Edmonton
IMMIGRANT
t SERVICES
Association

THE EDMONTON IMMIGRANT SERVICES
ASSOCIATION

AND THE

ALBERTA UNION OF PROVINCIAL EMPLOYEES

LOCAL 118/021

APRIL 1, 2020 TO MARCH 31, 2025



NUMERICAL TABLE OF CONTENTS

ARTICLE PAGE

Preamble..........coiiiiiiiiiiiiiii e 1
1 INterpretation. .. ..o s 2
1A Application of AGreement...........cccovoiviiiiiiiiiniiiiii s 3
2 Management Rights...........cccocciiiiiiiiiiiiiii s 5
3 Union ReCOGNITION ........oiiiiiiiiiiiiicic s 5
4 Union Membership and Dues Checkoff...........c.cooiiiiiieiriicceeeeeeceeeeeeenene 6
5 SENIOTILY 1.ttt 6
6 Probation Period ... 7
7 Layoff and Recall ..o 7
8 Employer - Union Relations..........cccviiiiiniiiiiiniiiiiiciiccsencenan 9
9 Employee Health and Safety..........ccoveciiiriniiiiiniccericcieeeeece e sesesenes 10
10 JOD PeIfOITNANCE ....eeveeviiiieetieeieeteete ettt ettt et e e e e e e e e teesteessbessseesaesbaeessessbesssessaesssesssesssesssenseas 13
11 DISCIPINE ..o 14
12 Grievance Procedure ...t s 15
13 Acting INCUMDENt .......cooviiiiiiiiiiii s 18
14 Promotions and Transfers ... 18
15 ClassifiCatiONS. ......ccovviiiiiiiiiiiiccic s 19
16 HOUTS Of WOTK ..o 20
17 OVEIHIMNE ..ottt 21
18 Health Plan BENefits .........cccccuririiiiciriiiccieirirecicieeeeicie ettt naes 22
19 Paid HOLAAYS .....coviviiiiiiiiiiiciciiiicci st 23
20 Transportation ALIOWANCE...........ccccviviiiiiiiiiii s 24
21 Leaves Of ADSENCE...........covuiiiiiiiiiii s 24
22 ANNUAL VACALION ...ttt 29
23 EXPONSES.....oiiiiiiiicc e 30
24 SALATIES ..ot 30
25 Notice of Termination ..........cccooviviiiiniiiiii e 31
26 Professional Development and Training...........cccocevvvvvinininininininininc e, 31
27 Registered Retirement Savings Plan ...........ccccooovvviiinininie, 32
28 Term of AGreement ..........ccccccoiviiiiiiiiiiiiiiii s 32

Appendix A - Salary Schedule............cciiiiiiiiiiiiii s 33

Appendix B - Joint Anti-harassment Policy and Procedures...........cccccoeuviiivininiiiciiinnnnnne. 35



ALPHABETICAL TABLE OF CONTENTS

ARTICLE PAGE
13 Acting INCUMDENt ..o 18
22 ANNUAL VACALION ..ottt 29

Appendix A - Salary Schedule............cciuiiiiiiiiiiii s 33

Appendix B - Joint Anti-harassment Policy and Procedures...........cccccoeviiiviiniiicininnnnnne. 35
1A Application of AGreement...........cccovevieiiiiiiniiiiii s 3
15 ClassifiCatiONS. ......ccoiviiiuiiiiiiiiic s 19
11 DISCIPINE ..o 14
9 Employee Health and Safety ..o seseseaes 10
8 Employer - Union Relations..........ccovuiiiiiniiiiiiniiiiiiiicceceenes 9
23 EXPONSES...c.oiiiiiiicc e 30
12 Grievance Procedure ...t 15
18 Health Plan BENefits .........ccccccuririiiiiiiiiccieirinecceteeecieeeesceie et 22
16 HOUTS Of WOTK....ooiiiiiiiiiiii e 20
1 INterpretation........ccoiiiiiicc s 2
10 JOD PeIfOITNANCE ....eeveevieiieeiieereeteete ettt ettt et e ste e e te e e e e s tee s st e s sseesaessaeesbessbesssessaesssesssesssasssenses 13
7 Layoff and Recall ..........cccoooiiiiiiiiiiiiiiiic e 7
21 Leaves Of ADSENCE...........ccvuviiiiiriiiiii s 24
2 Management Rights............ccoocuiiiiiiiiiiii s 5
25 Notice of Termination ..........cccovvivieiiiiininiii e 31
17 OVEIHINE ..ot 21
19 Paid HOLAAYS .....coviviiiiiiiiiiiciiiiiicci s 23

Preamble........c.cooiiiiiiiiiiiiiii e 1
6 Probation Period ... 7
26 Professional Development and Training..........ccccocevvvviiiininininininininiic e, 31
14 Promotions and Transfers ... 18
27 Registered Retirement Savings Plan ...........ccocoooviiiniiiiii, 32
24 SALATIES......c.ciiiiiiii s 30
5 SENIOTILY 1.ttt 6
28 Term of AGreement ..........cccccciviiiiiiiiiiiiiiii s 32
20 Transportation ALIOWANCE...........ccccviviiiiiiiiiiii s 24
4 Union Membership and Dues Checkoff...........c.cooiiiiiiiiiicceceeeeceeeeeeeneene 6
3 Union ReCOGNITION.......coiiiiiiiiiiiiciicicc s 5

ii



This Agreement made this 5 day of June 2023.
BETWEEN
The Edmonton Immigrant Services Association

(hereinafter called "the Employer")

of the First Part
AND
The Alberta Union of Provincial Employees, Local 118/021
(hereinafter called "the Union")
of the Second Part

WHEREAS the Union has the sole right to negotiate on behalf of the Employer's said Employees.

AND WHEREAS the Parties are mutually desirous of entering into an Agreement as defined in
the Act containing provisions with reference to rates of pay, hours of work and other terms or
conditions of employment and providing a procedure for the consideration of grievances and the
settlement of disputes.

NOW THEREFORE THIS AGREEMENT WITNESSETH that in consideration of the premises the
Parties herein mutually covenant and agree with each other as follows:



1.01

(a)

(b)

ARTICLE 1
Interpretation

“Anniversary Date”, for the purpose of salary increments and seniority

means:

(i)

(ii)

In the case of an Employee whose employment commenced
between the first (Ist) and fifteenth (15th) day inclusive of any
month, the first (1st) day of that calendar month, or

In the case of an Employee whose employment commenced
between the sixteenth (16th) and last day in any month, the first (1st)
day of the following calendar month.

“Employee” means any and all person(s) employed to perform work and
functions in accordance with Article 16, covered by this agreement and
whose service is designated as:

(i)

(ii)

(iii)

(iv)

(v)

“Regular Full-time”, is an employee who occupies an established
position of thirty-five (35) hours per week and who has successfully
completed the specified probationary period.

“Regular Part-time”, is an employee who occupies an established
position of less than thirty-five (35) hours per week and who has
successfully completed the specified probationary period.

“Temporary”, is an employee hired for full-time or part-time work
for a period of three (3) months or less. If the employment period
exceeds three (3) months, the employee shall become a regular
employee and deemed to have successfully completed the specified
probationary period.

“Term definite”, is an employee hired for full-time or part-time
work for a period of more than three months and less than one (1)
year, including cover offs for approved leaves of absences, Long
Term Disabilities, etc. If the employment period exceeds one (1)
year, the employee shall become a regular employee and deemed
to have successfully completed the specified probationary period.
When a Term Definite Employee is hired to replace an Employee
who is on maternity / parental leave, the maximum period for work
will be extended up to eighteen (18) months.

“Casual”, is an employee hired on an informal basis for seasonal or
non-core work that is not covered by specific job descriptions.
Casual employees shall not replace or reduce the hourly schedule
of any regular Employee.



(c)

(d)

(e)

(f)

(8)
(h)

Exclusions

This Agreement will not apply to persons who are agreed between the
parties to be excluded from the bargaining unit, or who have been
determined by the Labour Relations Board to be excluded under the
provisions of [Section 12] of the Labour Relations Code.

The following persons shall not be included in the collective agreement:

“Volunteer” means persons who contribute to EISA by donating specific
services without receiving compensation. Volunteers shall not replace or
reduce the hours of work, for any Employee.

Any disagreement concerning the interpretation and application of
“volunteer” shall be subject to determination by the Labour Relations
Board.

A word used in the singular applies also in the plural, unless the context
otherwise requires.

