrict 

performance so warrant. 
 
47.04 Suspension or Dismissal 
 

(a) The procedure stated in Article 47.03 does not prevent immediate suspension or 
dismissal for just cause. 

Employer to be serious enough to be entered on the Employee's records

or correction is expected and, at the conclusion of such time, the Employee's performance

the Employer's right to take further action during said period should the Employee's



36 
 

 
(b) An Employee who has been suspended or dismissed shall receive from the Employer, in 

writing, the reason(s) for suspension or dismissal, including a summary of the 
information it relied on to support its discipline and a copy of the letter shall be sent to 
the Union within two (2) working days unless the Employee expressly requests in writing 
that a copy not be sent. 

 
(c) An Employee who is dismissed shall receive wages and other monetary entitlements to 

which they are entitled as soon as the Employer can make the wages and other 
monetary entitlements available.  In any event, the Employer will not delay the direct 
deposit of wages to the E  financial institution beyond four (4) working days. 

 
47.05 Documentation of Discipline 
 

(a) Any written documents pertaining to disciplinary action or dismissal shall be removed 

determined to be unjustified. 
 
(b) An Employee who has been subject to disciplinary action may, after twenty-four (24) 

months from the date the disciplinary measure was initiated, request in writing to the 
appropriate Manager of Millard Health that their record be cleared of the disciplinary 
action. The Employer will confirm, in writing, to the Employee that such action has been 
effected. 

 
47.06 Mandatory Reporting to Regulatory Bodies 
  

In the event that an Employee is reported to their regulatory body by the Employer, the 
Employee shall be advised within one (1) working day and receive a copy of the complaint 
that was sent. 

 
ARTICLE 48: GRIEVANCE PROCEDURE 
 
48.01 Resolution of a Difference Between an Employee and the Employer 
 

(a) If a difference arises between an Employee and the Employer regarding the 
interpretation, application, operation or alleged contravention of this Collective 
Agreement, the Employee shall first seek to settle the difference through discussion with 
their direct leader. Should the difference not be resolved in this manner, it may become 
a grievance and be advanced to the next level. 

 
(b) Director Review 

 
The grievance shall be submitted, in writing, by either the Union or the Employee to the 
Director, Millard Health or their designate within ten (10) working days of the act 
causing the grievance or within ten (10) working days of the time that the Employee 
could reasonably have become aware that a violation of this Collective Agreement may 
have occurred. The grievance must indicate the nature of the grievance, the article(s) 
claimed to have been violated, and the redress sought with a copy to the Director, 
Human Resources. 

 

mployee's

from the Employee's file when such disciplinary action or dismissal has been grieved and
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Upon receipt of the grievance, the Director, Millard Health shall arrange to meet with the 
Union representative, with the Employee, to hear the details concerning the grievance. 
The Director, Millard Health, or designate, shall render their decision in writing, to the 
Union and the Employee within ten (10) working days of receipt of the written statement 
of grievance. 
 

(c) Optional Mediation  
 

Prior to submitting a grievance to arbitration, the Parties may mutually agree to non-
binding mediation. In this case, by mutual agreement of the parties, they shall agree to 
the appointment of a sole mediator, whose costs and expenses shall be shared equally 
between the parties and whose authority to conduct mediation meetings shall be 
determined mutually between the mediator and the parties.  
 

(d) Arbitration 
 
Should the grievance not be resolved at the Director Review level, the Union may elect 
to submit the grievance to arbitration.  In this case, the Union shall notify the Employer 
in writing within ten (10) working days of the receipt of the decision of its desire to 
proceed to arbitration and at the same time name its appointee to the Arbitration Board.  
The Union shall supply a copy of the foregoing to the Director, Human Resources.  By 
mutual agreement between the parties, in writing, a single Arbitrator may be appointed.  

 
48.02 Procedural Rules for Grievances 
 

(a) Except in the case of dismissal, or while on suspension, during any and all proceedings 
outlined in this Article, and Article 49, an Employee shall continue to perform their 
duties. 

 
(b) Neither the Employee nor a representative of the Union who may attend a meeting with 

the Employer respecting a grievance shall suffer any loss of regular earnings calculated 
at the basic rate of pay for the time spent at such a meeting except in the case of an 
Arbitration hearing in which event no salary shall be paid. 

 
(c) An Employee shall be entitled to have any duly accredited Officer of the Union present 

during any meeting pursuant to this grievance procedure. 
 