“Union Representative” means a representative from the Union authorized
by the Union to act on behalf of the Employee.

“Employer” or “EISA” means Edmonton Immigrant Services Association
and is a not-for-profit organization that is registered as a charitable society.
The “parties” are the Employer and the Union.
“Chapter” means a unit of employees that are members of the Alberta
Union of Provincial Employees.
ARTICLE 1A
APPLICATION OF AGREEMENT

Except as otherwise provided in this Agreement, the application of the terms and conditions of
the Agreement is as follows:

1A.01 Regular Full-time Employees shall be granted all the terms and conditions of this
Agreement.
1A.02 Regular Part-time Employees shall be granted, on a pro-rated basis, all the terms

and conditions of this Agreement which are applicable.



1A.03 Temporary Employees shall be granted all the terms and conditions of this
Agreement except that the following Articles shall not apply:

(1) Article 5 Seniority

(ii) Article 6 Probation Period

(iii)  Article 10 Job Performance

(iv)  Article 14 Promotions and Transfers

(v) Article 18 Health Plan Benefits

(vi)  Article 19 Paid Holidays

(vii)  Article 21.14 Maternity / Parental Leave

(viii)  Article 21.15 Educational Leave

(ix)  Article 22 Annual Vacation

(x) Article 26 Professional Development and Training
1A.04 Term Definite Employees shall be granted all the terms and conditions of this

Agreement except that the following Articles shall not apply:

(1) Article 5 Seniority

(ii) Article 6 Probation Period

(iii)  Article7 Layoff and Recall

(iv)  Article 10 Job Performance

(v) Article 14 Promotions and Transfers

(vi)  Article 18 Long Term Disability (only)

(vii)  Article 19 Paid Holidays

(viii) Article 21.14 Maternity / Parental Leave

(ix)  Article 21.15 Educational Leave

(x) Article 22 Annual Vacation

(xi)  Article 26 Professional Development and Training
1A.05 Casual Employees shall be granted all the terms and conditions of this Agreement

except that the following Articles shall not apply:

(1) Article 5 Seniority

(ii) Article 6 Probation Period

(iii)  Article7 Layoff and Recall

(iv)  Article 10 Job Performance

(v) Article 14 Promotions and Transfers

(vi)  Article 18 Health Plan Benefits

(vii)  Article 19 Paid Holidays

(viii) Article 21.14 Maternity / Parental Leave

(x) Article 21.15 Educational Leave

(ix)  Article 22 Annual Vacation

(xi)  Article 26 Professional Development and Training
1A.06 Notwithstanding Sub-Clauses 1A.03, 1A.04 and 1A.05, Employees hired as

Temporary Employees, Term Definite Employees or Casual Employee shall in lieu
of receiving;:

(a) paid holidays pursuant to Article 19, be allowed in addition to their regular
wage earnings pay at five point two percent (5.2%) of their regular wage
earnings, and for working on a paid holiday, pay at time and one-half their
regular hourly rate for the first two (2) hours worked up to the equivalent
of full normal daily hours and double time thereafter; and



2.01

3.01

3.02

3.03

3.04

3.05

3.06

3.07

(b) annual vacation leave pursuant to Article 22, be allowed in addition to their
regular wage earnings, pay at six percent (6%) of their regular wage
earnings.

ARTICLE 2
MANAGEMENT RIGHTS

The Parties to this Collective Agreement recognize and affirm that the Employer
reserves and retains all rights and responsibilities not specifically restricted or
limited by the terms of this Collective Agreement. Where policies or procedures
adopted by the Employer conflict with this Collective Agreement, the provisions
of the Collective Agreement shall apply.

ARTICLE 3
UNION RECOGNITION

The Employer recognizes the Union as the exclusive bargaining agent for all
Employees covered by this Agreement. It is recognized that this Collective
Agreement may be amended or modified only by agreement in writing between
the Parties.

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

(a) The Employer will provide specific bulletin board space for use of the
Union in the staff room or in any other area which is mutually agreeable,
should the staff room become unsuitable. Bulletin board space shall be
used for the posting of Union information directed to its members.

(b)  The Employer shall allow employees the use of the electronic mail system,
subject to normal Employer protocols.

(c) Local/Chapter Union membership meetings may be held on Employer
premises, subject to prior approval of the Employer. Such approval shall
not be unreasonably denied.

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

Each Party will designate an officer and all correspondence between the Parties
arising out of this Agreement or incidental thereto shall pass to and from such
designated officers and /or a Union Representative.

The Employer recognizes the right of the Union to elect Employees as Union
Stewards to act on behalf of Employees in conformance with the provisions of this
Agreement.

Employees may be represented by a Union Steward or Union Staff member at any
step of the grievance procedure and when viewing their Personal File.



3.08

3.09

3.10

4.01

4.02

4.03

5.01

5.02

The Employer recognizes the Union Stewards as official representatives of the
Union.

A currently maintained list of Union Stewards shall be supplied to the Employer
by the Union.

Members who have been appointed as Union Stewards may wear a lapel pin
denoting such position.

ARTICLE 4
UNION MEMBERSHIP AND DUES CHECKOFFE

All Employees covered by this Agreement shall be required to pay Union dues.
The Employer shall, therefore, as a condition of employment, deduct each month
the amount of the Union dues as set by the Union from time to time from the pay
of all Employees covered by this Agreement. Union dues shall be pro-rated for
Employees regularly working less than full-time.

The Employer shall remit Union dues deducted from the pay of all Employees to
the Union by the first (1st) working day after the fifteenth (15th) calendar day in
the following month. Where an accounting adjustment is necessary to correct an
over or under payment of dues, it shall take effect in the succeeding month.

Particulars, identifying each Employee in a printed form showing:

(a) the Employee’s name;

(b) mailing address;

(c) classification;

(d) site;

(e) status;

(f) hourly rate of pay;

(g) the amount of deduction for each Employee;
(h) the Employee’s gross pay; and

i) long term absence status (if applicable).

The Union shall advise the Employer, in writing, of any change in the amount of
dues to be deducted from the Employees covered by this Agreement. Such notice
shall be communicated to the Employer at least thirty (30) days prior to the
effective date of the change.

ARTICLE 5

SENIORITY

Seniority shall mean continuous employment from the last day of hire. Seniority
shall not apply during the probationary period, however, once the probationary
period has been completed, seniority shall be credited from the date of
employment.

Seniority shall be considered in determining:

(@) Preference of Vacation time; in accordance with Article 22;

(b)  Layoffs and recalls subject to the qualifications specified in Article 7;



5.03

5.04

5.05

5.06

6.01

6.02

7.01

(c) Promotions and transfers in filling vacancies within the Bargaining Unit
subject to the qualifications specified in Article 14.

Seniority shall be considered broken, all rights forfeited, and there shall be no
obligation to rehire:

(a) When employment is terminated and the Employee is not reinstated by
arbitration;

(b)  If an Employee does not return to work on recall as provided in Article 7
and does not provide a reason to the Employer within seven (7) days.

The Employer agrees to provide the Union with an up-to-date seniority list on a
quarterly (every three months) basis, upon request of the Union.

Seniority shall be established on the basis of a Regular Employee's service with the
Employer commencing with their date of employment. During any period of leave
of absence without pay in excess of sixty (60) calendar days, an Employee shall
cease to accrue seniority, unless it is for an approved Leave of Absence.

A Regular Employee who resigns from the service of the Employer and is
subsequently re-employed shall, if the break is more than thirty (30) days,
accumulate seniority only from the date of such re-employment.

ARTICLE 6

PROBATION PERIOD

Each new Employee shall serve a probationary period of three (3) months from
date of hire. Where a probationary Employee is unsatisfactory in the opinion of
the Employer, such an Employee may be dismissed without notice and with
recourse to the grievance procedure at Step I, except that it shall not be a subject
of Arbitration at Level III

The period of probation may be extended by written agreement between the
Union and the Employer for a maximum of three (3) months. The Employee shall
receive all the benefits of this Collective Agreement after the initial three (3)
months of employment.

ARTICLE 7
LAYOFF AND RECALL

Should the Employer deem it necessary to reduce the working force, the Employer
shall notify Employees who are to be laid off in the following manner:

(@) if the layoff is expected to last four (4) weeks or less, the Employee shall
receive thirty (30) calendar days notice;

(b) if the layoff is expected to last more than four (4) weeks, the Employee shall
receive sixty (60) calendar days notice.



7.02

7.03

7.04

7.05

7.06

7.07

7.08

7.09

7.10

For purposes of this Article, the following definitions shall apply:

(a) “layoff” — a temporary separation from employment with anticipated
future recall;

(b) “similar Employees” — two (2) or more Employees having a common status
performing the same or similar functions within a classification.

When similar Employees are to be laid off, the Employer shall lay off such
Employees in reverse order of their seniority, providing those retained are
qualified and able to perform the work remaining to be done.

An Employee who is laid off may elect to maintain coverage under contributory
plans specified in Article 18 for the period of layoff provided that such coverage is
available and provided that the Employee makes prior arrangements with the
Employer to pay their share of the current cost share arrangement for the
premium.

When increasing the work force, recalls shall be carried out in order of seniority
by Salary Group except that Employees required to utilize special skills, training,
or knowledge, shall be considered separately. The method of recall shall be by
telephone and, if contact with the Employee is not accomplished, a registered letter
shall be sent to the Employee's last known place of residence. The Employee so
notified will return to work as soon as possible, but not later than seven (7)
calendar days following the date of the telephone contact, or the date of delivery
of the letter.

No new Employees will be hired where there are other Employees on layoff and
waiting recall, who are within the same Salary Group and who have the ability to
perform the work required.

Other than for the pre-payment of certain contributory benefit premiums and the
continuation of the seniority held at the time of layoff, the Employee's rights while
on layoff shall be limited to the right of recall.

A regular Employee shall be considered terminated when they do not return from
layoff as required, except that the Employer may extend this period by written
notice to the Employee when the Employee requests.

Where operational requirements permit, an Employee will be allowed time off
with pay during the notice of layoff period to explore other job opportunities.

Severance

A Regular Employee who has been given notification of layoff and the Employee
has not been reassigned to an equivalent position may elect to receive severance
pay at any time up to the end of the recall period which is defined as one (1) year.
Service of Regular part-time Employees shall be prorated.



8.01

8.02

8.03

8.04

Severance pay shall be calculated at the rate of five per cent (5%) of one (1) year's
salary for each year of service, or major portion thereof, to a maximum of one (1)
year's salary. A year's service is defined twelve (12) continuous months of
employment. Salary on which severance pay is calculated shall be the Employee's
basic salary at the time the Employee received notice of layoff.

ARTICLE 8
EMPLOYER - UNION RELATIONS

The Employer and the Union agree that in the exercise of each of their rights and
in the administration of this Agreement they shall do so in good faith and in a fair
and reasonable manner.

The Employer will grant Union Staff Officers access to its premises when
negotiating or meeting with representatives of the Employer, or when
investigating an Employee's complaint or grievance at a mutually agreed upon
time, or when requested. Access will not be unreasonably denied.

On a quarterly basis, the Employer will provide the Union with the names of
contact people with whom it may arrange Employee appointments for the purpose
of investigating grievances, and the Union shall provide a current list of Union
Staff Officers and Union Stewards.

Employee Management Advisory Committee (EMAC)

(a) The Union and Management recognize that effective labour relations
depend on co-operation and good communications between the parties.
They will meet on a quarterly or as required basis if initiated by either
party, subject to an agenda to resolve issues of common concern.

(b) It is the function of EMAC to consider matters of mutual concern affecting
the relationship of the Employer to its Employees and to advise and make
recommendations to the Employer and the Union with a view to resolving
difficulties and promoting harmonious relations between the Employer
and its Employees.

(c) The EMAC will also act as the Joint Worksite Health and Safety Committee
referred to in Article 9 and consider measures necessary to ensure the
safety of each Employee at the work site and may make written
recommendations to the Employer in that regard. The Employer shall reply
in writing to the EMAC within thirty (30) calendar days of receipt of the
recommendations.

(d) EMAUC, as a consultative committee will operate in an open forum in which
the free exchange of ideas will encourage understanding and lead to the
resolution of issues.

(e) Either the Employer or the Union may have experts or advisers present at
meetings of EMAC to make submissions to or to assist EMAC in the
consideration of any specific problem but such persons shall not have the
right to vote. Each party shall give the other reasonable advance notice of
the anticipated presence of such experts or advisers.



9.01

9.02

(f) The Employer and the Union agree that their senior representatives will
meet to discuss matters of mutual interest, together with a secretary
appointed by the Employer. Accordingly, the EMAC shall have no
authority to change, delete, or modify any terms of the Collective
Agreement nor to settle grievances. It is the intention of the parties that the
EMAC will work towards improving the relations between them and the
Employees they represent. Minutes shall be recorded and copy sent to each
of the members within ten (10) working days of the meeting.

(g)  The Employer and the Union agree that the Employee Management
Advisory Committee will consist of not more than four (4) persons, half of
whom shall represent the Employer and half of whom shall be Employees
representing the Union.

(h)  The representatives of the Employer on EMAC shall be those persons or
alternates designated by the Employer from time to time.

i) The representatives of the Union on EMAC shall be those Employees or
Employee alternates designated by the Union from time to time.

G) The Parties mutually agree that the representatives of the Employer and
the Union on EMAC should be the persons in authority whose
membership should be as constant as reasonably possible with a minimum
of alteration or substitution.

(k) The senior representative of the Employer and the senior representative of
the Union shall alternate as Chairperson on EMAC.

@) Either Co-Chairperson may call a special meeting to deal with urgent
matters.
ARTICLE 9
EMPLOYEE HEALTH AND SAFETY
(a) The Parties to this Agreement recognize the need for and desirability of a

safe working environment.

(b)  The Parties agree to maintain a Joint Worksite Health and Safety
Committee, referred to in 8.04(c) which shall meet at least twice per year to
consider issues relating to the health and safety of Employees.

(c) The Employer agrees to provide safety equipment where required and
install safety devices where necessary.

Health

(a) The Employer recognizes that alcoholism, drug addiction, and mental
illness are illnesses which can respond to therapy and treatment and that
absence from duty due to such therapy or treatment shall be considered as
sick leave.

(b) An Employee, whose work performance is adversely affected by a
condition mentioned in 9.02(a), shall be referred to the appropriate
counseling unit.

10



9.03

9.04

9.05

(c) If an Employee is referred to, or chooses to attend a counseling agency, all
records shall be confidential and no reference shall be placed on the
personal file.

Discrimination and Harassment

(a) Every person who is an Employee has a right to freedom from harassment
in the workplace by the Employer or agent of the Employer or between
Employees because of race, ancestry, place of origin, colour, ethnic origin,
citizenship, creed, age, record of offence, marital status, family status,
physical or mental disability, sexual orientation, sex, same-sex partnership
status, gender identity, gender expression, religion or Union affiliation.

(b) Personal harassment is unsolicited behaviour, which is directed at or is
offensive to another individual. It includes demands, threats, gestures,
innuendo, remarks, slurs and taunting, which could be based on any
proscribed condition as set out [above].

(c) Sexual harassment is a type of personal harassment which has a sexual
purpose or is of a sexual nature including sexual assault, verbal threats or
abuse, unwanted touching or patting, leering, advances, repeated sexual
flirtation, propositions, sexual suggestive gestures, verbal threats or abuse,
sexist jokes causing embarrassment, displaying sexually offensive
material, derogatory or degrading remarks directed towards members of
one sex or one sexual preference group, and inquiries about a person's sex
life.

(d)  Workplace harassment is prohibited in any form. All members should be
conscious of any behaviour such as that described in 9.03 (a), (b), and(c), or
which degrades another person. Workplace harassment can also be in the
form of exclusion, posters, cartoons, or email forums.

(e) Joint Anti-Harassment Policy and Procedures see Appendix B.
Right to Refuse Dangerous Work

No Employee shall be discharged, penalized or disciplined for refusing to perform
any work or operate any equipment which the Employee has reasonable and
probable grounds to believe that the act or series of acts is unusually dangerous to
the worker’s health or safety or the health or safety of any other person at the place
of employment. Unusually dangerous is defined as a danger that is not normal for
the Employee's occupation, or a danger under which the Employee engaged in
their occupation would not normally carry out their work.

The Employer agrees that they will notify and meet with the Union at the earliest

possible opportunity, following an incident of alleged abuse or assault on an
Employee.