48.03 Resolution of a Difference Between the Union and the Employer 
 

(a) In the event that a difference arises between the Union and the Employer regarding the 
interpretation, application, operation or alleged contravention of this Collective 
Agreement affecting all Employees or a group of Employees, the Union shall first 
attempt to resolve the matter through discussion with the applicable Manager, or their 
designate. Should the difference not be resolved in this manner, it may become a Policy 
Grievance. The Union shall submit a Policy Grievance, in writing, to the Director, Millard 
Health, with a copy to the Director, Human Resources, within fourteen (14) working 
days of the date of the act causing the grievance or within fourteen (14) working days of 
the time that the Union could reasonably have become aware that a violation of this 
Collective Agreement may have occurred indicating the nature of the grievance, the 
Article(s) of the Collective Agreement in dispute or allegedly violated and the redress 
sought, if any. 
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(b) The Director, Millard Health, shall, upon receipt of a Policy Grievance, arrange to meet a 

representative of the Union, or their designate, to discuss the matter. The Director, 
Millard Health, shall render their decision, in writing, within fourteen (14) working days 
of receipt of the written statement of grievance.  
 
Should the grievance not be resolved, the Union may, within fourteen (14) working days 
of receipt of the decision of the Director, Millard Health, submit the Policy Grievance to 
Arbitration and shall advise the Director, Millard Health, accordingly, in writing, and 
name its appointee to the Arbitration Board. By mutual agreement between the parties, 
in writing, a single Arbitrator may be appointed. 

 
(c) The Union shall provide a copy of all correspondence pertaining to the Policy Grievance 

under Article 48.03(a) to the Director, Human Resources. 
 
48.04 Grievance Time Limits 
 

(a) Time limits may be extended by mutual agreement, in writing, between the Union and 
the Employer, with a copy of the extension request forwarded to the Employee involved 
within three (3) working days of the request. 

 
(b) Should the Employee fail to comply with any time limit in this grievance procedure, the 

grievance will be considered conceded and shall be abandoned, unless the parties to the 
difference have mutually agreed, in writing, to extend the time limit. 

 
(c) Should the Employer fail to respond within the time limit set out in this grievance 

procedure, the grievance shall automatically move to the next step or be advanced to 
Arbitration on the day following the expiry of the particular time limit unless the parties 
have mutually agreed, in writing, to extend the time limit. 

 
ARTICLE 49: ARBITRATION 
 
49.01 Within seven (7) days following receipt of notification pursuant to Article 48.01(c) or 

48.03(b) that a grievance has been referred to an Arbitration Board, the Employer shall 
advise the Union of its appointee to the Arbitration Board. The appointees shall, within 
seven (7) days, endeavour to select a mutually acceptable Chair of the Arbitration Board. If 
they fail to agree, the Labour Relations Board shall be requested to appoint a Chair pursuant 
to the Act, upon the request of either party, or to appoint a single arbitrator.

 
49.02 The Arbitration Board or the single Arbitrator, shall hold a hearing of the grievance to 

determine the difference and shall render an award in writing as soon as possible after the 
hearing. The Chair of the Arbitration Board shall have authority to render an award with the 
concurrence of either of the other members. The award is final and binding upon the parties 
and upon any Employee affected by it and is enforceable pursuant to the Act.

 
49.03 The award shall be governed by the terms of this Collective Agreement and shall not alter, 

amend or change the terms of this Collective Agreement; however, where a Board of 
Arbitration, or single Arbitrator, by way of an award, determines that an Employee has been 
discharged or otherwise disciplined by an Employer for cause and the Collective Agreement 
does not contain a specific penalty for the infraction that is the subject matter of the 
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Arbitration, the Arbitrator may substitute any penalty for the discharge or discipline that to 
them  seems just and reasonable in all circumstances. 

 
49.04 Each of the parties shall bear the expenses of its appointee to the Arbitration Board. The 

fees and expenses of the Chair or single Arbitrator shall be borne equally by the parties.
 
ARTICLE 50: COPIES OF COLLECTIVE AGREEMENT 
 
50.01 The Employer and HSAA shall provide an electronic copy of the Collective Agreement to 

each new Employee upon commencement of their employment.  
 
ARTICLE 51: SENIORITY 
 
51.01 Seniority shall be the determining factor in: 
 

(a) preference of vacation time; 
 
(b) layoffs and recalls, subject to the qualifications specified in Article 18; and

 
(c) promotions and transfers within the bargaining unit subject to the qualifications specified 

in Article 13. 
 
51.02 Seniority shall be considered broken, all rights forfeited, and there shall be no obligation to 

rehire: 
 

(a) when an Employee resigns or is terminated from their position with the Employer;
 
(b) upon the expiry of twelve (12) months following layoff during which time the Employee 

has not been recalled to work; or 
 

(c) if an Employee does not return to work on recall to their former classification and full-
time equivalency. 

 
51.03 The Employer shall make a seniority list available to all Employees and the Union every six 

(6) months. This listing shall be provided monthly if there are Employees on layoff.
 
ARTICLE 52: COMPASSIONATE CARE LEAVE 
 
52.01 An Employee with a qualified relative in the end-stage of life shall be entitled to a leave of 

absence without pay. 
 
52.02 Any other provisions of this plan will be determined solely by the Employer. 
 
ARTICLE 53: PRECEPTOR PAY 
 
53.01 An Employee acting as a preceptor shall receive an additional two dollars ($2.00) per hour.
 
53.02 If there are two preceptors working with a single student, each preceptor will receive fifty 

(50) percent of the preceptor pay. 
 
53.03 There shall be no more than two (2) preceptors per student. 
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ARTICLE 54: DOMESTIC VIOLENCE LEAVE 
 
54.01    (a)  An Employee who has been subjected to domestic violence may require time off 

from work to address the situation and shall be entitled to leave of absence with 
pay of up to five (5) days per calendar year.  

   (b)    An Employee may also access applicable leaves as appropriate.  

   (c)  Personal information concerning domestic violence shall be kept confidential by the 
Employer in accordance with Employer policy. 

(d)  When an Employee reports that they are experiencing domestic violence the 

per Employer policy. 

ARTICLE 55: EMPLOYER POLICIES 
 
55.01 The Employer will provide the Union copies of all Policies referenced in the Collective 

Agreement and will provide ongoing updates.  

 

 

Employer's Designated Domestic Violence Resource Network team will assist them as
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LETTER OF UNDERSTANDING #1

BETWEEN

The Workers' Compensation Board
Employer

And

THE HEALTH SCIENCES ASSOCIATION OF ALBERTA

RE:  JOB PROTECTED LEAVES

(a) Reservist Leave 
(b) Citizenship Ceremony Leave 
(c) Critical Illness Leave 
(d) Death or Disappearance of a Child Leave 

Eligibility for, and administration of these leaves shall be determined solely by the Employer, in 
Employment Standards Code.  

ON BEHALF OF THE ON BEHALF OF THE 

______________________________

Date:  ________________________

ON BEHALF OF THE HEALTH SCIENCES 
ASSOCIATION OF ALBERTA

______________________________

Date:  ________________________March 24, 2026 March 26, 2026 

(hereinafter referred to as "

(hereinafter referred to as "Union")

Employee's may be eligible for the following unpaid leaves:

accordance with Alberta's

WORKERS' COMPENSATION BOARD
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LETTER OF UNDERSTANDING #2 
 

BETWEEN 
 

The Workers' Compensation Board 
 

 
And 

 
THE HEALTH SCIENCES ASSOCIATION OF ALBERTA 

 
 

RE:  WORKLOAD APPEAL PROCESS 
 

including, but not limited to seasonality, surge periods, process improvements and efficiencies, 
staff/resource fluctuations, shifting priorities, and increasing demands. 
 
The parties recognize the importance of discussions regarding workload. It is agreed that workload 
concern(s) for discussion represent ongoing, systemic, long-term issues which have continued for a 
minimum period of ninety (90) calendar days. This does not preclude an Employee from discussing 
their workload with their direct manager prior to the ninety (90) days. 
 
A representative of the Union may assist an Employee or group of Employees during the Workload 
Appeal Process. 
 
1. Review Process 
 
If an Employee has concern(s) regarding their ongoing workload, the Employee may initiate a 
workload appeal process as follows: 
 
Level 1 
 
Ongoing workload concern(s) may be filed in writing by the Employee directly to their Service 
Manager, who shall meet with the Employee to discuss and resolve the specifics of the concern(s). 
The Service Manager will meet with the Employee and respond in writing within fourteen (14) 
calendar days of receipt of the workload concern(s). 
 