11



9.06

Pandemic Management

When a pandemic is declared by Alberta's Chief Medical Officer of Health the
Employer must take all reasonable steps to protect Employees and clients and to
prevent the spread of infection. To achieve this the Employer must do the
following:

(a)

(b)

(c)

(d)

Duty of Care

Employer always has a Duty of Care to all Employees. A duty of care is the
responsibility of a person or organization to avoid any behaviors or
omissions that could reasonably be foreseen to cause harm to others.

Protection of Employees, Clients and Partners
The Employer must follow the recommendations set by the Alberta's
Chief Medical Officer of Health.

Pandemic Leave

The Employer must provide a paid Pandemic Leave of up to thirty (30)
days for all Employees who:

i) Are required by the Employer, by law, or by the Chief Medical
Officer of Alberta or Canada to self-isolate or quarantine.

(i)  Are required by their Employer, by law, or by the Chief Medical
Officer of Alberta or Canada to be tested for an infectious disease.

(i)  Have a family member residing with them who is required by their
Employer, by law, or by the Chief Medical Officer of Alberta or
Canada to self-isolate or quarantine.

(iv)  Are required to provide care for a family member residing with
them who have health related issues related to the pandemic.

Work from Home

If the Employer determines it necessary for the Employees to work from
home, the following applies:

i) The Employer must provide the Employee with proper equipment
and technology support for working at home.

(i)  Employees will be provided a premium of five dollars ($5.00) per
day for working from home to cover the cost of increased utilities.

(iii)  The Employer must provide a plan of returning to in-person service
delivery in writing and share it with the Employee two (2) weeks
before the planned reopening date. Both parties shall agree on the
protocols stated in the plan.

12



10.01

10.02

(e)

(f)

(g)

Working during a Pandemic

If the Employer determines it safe for the Employee to work at the
designated worksites during a pandemic, the following applies:

i) The Employer must maintain an adequate supply of Personal
Protective Equipment for all Employees.

(i)  The Employer must follow pandemic-responding
recommendations to prepare the worksite, including but not
limited to safe and private workspace in all worksites, protection
equipment for office visitors and supplies, signs, and notices in the
EISA offices.

(iii) The Employer must provide Personal Protective Equipment
recommended by the Chief Medical Officer of Canada.

Vacation during Pandemic

If the Employee cannot use up vacation during a pandemic due to travel
restrictions, the Employer will permit the carryover of all Vacation leave
to the following year or until after the pandemic ends, whichever is later.

If an Employee becomes sick while on vacation leave, the vacation leave
must be restored and exchanged with Pandemic Leave.
Additional Funding by Federal/Provincial Government

Supplemental funding provided to the Employer by the Federal
Government and earmarked for Employee compensation must be applied
to Employees working in the defined classifications.

ARTICLE 10
JOB PERFORMANCE

Job Performance

(a)
(b)
(c)

(d)

The Employer may meet with the Employee to discuss job performance
with the goal of resolving a demonstrable performance deficiency.

Performance deficiencies are “non-culpable” and not subject to progressive
discipline.

If the performance deficiency requires more than an informal coaching
meeting, the Employer will notify the Employee in advance and advised of
their right to a steward.

The Employer will clearly identify the performance deficiency and clearly
communicate the required standard. The Employer will also provide
reasonable supervision and instruction affording the Employee to meet the
required standard.

Performance Appraisals

(a)

(b)

Performance appraisals will normally be completed no more than once per
employment year on Employees and shall be completed by the Employee’s
immediate supervisor.

There shall be two (2) copies of the evaluation, one (1) to the Employee and
one (1) to the Employee’s personal file.
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(c) Except by agreement of the Parties, and except with respect to a
Probationary Employee, an Employee's performance appraisal shall not be
introduced into an arbitration proceeding by any person.

ARTICLE 11
DISCIPLINE

Progressive Discipline

The parties agree that culpable misconduct shall be subject to constructive and

corrective action in the form of progressive discipline. Progressive discipline is

corrective in nature and seeks compliance using a disciplinary sanction

proportionate to the misconduct. Progressive discipline only applies to instances
of culpable misconduct.

Culpable misconduct is behaviour that has the following characteristics:

(a) The Employee knows, or could reasonably be expected to know, what is
required.

(b)  The Employee is capable of carrying out what is required.

(c) The Employee chooses to perform in a manner other than as required.

In extenuating circumstances, the Employer may forego any step in the

progressive discipline procedure.

The Employer will investigate allegations of culpable misconduct in a timely
fashion.

The steps in the progressive discipline procedure include some, multiple, or all of
the following:

(@) Informal verbal counselling.

(b) Written warning.

(0) Suspension.

(d) Dismissal.

Discipline For Just Cause Only

No disciplinary measure shall be imposed on any Employee without just cause.
With the exception of informal verbal counseling, notice of discipline shall be in
writing and shall indicate the incident or incidents giving rise to the discipline.
Such notice shall be issued within fourteen (14) calendar days of the Employer
becoming aware of the incident, giving rise to the discipline.

Union Representation

The Employer agrees to notify the Employee of any interview or meeting that is of
a disciplinary nature or may lead to disciplinary action and to indicate:

(a) the Employee's right to be accompanied by a Union Representative; and

(b) that the meeting is to be disciplinary in nature.
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Employee Files

(a)

(b)

(c)

(d)

Access to, and a copy of, an Employee's personal file shall be provided to
the Employee or his authorized representative, upon request and within a
reasonable time, once in every year and in the event of a grievance. The
Employee may request a representative of the Union to be present at the
time of such examination.

An employee may make written request to the Executive Director to have
disciplinary documents removed from the Employee’s after one (1) year.
The onus will be on the Employee to provide adequate reasons to have
the document(s) removed.

Disciplinary documents shall be removed from an employee's file after two
(2) years unless there are disciplinary documents of equal or greater
severity placed on the Employee's file within the two (2) year period.

When an Employee has grieved a disciplinary action and a designated
officer has either allowed the grievance or reduced the penalty levied
against the grievor, the personal file of the Employee shall be amended to
reflect this action provided that this action results in the abandonment of
the grievance. Where the grievor appeals the disciplinary action to
arbitration, the award of the Arbitration Board shall be final and binding
upon the Employer and the Employee, and the personal file of the
Employee shall be amended to reflect that award.

ARTICLE 12
GRIEVANCE PROCEDURE

Informal Resolution

Every effort should be made to resolve problems through dialogue at the local
level prior to going to grievance. The parties agree to ensure full explanation of
issues during initial discussions at the local level.

Grievances

(a)

(b)

(c)

(d)
(e)

Grievance means the difference between the Parties to, or the persons
bound by this Collective Agreement, as to the interpretation, application,
operation, contravention or alleged contravention of this Agreement and
shall be dealt with progressively.

Grievances relating to the alleged failure to apply a specific benefit e.g.
vacation leave, sick leave, wage increments etc. will apply to all affected
employees.

When a grievance or response is processed by registered mail, the
grievance or response shall be deemed to have been submitted on the day
on which is was registered.

When a grievance or reply is delivered by hand it will be dated the date it
was delivered.

The parties shall be required to provide full disclosure at each step of the
procedure of all information available regarding the grievance.
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Individual Grievance

An individual grievance is a dispute affecting one (1) Employee. Such grievance
shall be initiated at Step 1 of the grievance procedure as in Clause 12.08.

Group Grievance

A group grievance is a dispute affecting two (2) or more employees. Such
grievance shall be initiated at Step 2 of the grievance procedure as in 12.09. A
group grievance shall list all affected employees as early in the grievance process
as possible and the results of the grievance shall apply to all affected.

Policy Grievance

(a) A "Policy Grievance" is defined as one which involves a question relating
to the interpretation, application or administration of this Agreement.

(b)  Policy Grievances will be signed by a Steward or a Union Representative,
or in the case of an Employer's Policy Grievance, by the Employer or their
representative.

Initiating a Grievance

A grievance shall be effective upon receipt by the Employer’'s designate. A
grievance must be initiated within thirty (30) calendar days from the date on which
the Employee first became aware of the alleged infraction. Notwithstanding, the
thirty (30) calendar day time limit shall not apply to those items included in the
agreement where the Employer has allegedly failed to apply a specific benefit e.g.:
vacation leave, sick leave, shift differential, etc. In these latter instances the time
limit shall be three (3) months after the date on which the alleged infraction first
occurred. The effective date of any necessary retroactive pay adjustments shall be
the date on which the infraction first occurred.

Timelines

(a) The time limits set out in grievance procedures may be extended by mutual
agreement between the parties.