Level 2 
 
If the Employee is not satisfied with the outcome at Level 1, within seven (7) calendar days of the 
response at Level 1, the Employee shall submit the workload concern(s) in writing to the Director, 
Millard Health (or designate). The Director, Millard Health (or designate), shall reply in writing 
within fourteen (14) calendar days of receipt of the workload concern(s). 
 
2. Time Limits 
 
The time limits in the Workload Appeal Process may be extended by mutual agreement of the 
parties. 
 
 

(hereinafter referred to as "Employer")

(hereinafter referred to as "Union")

An Employee's workload is a matter of fluctuation that may be impacted by numerous factors
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3. Dispute Resolution:

The timelines and process steps in this Letter of Understanding is subject to Article(a)
48: Grievance Procedure.

The final decision regarding the outcome of the Workload Appeal Process is not(b)
subject to Article 48: Grievance Procedure.

The parties agree to implement the Workload Appeal Process outlined above on a trial basis.4.

This Letter of Understanding will expire December 31, 2028 or upon the date of ratification of the 
next Collective Agreement, whichever is later.

ON BEHALF OF THE 
COMPENSATION BOARD

______________________________

Date:  ________________________

ON BEHALF OF THE HEALTH SCIENCES 
ASSOCIATION OF ALBERTA

______________________________

Date:  ________________________March 24, 2026 March 26, 2026 

WORKERS'
’ENSATION BOARD
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SALARY  
 

HSAA Salary Scale - January 1, 2025 
  

Grade Job Title Job 
Code 

Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 

H3 Testing Assistant H303 73,546.72 76,574.90 79,981.33 83,198.77 86,675.74 90,508.14 94,553.27

Psychological Assistant 
(Bachelor's) 

H305 6,128.89 6,381.24 6,665.11 6,933.23 7,222.98 7,542.35 7,879.44

    38.8673 40.4676 42.2678 43.9682 45.8056 47.8310 49.9687

H4 Exercise Therapist I H401 75,605.25 78,632.79 81,637.11 84,901.99 88,213.67 91,643.57 95,783.47

  6,300.44 6,552.73 6,803.09 7,075.17 7,351.14 7,636.96 7,981.96

  39.9552 41.5552 43.1429 44.8683 46.6184 48.4310 50.6188

H4M Physical Therapist I   
Occupational Therapist I 

H4M03 81,744.12 85,017.77 88,266.01 91,795.58 95,376.46 99,084.70 103,561.08

H4M04 6,812.01 7,084.81 7,355.50 7,649.63 7,948.04 8,257.06 8,630.09

  43.1994 44.9295 46.6461 48.5113 50.4037 52.3634 54.7291

H5 Social Worker (Masters) H502 83,198.77 86,723.30 90,508.14 93,749.03 97,959.71 102,335.92 106,949.22

  6,933.23 7,226.94 7,542.35 7,812.42 8,163.31 8,527.99 8,912.44

  43.9682 45.8308 47.8310 49.5437 51.7689 54.0816 56.5196

H5M Physical Therapy Consultant 
Occupational Therapy 
Consultant 

H5M05 88,190.46 91,926.95 95,938.69 99,374.01 103,836.99 108,476.20 113,366.04

H5M06 7,349.21 7,660.58 7,994.89 8,281.17 8,653.08 9,039.68 9,447.17

  46.6061 48.5808 50.7009 52.5163 54.8749 57.3266 59.9107

H6 Psychologist (Masters) H601 91,785.65 95,783.47 100,041.71 104,062.99 108,841.70 113,643.36 118,800.73

  7,648.80 7,981.96 8,336.81 8,671.92 9,070.14 9,470.28 9,900.06

  48.5061 50.6188 52.8692 54.9943 57.5197 60.0573 62.7828

H7 Psychologist I H701 100,420.23 104,914.92 109,527.57 114,400.66 119,699.84 125,069.28 130,675.81

  8,368.35 8,742.91 9,127.30 9,533.39 9,974.99 10,422.44 10,889.65

  53.0692 55.4445 57.8822 60.4575 63.2579 66.0955 69.0584

H8 Psychology Consultant 
Psychology Clinical Supervisor 

H801 107,445.83 112,247.89 117,192.00 122,372.57 128,073.73 133,822.21 139,854.58

H802 8,953.82 9,353.99 9,766.00 10,197.71 10,672.81 11,151.85 11,654.55

  56.7820 59.3198 61.9326 64.6704 67.6833 70.7212 73.9091

Note: Salary Scales for 2025 represent a 3% increase from 2024. 