(b)  Itis the desire of both parties to this Agreement to resolve grievances in a
manner that is just and equitable, and it is not the intention of either the
Employer or the Union to evade settlement of disputes on a procedural
technicality. However, notwithstanding the forgoing, it is clearly
understood that time limits established herein are for the sake of
procedural orderliness and are to be adhered to.

(c) Should either party fail to adhere to the time limits, the onus is on that
party to show a justifiable reason for its failure to adhere to such limits.
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FIRST STEP:

The aggrieved Employee shall present their grievance in writing to the Executive
Director within fourteen (14) calendar days of the date the Employee became
aware of or reasonably ought to have become aware of the incident, giving rise to
the grievance. The Executive Director shall provide their response, in writing,
within fourteen (14) calendar days of receipt of the grievance. Where mutually
agreed, the aggrieved Employee may meet with the Executive Director to discuss
their grievance. At such meeting, the Employee may be accompanied by a
representative of the Union.

SECOND STEP:

In the event that the grievance is not resolved at the First Step, then within fourteen
(14) calendar days of the date of the answer of the Executive Director, the
aggrieved Employee may advance their grievance to the Chairperson of the Board
of the Employer, or their designate.

The Chairperson of the Board, or their designate, shall provide their response, in
writing, within fourteen (14) calendar days of receipt of the grievance. Where
mutually agreed, the aggrieved Employee may meet with the Chairperson of the
Board, or their designate, to discuss their grievance. At such meeting, the Employee
may be accompanied by a representative of the Union.

THIRD STEP:

(a) In the event that the grievance is not resolved at the Second Step, within
fourteen (14) calendar days of the date of the answer of the Chairperson of
the Board, or their designate, the grievance may be referred by the Union
to Arbitration. The Arbitration Board shall consist of one (1) member
appointed by the Union and one (1) member appointed by the Employer
and a third member appointed by the Nominee of the Employer and the
nominee of the Union, which person shall act as Chairperson. In the event
the nominees cannot agree, the Chairperson shall be appointed by the
Alberta Minister of Labour. The Board shall be constituted within fourteen
(14) calendar days after the matter has been referred to Arbitration.

(b)  The Arbitration Board may, during the arbitration, proceed in the absence
of any party or person who, after notice, fails to attend, or fails to obtain an
adjournment.

(c) The Arbitration Board shall inquire into the grievance and issue an award
in writing and the award shall be final and binding upon the Parties and
every Employee affected by it.

(d)  Each Party shall be responsible for its own costs of arbitration and for one
half (1/2) the cost of the Chairperson.

(e) The Arbitration Board shall not alter, amend, or change the terms or
conditions of this Collective Agreement.

(f) If the Arbitration Board by its award determines that an Employee has
been discharged or otherwise disciplined by the Employer for cause, the
Arbitration Board may substitute any penalty for the discharge or
discipline that it deems just and reasonable in all circumstances.
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ARTICLE 13
ACTING INCUMBENT

To be eligible for acting incumbency, an Employee shall, upon written request, be
required to perform the principal duties of the higher level position for a minimum
period of one (1) work day, during which time they may also be required to
perform some of the duties of their regular position. On completion of the one (1)
day qualifying period in an acting incumbency position, an Employee shall be
eligible for acting incumbency pay for the total period of acting incumbency,
including the one (1) day qualifying period.

Where an Employee qualified for acting incumbency pay, they shall receive a
premium equivalent to ten (10%) percent of their regular salary, or the pay of the
position in which they are acting, whichever is higher.

ARTICLE 14
PROMOTIONS AND TRANSFERS

The Employer shall post internally, notice of all vacancies or new positions
required to be filled for not less than ten (10) working days before the notice of
vacancy or new position is posted externally.

Subject to Clause 14.05, where vacancies are filled, first consideration shall be
given to Employees who are already members of the bargaining unit.

All applications for transfer or promotion shall be made in writing to such officer
as the Employer has designated on the posting.

When making promotions, transfers and filling vacancies or new positions, the
primary considerations shall be skill, training, knowledge and seniority of the
Employee.

An Employee who applies for a promotion, transfer, vacancy or new position and
who possesses the necessary qualifications and seniority, shall be appointed to the
position. In the event that more than one Employee should apply, and they all
possess the necessary qualifications as posted, seniority shall govern in the
appointment to the position.

Applicants for posted transfers or promotions, shall be informed in writing of their
acceptance or rejection within five (5) working days of the date of the decision.

In the event the successful applicant is a current Employee, who proves
unsatisfactory in the position, or if the current Employee finds they are unable to
perform the duties of the new position during the two (2) month trial period, they
shall be returned to their former position, or equivalent position, at the rate of pay
they enjoyed before moving to the new position.

Where an Employee is moved to a higher pay position, they shall have their salary
adjusted accordingly to the start rate at the higher classification except where the
start rate of the higher classification is lower than the Employee's existing rate, in
which event the Employee's salary shall be advanced to the next higher level from
the existing salary.
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(a) Where an Employee is moved to a lower paid position, except as a result
of an application for transfer to a lower paid position, their rate of pay at
the time of transfer shall be maintained and frozen until it is equal to or
lower than the rate of pay applicable to the new position.

(b)  Where an Employee is moved to a lower paid position as a result of an
application for transfer to a lower paid position, their salary shall be
adjusted immediately to the applicable step on the lower pay scale.

ARTICLE 15
CLASSIFICATIONS

The Employer agrees to maintain a Classification Plan and to provide a complete
copy of the Classification Plan to the Union along with any subsequent
amendments.

Employees presently on staff will be provided with a copy of their own job
descriptions and classification allocation. New Employees will be provided with
this information on or before their first day of work.

The Employer may alter and/or establish classifications and set salary scales
related thereto during the term of this Agreement provided, however, in such an
event the Employer shall notify the Union of such alterations and/or new
classifications and the proposed compensation related thereto.

If the proposed compensation is not resolved by the consultation with the
Employer, the Union may, within fifteen (15) work days of the date the Union
received the notice referred to above, submit the proposed compensation to
Arbitration for settlement in accordance with Article 12 - Grievance Procedure. If
such fifteen (15) day period elapses without agreement between the Employer and
the Union and without a grievance being filed, the compensation proposed by the
Employer shall apply.

The time limits specified in Clause 15.04 may be extended by mutual agreement
between the Parties provided such agreement is in writing. A request for
extension shall not be unreasonably denied.

When the Employer establishes new or altered class levels and provides written
notice to the Union after notice has been given by either Party to commence
Collective Bargaining under Section 59 of the Labour Relations Code, the
provisions of Clauses 15.03 and 15.04 shall not apply. The rates of pay and other
issues shall be subject to collective bargaining under the code.

When an Employee considers that the duties or responsibilities of their position
have been materially changed since the last review and the appropriate supervisor
has not requested any review, the Employee may make a request in writing to their
immediate supervisor for reclassification.

Such request shall be forwarded to the Executive Director for a final decision
within twenty-one (21) days of the submission to the immediate supervisor. An
Employee not satisfied with the resulting decision in regard to classification made
by the Executive Director may appeal the decision.
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An Employee wishing to appeal the Executive Director's decision pursuant to
Clause 15.07 shall submit the Classification Appeal to Arbitration in accordance
with Article 12 - Grievance Procedure.

The Arbitration Board shall conduct a hearing and may call upon records and
interview such persons concerned as it sees fit and render a decision, within
fourteen (14) days of the appointment of the last member to the Arbitration Board.
The decision of the Arbitration Board shall be final and binding. The Employee
may be represented by a Union Representative or a Union Steward at the Board
hearing. The Employee may initiate another request for reclassification after six
(6) months has lapsed from the decision of the Arbitration Board.

The persons concerned shall be advised within seven (7) days of the decision of
the Arbitration Board.

Notwithstanding any of the foregoing, the Arbitration Board may not create, or
alter classes or class specifications.

If the recipient of the reclassification fails to respond within the time limits
prescribed under Clause 15.07 the appeal may advance to Arbitration.

The time limits prescribed in Clause 15.07, 15.08 and 15.09 may be extended by
mutual agreement between the Parties provided such agreement is in writing.

An Employee whose position is reclassified to one with a higher rate of pay, shall
be advanced at least one (1) increment higher than his previous salary.