APPENDIX "A"

Grade Job Title Job
Code

Step1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

I
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HSAA Salary Scale - January 1, 2026 
 

Grade Job Title Job Code Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 

H3 Testing Assistant H303 75,753.12 78,872.15 82,380.77 85,694.73 89,276.01 93,223.38 97,389.87

Psychological Assistant (Bachelor's) H305 6,312.76 6,572.68 6,865.06 7,141.23 7,439.67 7,768.62 8,115.82

   40.0334 41.6817 43.5359 45.2872 47.1798 49.2659 51.4678

H4 Exercise Therapist I H401 77,873.41 80,991.77 84,086.22 87,449.05 90,860.08 94,392.88 98,656.97

  6,489.45 6,749.31 7,007.19 7,287.42 7,571.67 7,866.07 8,221.41

  41.1539 42.8018 44.4372 46.2143 48.0170 49.8839 52.1374

H4M Physical Therapist I   
Occupational Therapist I 

H4M03 84,196.44 87,568.30 90,913.99 94,549.45 98,237.75 102,057.24 106,667.91

H4M04 7,016.37 7,297.36 7,576.17 7,879.12 8,186.48 8,504.77 8,888.99

  44.4954 46.2773 48.0454 49.9667 51.9158 53.9343 56.3709

H5 Social Worker (Masters) H502 85,694.73 89,325.00 93,223.38 96,561.50 100,898.50 105,406.00 110,157.70
  7,141.23 7,443.75 7,768.62 8,046.79 8,408.21 8,783.83 9,179.81

  45.2872 47.2057 49.2659 51.0300 53.3220 55.7041 58.2152

H5M Physical Therapy Consultant 
Occupational Therapy Consultant 

H5M05 90,836.17 94,684.76 98,816.85 102,355.23 106,952.10 111,730.49 116,767.02
H5M06 7,569.68 7,890.40 8,234.74 8,529.60 8,912.68 9,310.87 9,730.59

  48.0043 50.0382 52.2219 54.0918 56.5211 59.0464 61.7080

H6 Psychologist (Masters) H601 94,539.22 98,656.97 103,042.96 107,184.88 112,106.95 117,052.66 122,364.75

  7,878.27 8,221.41 8,586.91 8,932.07 9,342.25 9,754.39 10,197.06

  49.9613 52.1374 54.4553 56.6441 59.2453 61.8590 64.6663

H7 Psychologist I H701 103,432.84 108,062.37 112,813.40 117,832.68 123,290.84 128,821.36 134,596.08

  8,619.40 9,005.20 9,401.12 9,819.39 10,274.24 10,735.11 11,216.34

  54.6613 57.1079 59.6187 62.2712 65.1557 68.0784 71.1302

H8 Psychology Consultant 
Psychology Clinical Supervisor 

H801 110,669.20 115,615.33 120,707.76 126,043.75 131,915.94 137,836.88 144,050.22

H802 9,222.43 9,634.61 10,058.98 10,503.65 10,993.00 11,486.41 12,004.19

  58.4855 61.0994 63.7906 66.6105 69.7138 72.8428 76.1264

 
Note: Salary Scales for 2026 represent a 3% increase from 2025. 

 
 

Grade Job Title Job Code Step1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
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HSAA Salary Scale - February 24, 2026 

 
Grade Job Title Job Code Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 

H3 Testing Assistant H303 75,753.12 78,872.15 82,380.77 85,694.73 89,276.01 93,223.38 97,389.87

Psychological Assistant 
(Bachelor's) 

H305 6,312.76 6,572.68 6,865.06 7,141.23 7,439.67 7,768.62 8,115.82

    40.0334 41.6817 43.5359 45.2872 47.1798 49.2659 51.4678

H4 Exercise Therapist I H401 77,873.41 80,991.77 84,086.22 87,449.05 90,860.08 94,392.88 98,656.97
  6,489.45 6,749.31 7,007.19 7,287.42 7,571.67 7,866.07 8,221.41