An Employee whose position is reclassified to one with a lower rate of pay,
through no cause of their own, shall not have their rate of pay altered from the
current rate they were earning on the date their position was reclassified until such

time as the regular rate of pay in the lower classification exceeds the regular rate
of pay in effect on the date of reclassification.
ARTICLE 16
HOURS OF WORK

The normal hours of work for Full-time Employees shall be seven (7) hours per
day, thirty-five (35) hours per week.

All Employees covered by this Agreement shall normally receive two (2) fifteen
(15) minute paid rest periods in each work period in excess of six (6) hours, one (1)
period to be granted before the meal break and one (1) to be granted after. Rest
periods shall not be granted within one (1) hour of commencement or termination
of a work period.

A meal period of not less than one-half (1/2) hour and not more than one (1) hour
shall be granted to all Employees at approximately the mid-point of each work
period that exceeds four (4) hours. Such meal period shall be without pay.

Normal hours of work shall occur between zero eight hundred hours (0800h) and
twenty-two hundred hours (2200h).

20



16.05

16.06

17.01

17.02

17.03

17.04

(a) Employees shall not be given less than twenty-eight (28) calendar days
notice of their schedule of days and hours of work. This schedule shall not
be changed except by mutual agreement or by fourteen (14) days notice, in
writing, to the Employee affected.

(b)  The Employer and the Union jointly recognize the necessity of evening
work to meet the program requirements of the Employer, and the
desirability of minimizing evening assignments to meet the needs of
Employees. The Employer agrees to assign evening work on a fair basis,
taking into account program needs and other Employee assignments.
Where the Employer foresees the need to increase the volume of evening
assignments on a permanent basis, it shall, prior to making such increase,
call a meeting of the Employee Management Advisory Committee for the
purpose of advising the Union of the proposed changes. Such meeting shall
normally be called three (3) months prior to the increase. The notice may
be less than three (3) months depending on the Employer's ability to
foresee the need for change.

Working outside of normal hours of work

(@) When the need arises to conduct activities outside of normal hours of work
(e.g. information sessions, open houses, etc.), the Employee will notify their
supervisor one (1) week in advance.

(b) The time worked outside of normal hours of work will be taken as time off
with pay within one (1) month of the date it was earned, on a mutually
agreed to date and time.

(c) Work conducted for activities scheduled outside of normal hours of work
will be banked subject to overtime rates. This includes time worked after
hours on weekdays, or on weekends.

(d)  Should the Employer request an Employee to work for activities outside of
normal hours of work not otherwise scheduled by the Employee, (example,
covering off for another worker scheduled to work outside of normal hours
of work) overtime rates as per Article 17 shall apply.

ARTICLE 17
OVERTIME
All overtime must be authorized by the Employee’s supervisor.

Overtime is earned when an Employee works beyond seven (7) hours in a day or
thirty-five (35) hours per workweek.

Overtime shall be compensated at time and one half (1.5X) in time off in lieu for
the first two (2) hours and double thereafter, to be taken at a time selected by the
Employee, subject to the approval of the Employer. Such approval shall not be
unreasonably denied.

Overtime not taken as time off with pay within four (4) weeks of the date that the

overtime was worked may, within the succeeding two (2) months, be scheduled
as time off with pay by mutual agreement.
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Overtime not taken as time off under the provisions of Clause 17.03 or Clause 17.04
shall be paid out unless the Employer and the Employee mutually agree to a future
scheduling of time off in lieu.
ARTICLE 18
HEALTH PLAN BENEFITS

The Employer shall pay the costs of the health benefits below.

Health Care Insurance
Vision Care Insurance
Dental Care Insurance
Alberta Health Care Insurance

Employees shall pay the costs of the health benefits below.

Life Insurance
Accidental Death and Dismemberment Insurance
Long Term Disability Insurance

Regular Full-time Employees who have completed their probationary period shall
be eligible to participate in the above-mentioned benefit plans.

Regular Part-time Employees who qualify for Health Plan Benefits and have
completed their probationary period shall be eligible to participate on a pro-rata
basis in the above-mentioned benefit plans.

For purposes of the Health Plan benefits, "spouse” means the Member's spouse by
marriage or under any other formal union recognized by law, or a person of the
opposite or same sex who is living with, and has been living with, the Member in
a conjugal relationship.

Employees not participating in the Health Plan Benefits pursuant to Article 1A
shall have the option of participating in any of the plans listed in 18.01 provided
the Employee pays the full premium costs.

(a) The Employer shall provide a Flexible Health Benefit Spending Account of
Five hundred dollars ($500.00) to be allocated to each eligible Full-time
Employee and pro-rated for each eligible Part-time Employee based on
their FTE as of April 1st (eligibility date) of each year.

(b)  Any unused allocation in an Employee’s Flexible Health Benefit Spending
Account as of March 31st of each fiscal year may be carried forward for a
maximum of one (1) fiscal year.

(c) Utilization

The Flexible Health Benefit Spending Account may be used for the
following purposes:

i) Reimbursement for health and dental expenses that are eligible
medical expenses in accordance with the Income Tax Act and are not
covered by the benefits plans in the Collective Agreement.
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(d)

(e)

(ii) Contribution to a Registered Retirement Savings Plan administered
by the Employer. Employees must inform the Benefit
Administrator by December 31 of the applicable year to access the
RRSP option.

(iii)  Wellness expenses which may include, but are not limited to, such
expenditures as fitness centre memberships and fitness equipment.

Where the Employer chooses to contract with an insurer for the
administration of the Flexible Health Benefit Spending Account, the
administration of the Account shall be subject to and governed by the
terms and conditions of the applicable contract.

The Flexible Health Benefit Spending Account shall be implemented and
administered in accordance with the Income Tax Act and applicable
Regulations in effect at the time of implementation and during operation
of the Flexible Spending Account.

ARTICLE 19
PAID HOLIDAYS

Employees are entitled to one (1) day's paid leave for each of the following
holidays:
(@) New Year's Day Civic Holiday (1 day)

Family Day Labour Day

Good Friday Thanksgiving Day

Easter Monday Remembrance Day

Victoria Day Christmas Day

Canada Day Boxing Day

(b)

National Day for Truth and Reconciliation

The Employee(s) shall be granted three (3) additional paid holidays used
as follows for the Christmas Closure of EISA as follows:

i) When Christmas Day falls on a Sunday, the Christmas closure will
occur on December 28, 29, and 30;

(ii))  When Christmas Day falls on a Monday, the Christmas closure will
occur on December 27, 28, and 29;

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

(iv)  When Christmas Day falls on a Wednesday, the Christmas closure
will occur on December 27, 30 and 31;

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

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

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

If a municipality does not proclaim a Civic Holiday as specified in Clause 19.01,
the first Monday in August shall be observed as such holiday.
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Work performed by an Employee and authorized by the Employer on a named
holiday, shall be regarded as overtime and compensated accordingly.

Should a Paid Holiday fall during an Employee’s vacation period, they shall be
allowed an extra day for such Paid Holiday. Should it not be possible for the
Employee to take such extra day in connection with their vacation, the extra day
with pay shall be scheduled by mutual agreement.

When a Paid Holiday falls on a day that would otherwise be an Employee's
regularly scheduled day off, the Employee shall receive an alternate day off. When
such alternate day off cannot be arranged within thirty (30) days of the Holiday,
the Employee shall receive one (1) regular day's pay in lieu of the Holiday.

ARTICLE 20
TRANSPORTATION ALLOWANCE

Where an Employee is required to use their own vehicle to perform the work of the
Employer and carry out the Employer’s business, they shall receive the rate of
fifty-two cents ($0.52) per kilometer for all kilometers traveled. The rate per
kilometer shall be adjusted in accordance with Federal Government rates.

The Employer shall pay all parking fees, excluding any penalties or fines, incurred
by Employees whilst carrying out the Employer's business when receipted or
approved.

Where the use of the Employee's vehicle on Employer business requires the
Employee to obtain Business Insurance, the Employer shall reimburse the
Employee for up to three hundred dollars ($300.00) for each calendar year for such
insurance upon production of a receipt.
ARTICLE 21
LEAVES OF ABSENCE

PAID LEAVES OF ABSENCE

JURY OR WITNESS DUTY

(a) Any Employee required by law for jury or court witness duty shall be
allowed time-off without loss of regular earnings during such absence but
any fee receivable as such juror or witness shall be paid to the Employer.

BEREAVEMENT LEAVE

(a) Employees who have completed their probation shall be entitled to the
following bereavement leave:

i) In the event of a death of an employee's spouse or child, employees

shall receive paid bereavement leave to a maximum of five (5)
consecutive working days following the death.
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(b)

(c)

(ii))  In the event of a death of an employee or spouse’s immediate
relative (father, mother, brother, sister, father-in-law, mother-in-
law, brother-in-law, sister-in-law, grandparent, grandchild,
stepmother, stepfather, stepbrother, stepsister), employees shall
receive paid bereavement leave to a maximum of three (3)
consecutive working days one of which must be the day of the
funeral.

Employees may request an additional two (2) days to be drawn from their
personal leave to allow for travel time.

Bereavement leave may be granted more than once per calendar year, with
the approval of the Employer.

PERSONAL LEAVE

(a)

Personal leave is designed to assist an employee in coping with personal
matters or unforeseen emergencies that affect the Employee or Employee's
immediate family. Employees receive twelve (12) personal leave days per
fiscal year (April 1-March 31).

An Employee who is unable to report to work due to personal matters or
family responsibilities shall inform the Employer with as much advance
notice as possible.

Personal Leave days will not be carried over from year to year.
Examples of Personal Leave include but are not limited to the following:

Citizenship, adoption/birth of a child, care of family members (residing in
employee’s household), parent-teacher interviews, school trips or concerts,
marriage, divorce, stepping-in when the regular caregiver is away, the
observance of cultural or religious celebrations, professional appointments,
court appearances, moving, travel for bereavement leave, writing
examinations, volunteer activities, and attending to emergency situations.

COMPASSIONATE LEAVE

Leave of absence on compassionate grounds, up to six (6) days, other than leave
granted in Clause 21.03, may be granted with pay at the discretion of the
Employer.

SICK LEAVE

(a)

(b)

A Full-time Employee shall earn sick leave at the rate of two (2) days per
month of employment. The unused portion of the annual general illness
may be accumulated to a maximum of one hundred and twenty (120)
working days.

When an Employee has accrued the maximum sick leave credit of one
hundred and twenty (120) working days, they shall no longer accrue sick
leave credits until such time as their total accumulation is reduced below
the maximum. At that time they shall recommence accumulating sick leave
credits.
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(c)

(d)
(e)

Normal salary and benefits shall be paid to an Employee who is absent due
to illness or illness for the Employee’s child(ren), except where the
Employees is qualified to receive Workers' Compensation payment, to the
extent of the Employee's sick leave credits.

A Part-time Employee shall accumulate sick leave credits on a pro-rated
basis.

An Employee shall provide medical proof of illness for any absence on sick
leave of more than three (3) consecutive working days, when requested by
the Employer. The Employer may waive this requirement in the event of a
Pandemic or due to a Public Health concern.

UNION LEAVE

Subject to Clause 21.08, time-off, without loss of regular earnings, will be provided
for the following:

(a)

(b)

(c)

A Union Steward and Grievor for time spent in meeting with the Employer
to discuss a grievance; and a Union Steward for time spent in meeting with
the Employer in a disciplinary interview.

Authorized Union representatives, not to exceed two (2) in number, for
time spent meeting with representatives of the Employer at formal
Employee Management Committees where matters of mutual concern are
discussed.

For time spent meeting with the Employer at formal Safety Committee
meetings during normal working hours, and for meetings of the Joint Work
Site Health and Safety Committee as provided by the Occupational Health
and Safety Act.

Subject to Clause 21.08, time-off without pay, will be provided for the following:

(a)
(b)

(c)
(d)
(e)
()

Members of the Chapter Executive, to administer the Chapter,

Members of the Chapter to attend meetings as required for the preparation
for and during the negotiations of a new Collective Agreement,

Members elected as delegates to attend the Annual Convention of the
Alberta Union of Provincial Employees,

Members designated as delegates representing the Union at Conventions
of other affiliated organizations,

Members elected as representatives of the Union to attend Seminars and
Local meetings,

Members of the Provincial Executive of the Union, to attend general
meetings which are normally held once every two (2) months on a
Saturday,
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(g) Members of the following Provincial Executive Standing Committees of
the Union to attend regular committee meetings normally held every two
(2) months on a week day:

@) Union Bargaining Committee

(ii) Finance Committee

(iii)  Legislative Committee

(iv)  Membership Services Committee
(v) Occupational Health and Safety Committee
(vi)  Committee on Political Action
(vii)  Anti Privatization Committee
(viii) Women's Committee

(ix)  Pension Committee

(x) Ad Hoc Pay Equity Committee
(xi)  Youth Committee

(h) Members of the Union Executive Committee,

i) Members of the Local's Negotiating Committee for time spent meeting
with representatives of the Employer during these negotiations,

G) Authorized members of the Local to attend meetings of the Employee
Benefits Committee.

In all of the foregoing provisions, time-off shall be granted providing operational
requirements permit. The Union shall provide the Employer with a copy of the
request for time-off. Employees shall provide a minimum of five (5) work days'
notice when requesting time-off under Clause 21.07; however, consideration shall
still be given in cases where the five (5) days notice is not provided. Where such
time-off is granted for an indeterminate period, the Employee shall communicate
with the Employer on a daily basis in respect to the date of return.

To facilitate the administration of Clause 21.07 of this Article, the Employer will
grant the leave of absence with pay and invoice the Union of the Employee's salary
and applicable allowances, or the replacement salary costs, whichever is greater.
The Employer shall bill the Union within six (6) months of the date of the leave
and the Union shall pay such invoice within a reasonable time period.

UNPAID LEAVES OF ABSENCE

Staff members on unpaid leaves of absence may continue their participation in
benefits plans, subject to specific plan requirements. The Employer shall continue
to pay their portion of any premiums required up to three (3) months. If an
Employee wishes to maintain benefits beyond the three (3) month period, the
Employee shall pay the full premium amount.

Leave without Pay

Where operational requirements permit and with the approval of the Employer,
leave without pay shall be granted to an Employee. Leave without pay shall not
be unreasonably denied. Request for such leave must normally be submitted at
least two (2) weeks in advance of the anticipated date of commencement of such
leave, before such request can be considered.

27



21.12

21.14

COMPASSIONATE CARE LEAVE

(a)

(b)

The Employer recognizes the potential need for employees to care for a
gravely ill or dying family member. An employee may request
compassionate care leave under the Employment Insurance (EI) benefits
program to care for a critically ill spouse, child, parent, father-in-law or
mother-in-law including any common law partner of these above family
members.

A staff member who proceeds on leave without pay in accordance with this
article shall upon completion of the leave without pay, be returned to their
former position or be appointed to a comparable position without any loss.

MATERNITY LEAVE

(a)

(b)

(c)

(d)

(e)

An Employee who has completed ninety (90) days continuous
employment shall, upon their written request, providing at least twenty-
eight (28) calendar days advance notice, be granted maternity leave to
become effective at any time during the thirteen (13) weeks immediately
preceding the expected date of delivery, provided they commence
maternity leave no later than the date of delivery.

If during the thirteen (13) week period immediately preceding the
estimated date of delivery the pregnancy interferes with the performance
of the Employee’s duties, the Employer may, by notice in writing to the
Employee, require the Employee to commence maternity leave forthwith.

Such leave shall be without pay except for the portion of maternity leave.
during which the Employee has a valid health-related reason for being
absent from work and is also in receipt of sick leave.

The Employer and Employee shall continue paying their portion of
premiums for Health Plan Benefits during the first three (3) months of the
Maternity Leave period.

Maternity / Parental leave shall be without loss of seniority.

PARENTAL LEAVE

(a)

(b)

(c)

(d)

A parent who has completed ninety (90) days continuous employment
shall upon their written request be granted an unpaid leave for up to sixty-
two (62) weeks without pay within the seventy-eight (78) weeks of the
child’s birth or for adoptive parents sixty-two (62) weeks without pay
within the seventy-eight (78) weeks of the child being placed with the
adoptive parent.

An Employee requesting parental leave shall provide the Employer with
at least twenty-eight (28) calendar days advance notice of the anticipated
date of the leave.

An Employee may commence adoption leave upon one (1) days notice
provided the application for such leave was made when the adoption was
approved and the Employer is kept informed of the progress of the
adoption proceedings.

Parental leave described above may be taken wholly by one of the parents
or shared by both parents.
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21.15

22.01

22.02

(e) The Employer and Employee shall continue paying their portion of
premiums for Health Plan Benefits during the Parental Leave period.