  41.1539 42.8018 44.4372 46.2143 48.0170 49.8839 52.1374

H4M Physical Therapist I   
Occupational Therapist I 

H4M03 84,196.44 87,568.30 90,913.99 94,549.45 98,237.75 102,057.24 106,667.91

H4M04 7,016.37 7,297.36 7,576.17 7,879.12 8,186.48 8,504.77 8,888.99

  44.4954 46.2773 48.0454 49.9667 51.9158 53.9343 56.3709

H5 Social Worker (Masters) H502 85,694.73 89,325.00 93,223.38 96,561.50 100,898.50 105,406.00 110,157.70

  7,141.23 7,443.75 7,768.62 8,046.79 8,408.21 8,783.83 9,179.81

  45.2872 47.2057 49.2659 51.0300 53.3220 55.7041 58.2152

H5M Physical Therapy Consultant 
Occupational Therapy 
Consultant 

H5M05 90,836.17 94,684.76 98,816.85 102,355.23 106,952.10 111,730.49 116,767.02
H5M06 7,569.68 7,890.40 8,234.74 8,529.60 8,912.68 9,310.87 9,730.59

  48.0043 50.0382 52.2219 54.0918 56.5211 59.0464 61.7080

H6 Psychologist (Masters) H601 100,306.11 104,675.05 109,328.58 113,723.16 118,945.47 124,192.87 129,829.00

  8,358.84 8,722.92 9,110.72 9,476.93 9,912.12 10,349.41 10,819.08

  53.0089 55.3178 57.7770 60.0994 62.8593 65.6324 68.6109

H7 Psychologist I H701 109,742.24 114,654.17 119,695.02 125,020.47 130,811.58 136,679.46 142,806.44

  9,145.19 9,554.51 9,974.59 10,418.37 10,900.97 11,389.96 11,900.54

  57.9956 60.5914 63.2554 66.0697 69.1302 72.2312 75.4691

H8 Psychology Consultant 
Psychology Clinical 
Supervisor 

H801 117,420.02 122,667.87 128,070.93 133,732.42 139,962.81 146,244.93 152,837.28

H802 9,785.00 10,222.32 10,672.58 11,144.37 11,663.57 12,187.08 12,736.44

  62.0531 64.8265 67.6818 70.6738 73.9663 77.2863 80.7701

Note: H6 - H8 scale represent a one-time 6.1% increase. 

Grade Job Title Job Code Step1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
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HSAA Salary Scale - January 1, 2027 

Grade Job Title Job Code Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

H3 Testing Assistant H303 78,025.71 81,238.31 84,852.19 88,265.57 91,954.29 96,020.08 100,311.57

Psychological Assistant 
(Bachelor's) 

H305 6,502.14 6,769.86 7,071.02 7,355.46 7,662.86 8,001.67 8,359.30

    41.2344 42.9321 44.8420 46.6458 48.5952 50.7439 53.0118

H4 Exercise Therapist I H401 80,209.61 83,421.52 86,608.81 90,072.52 93,585.88 97,224.67 101,616.68
  6,684.13 6,951.79 7,217.40 7,506.04 7,798.82 8,102.06 8,468.06

  42.3885 44.0859 45.7703 47.6008 49.4575 51.3805 53.7015

H4M Physical Therapist I   
Occupational Therapist I 

H4M03 86,722.33 90,195.35 93,641.41 97,385.93 101,184.88 105,118.96 109,867.95

H4M04 7,226.86 7,516.28 7,803.45 8,115.49 8,432.07 8,759.91 9,155.66

  45.8303 47.6657 49.4868 51.4657 53.4733 55.5524 58.0621

H5 Social Worker (Masters) H502 88,265.57 92,004.75 96,020.08 99,458.35 103,925.46 108,568.18 113,462.43

  7,355.46 7,667.06 8,001.67 8,288.20 8,660.46 9,047.35 9,455.20

  46.6458 48.6219 50.7439 52.5609 54.9216 57.3752 59.9616

H5M Physical Therapy Consultant 
Occupational Therapy 
Consultant 

H5M05 93,561.26 97,525.30 101,781.36 105,425.89 110,160.66 115,082.40 120,270.03
H5M06 7,796.77 8,127.11 8,481.78 8,785.49 9,180.06 9,590.20 10,022.50

  49.4444 51.5393 53.7885 55.7146 58.2168 60.8178 63.5593

H6 Psychologist (Masters) H601 103,315.29 107,815.30 112,608.44 117,134.85 122,513.83 127,918.66 133,723.87

  8,609.61 8,984.61 9,384.04 9,761.24 10,209.49 10,659.89 11,143.66

  54.5992 56.9773 59.5103 61.9024 64.7451 67.6014 70.6692

H7 Psychologist I H701 113,034.51 118,093.80 123,285.87 128,771.08 134,735.93 140,779.84 147,090.63

  9,419.54 9,841.15 10,273.82 10,730.92 11,227.99 11,731.65 12,257.55

  59.7355 62.4092 65.1531 68.0518 71.2041 74.3981 77.7332

H8 Psychology Consultant 
Psychology Clinical Supervisor 

H801 120,942.62 126,347.91 131,913.06 137,744.39 144,161.69 150,632.28 157,422.40

H802 10,078.55 10,528.99 10,992.76 11,478.70 12,013.47 12,552.69 13,118.53

  63.9147 66.7713 69.7123 72.7940 76.1853 79.6049 83.1932

Note: Salary Scales for 2027 represent a 3.0% increase from 2026. 

Grade Job Title Job Code Step1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

I
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HSAA Salary Scale - January 1, 2028 
 

Grade Job Title Job 
Code 

Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

H3 Testing Assistant H303 80,366.48 83,675.46 87,397.76 90,913.54 94,712.92 98,900.68 103,320.92

Psychological Assistant 
(Bachelor's) 

H305 6,697.21 6,972.96 7,283.15 7,576.13 7,892.74 8,241.72 8,610.08

    42.4714 44.2201 46.1872 48.0452 50.0531 52.2662 54.6022

H4 Exercise Therapist I H401 82,615.90 85,924.17 89,207.07 92,774.70 96,393.46 100,141.41 104,665.18

  6,884.66 7,160.35 7,433.92 7,731.23 8,032.79 8,345.12 8,722.10

  43.6601 45.4085 47.1434 49.0288 50.9412 52.9219 55.3126

H4M Physical Therapist I   
Occupational Therapist I 

H4M03 89,324.00 92,901.21 96,450.65 100,307.51 104,220.43 108,272.53 113,163.99

H4M04 7,443.67 7,741.77 8,037.55 8,358.96 8,685.04 9,022.71 9,430.33

  47.2052 49.0956 50.9714 53.0096 55.0775 57.2189 59.8039

H5 Social Worker (Masters) H502 90,913.54 94,764.89 98,900.68 102,442.10 107,043.22 111,825.23 116,866.30
  7,576.13 7,897.07 8,241.72 8,536.84 8,920.27 9,318.77 9,738.86

  48.0452 50.0805 52.2662 54.1377 56.5693 59.0964 61.7605

H5M Physical Therapy Consultant 
Occupational Therapy 
Consultant 

H5M05 96,368.10 100,451.06 104,834.80 108,588.67 113,465.48 118,534.87 123,878.13

H5M06 8,030.68 8,370.92 8,736.23 9,049.06 9,455.46 9,877.91 10,323.18

  50.9278 53.0855 55.4022 57.3860 59.9633 62.6423 65.4660

H6 Psychologist (Masters) H601 106,414.75 111,049.76 115,986.69 120,648.90 126,189.24 131,756.22 137,735.59

  8,867.90 9,254.15 9,665.56 10,054.08 10,515.77 10,979.69 11,477.97

  56.2372 58.6866 61.2956 63.7595 66.6874 69.6294 72.7893

H7 Psychologist I H701 116,425.55 121,636.61 126,984.45 132,634.21 138,778.01 145,003.24 151,503.35

  9,702.13 10,136.38 10,582.04 11,052.85 11,564.83 12,083.60 12,625.28

  61.5276 64.2815 67.1076 70.0934 73.3402 76.6301 80.0652

H8 Psychology Consultant 
Psychology Clinical Supervisor 

H801 124,570.90 130,138.35 135,870.45 141,876.72 148,486.54 155,151.25 162,145.07

H802 10,380.91 10,844.86 11,322.54 11,823.06 12,373.88 12,929.27 13,512.09

  65.8322 68.7744 71.8036 74.9778 78.4709 81.9930 85.6890

Note: Salary Scales for 2028 represent a 3.0% increase from 2027. 
 

Grade Job Title Job
Code

Step1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

I
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IN WITNESS WHEREOF the parties have executed this Collective Agreement by affixing hereto the 
signatures of their proper officers in that behalf.

COMPENSATION BOARD 
ALBERTA

ON BEHALF OF THE HEALTH 
SCIENCES ASSOCIATION OF 

ALBERTA

Date:  _____________________ Date:  _______________________March 24, 2026 March 26, 2026 

ON BEHALF OF THE WORKERS'


	LAND ACKNOWLEDGEMENT
	PREAMBLE
	ARTICLE 1: DEFINITIONS
	ARTICLE 2: TERM OF COLLECTIVE AGREEMENT
	ARTICLE 3: NO STRIKE OR LOCKOUT
	ARTICLE 4: MANAGEMENT RIGHTS
	ARTICLE 5: RECOGNITION AND UNION BUSINESS
	ARTICLE 6: EMPLOYEE MANAGEMENT ADVISORY COMMITTEE (EMAC)
	ARTICLE 7: OCCUPATIONAL HEALTH, SAFETY AND WELLNESS COMMITTEE
	ARTICLE 8: MEMBERSHIP AND DUES
	ARTICLE 9: BULLETIN BOARDS
	ARTICLE 10: NO DISCRIMINATION
	ARTICLE 11: PROBATIONARY PERIOD
	ARTICLE 12: JOB PROFILES; NEW CLASSIFICATIONS; CLASSIFICATION REVIEW
	ARTICLE 13: PROMOTIONS AND VACANCIES
	ARTICLE 14: PERMANENT PART-TIME EMPLOYEES
	ARTICLE 15: CHANGE OF STATUS
	ARTICLE 16: TEMPORARY ASSIGNMENTS
	ARTICLE 17: EVALUATIONS AND HUMAN RESOURCES FILES
	ARTICLE 18: LAY-OFF AND RECALL
	ARTICLE 19: POSITION ABOLISHMENT
	ARTICLE 20: RESIGNATION/TERMINATION
	ARTICLE 21: HOURS OF WORK FOR FULL-TIME EMPLOYEES
	ARTICLE 22: HOURS OF WORK FOR PART-TIME EMPLOYEES
	ARTICLE 23: HOURS OF WORK FOR CASUAL EMPLOYEES
	ARTICLE 24: SHIFT DIFFERENTIAL
	ARTICLE 25: OVERTIME
	ARTICLE 26: PROTECTIVE CLOTHING
	ARTICLE 27: TRAVEL AND SUBSISTENCE
	ARTICLE 28: SALARIES
	ARTICLE 29: RECOGNITION OF PREVIOUS EXPERIENCE
	ARTICLE 30: OVER/UNDER PAYMENTS
	ARTICLE 31: VACATIONS
	ARTICLE 32: NAMED HOLIDAYS
	ARTICLE 33: GENERAL POLICIES COVERING LEAVES OF ABSENCE
	ARTICLE 34: EARNED TIME OFF
	ARTICLE 35: PROFESSIONAL DEVELOPMENT AND EDUCATIONAL LEAVE
	ARTICLE 36: BEREAVEMENT LEAVE
	ARTICLE 37: MATERNITY, PARENTAL AND ADOPTIVE PARENT LEAVE
	ARTICLE 38: PERSONAL LEAVE
	ARTICLE 39: UNION BUSINESS
	ARTICLE 40: COURT APPEARANCE
	ARTICLE 41: HEALTH BENEFITS
	ARTICLE 42: SICK LEAVE
	ARTICLE 43: LONG TERM DISABILITY PLAN
	ARTICLE 44
	ARTICLE 45: GROUP LIFE INSURANCE PLAN
	ARTICLE 46: PENSION PLAN
	ARTICLE 47: DISCIPLINE AND DISMISSAL
	ARTICLE 48: GRIEVANCE PROCEDURE
	ARTICLE 49: ARBITRATION
	ARTICLE 50: COPIES OF COLLECTIVE AGREEMENT
	ARTICLE 51: SENIORITY
	ARTICLE 52: COMPASSIONATE CARE LEAVE
	ARTICLE 53: PRECEPTOR PAY
	ARTICLE 54: DOMESTIC VIOLENCE LEAVE
	ARTICLE 55: EMPLOYER POLICIES
	LETTER OF UNDERSTANDING #1
	RE: JOB PROTECTED LEAVES

	LETTER OF UNDERSTANDING #2
	RE: WORKLOAD APPEAL PROCESS

	Salary Scale