An Employee on maternity leave or parental leave shall provide the Employer
with at least fourteen (14) calendar days’ notice, in writing of their readiness to
return to work, following which the Employer will reinstate them in the same or
an equivalent position at not less than the same step in the pay scale and other
benefits that accrue to them up to the date they commenced leave.

EDUCATIONAL LEAVE
(a) Any Regular Employee is eligible to apply, to the Employer, for
educational leave without pay.
(b)  If education leave is granted, the Employee's seniority will not be affected.
(c) Time off for education leave shall be granted providing operational
requirements permit.
ARTICLE 22
ANNUAL VACATION

For the purpose of this section:

(@) "Vacation” means annual vacation with pay;

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

Vacation Entitlement:

Vacation entitlements are earned and accumulated each full calendar month. The
Employee can take vacation as it is earned. Vacation entitlements with pay shall
be as follows;

(a) An Employee who has completed less than twelve (12) full calendar
months of service from original commencement date shall receive one and

one-quarter 1 % work days of vacation for each calendar month worked.

(b) An Employee shall earn fifteen (15) work days of vacation at a rate of 1 %
work days per calendar month, upon completion of one (1) full year of
service.

(©) An Employee who has completed five (5) full years of service in the
following month, will begin earning twenty (20) work days vacation at the

rate of 1%/; work days per calendar month.

(d) An Employee who has completed ten (10) full years of service in the
following month, will begin earning twenty-five (25) work days vacation
at the rate of 2 /,, work days per calendar month.

(e) An Employee who has completed fifteen (15) full years of service in the

following month, will begin earning thirty (30) work days vacation at the
rate of 21/, work days per calendar month.
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22.03

22.04

22.05

23.01

23.02

24.01

24.02

24.03

24.04

The vacation period shall be at the Employee’s request and shall be scheduled by
mutual agreement.

Vacation leave may be taken in one (1) continuous period or in separate periods.
(a) Vacation leave in respect of each year of service shall be taken as earned or

taken within sixteen (16) months after the end of that year.

(b) If an Employee, for personal reasons, wishes to take vacation leave or part
thereof within six (6) months after the end of the sixteen (16) month period
specified in Sub-Clause (a) above, the Employee shall be permitted to do
so at such time or times as the Employer may approve.

(c) Vacation leave shall normally not be postponed as provided by (b) above
in two (2) successive years.
ARTICLE 23
EXPENSES

The Employer shall reimburse Employees for reasonable and substantiated
expenses incurred in the course of their employment. Where expenses are
expected to exceed one hundred dollars ($100.00), anticipated expenses shall be
presented to the Employer for approval in advance.

The Employer shall ensure that Employees are reimbursed for expenses incurred
within the course of their employment within ten (10) work days from the date the
claim for reimbursement is submitted.
ARTICLE 24

SALARIES
Employees shall be paid for work performed at rates of pay as set out and outlined
in the Appendix A - Salary Schedule and effective from the dates outlined below.
The Employer agrees to operate a biweekly payroll system.

Employees classified as ESL Instructors shall have seven (7) hours of preparation
time with pay per week added to the current twelve (12) hours of paid classroom
time.

An Employee’s rate of pay will be adjusted by one incremental step on the
Employee’s anniversary date, unless there have been justifiable performance
reasons identified for withholding the increment.

Effective upon ratification, Employees will be placed on the grid at the step
appropriate to their service.
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25.01

26.01

26.02

26.03

26.04

26.05

26.06

ARTICLE 25
NOTICE OF TERMINATION

An Employee is required to provide the Employer with not less than fourteen (14)
calendar days prior written notice of resignation if they wish to resign in good
standing.

ARTICLE 26
PROFESSIONAL DEVELOPMENT AND TRAINING

The Employer and the Union are committed to learning and development for Staff.
As part of this commitment, the Employer agrees to establish a Human Resources
Development Fund (the Fund). As of April 1st of each year, the Fund will be
allocated to a minimum of two thousand five hundred dollars ($2,500.00), to be
administered by the Executive Director. The accumulated fund shall not exceed
five thousand dollars ($5,000.00).

The purpose of the Fund is to enable employees to:

(@) access learning opportunities (conventions, conferences, courses,
workshops or seminars) that will improve, enhance or expand the
employee’s performance, qualifications, skills or expertise in their current
position or develop future job related skills, or

(b) access non-credit post secondary learning programs and courses that
enhance employee qualifications.

The parties encourage discussion between the employee and their supervisor to
identify learning and development plans and potential learning opportunities
where the Fund may apply, as part of the ongoing performance management
process.

However, the cost of job-specific training required by the Employer or legislation
cannot be charged to the Fund.

And because the Employer also recognizes the value of staff training and upon
request by the Employee, the Employer may authorize an Employee’s attendance
and may compensate the Employee for all costs including fees, tuition, books,
required materials, accommodations and other reasonable expenses.

Selection and Transparency

(@)  All Employees must be provided fair and equitable access to training.
(b)  The Employer must provide Employees with notification of:

(i)  The type of training approved.

(i) Employees who are selected for training.

(iii) If an Employee is not selected reasons why they were not chosen for
training.
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27.01

27.02

28.01

28.02

28.03

ARTICLE 27
REGISTERED RETIREMENT SAVINGS PLAN

The Employer shall contribute to an RRSP account at a financial institution of the
Employee’s choice for all regular full-time and part-time employees.

Each year the Employer’s contribution shall be an amount equal to five percent
(5%) of the Employee’s gross salary for the previous calendar year.

ARTICLE 28
TERM OF AGREEMENT

This Agreement, unless altered by mutual consent of both Parties shall be in force
and effect from April 1, 2020, up to and including March 31, 2025 unless
notification of desire to amend or terminate is given in writing by either party
during the period between 60 and 120 days prior to its expiration date.

If an Agreement is not reached by March 31, 2025, the Employer agrees to extend
the term of this Agreement until a new Collective Agreement is in effect or until a
strike or lockout commences.

Any notice required hereunder to be given shall be deemed to have been
sufficiently served if personally delivered or mailed in a prepaid registered
envelope addressed in the case of the Union to:

The President

The Alberta Union of Provincial Employees
10025 — 182 Street

Edmonton, Ab, T5S 0P7

And in the case of the Employer to:

The Executive Director
Edmonton Immigrant Services Association

Suite 201, 10720 - 113 Street
Edmonton, Ab, T5H 3HS8
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APPENDIX A - SALARY SCHEDULE

Classification Step 1 Step 2 Step 3
Administrative Support

April 1, 2020 3% 24.60 25.21 25.83
April 1, 2021 0% 24.60 25.21 25.83
April 1, 2022 4% 25.58 26.22 26.86
April 1, 2023 4% 26.61 27.27 27.94
April 1, 2024 2% 27.14 27.81 28.50
Client Support

April 1, 2020 3% 27.82 28.52 29.23
April 1, 2021 0% 27.82 28.52 29.23
April 1, 2022 4% 28.93 29.66 30.40
April 1, 2023 4% 30.09 30.85 31.62
April 1, 2024 2% 30.69 31.46 32.25
Settlement Practitioner

April 1, 2020 3% 31.33 32.22 33.25
April 1, 2021 0% 31.33 32.22 33.25
April 1, 2022 4% 32.58 33.51 34.58
April 1, 2023 4% 33.89 34.85 35.96
April 1, 2024 2% 34.56 35.55 36.68
Instructors

April 1, 2020 3% 34.93 35.98 37.10
April 1, 2021 0% 34.93 35.98 37.10
April 1, 2022 4% 36.33 37.42 38.58
April 1, 2023 4% 37.78 38.92 40.13
April 1, 2024 2% 38.54 39.69 40.93
Finance Manager

April 1, 2020 3% 36.23 37.32 38.44
April 1, 2021 0% 36.23 37.32 38.44
April 1, 2022 4% 37.68 38.81 39.98
April 1, 2023 4% 39.19 40.37 41.58
April 1, 2024 2% 39.97 41.17 42.41
Supervisor/Team Leader

April 1, 2020 3% 38.44 39.59 40.78
April 1, 2021 0% 38.44 39.59 40.78
April 1, 2022 4% 39.98 41.17 42.41
April 1, 2023 4% 41.58 42.82 4411
April 1, 2024 2% 4241 43.68 44.99
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3% increase in 2020 and 2022 have been provided to Employees.

1% retroactive pay for 2022 will be paid within sixty (60) days of ratification of the collective
agreement.

Retroactive pay for 2023 will be paid within sixty (60) days of ratification of the collective
agreement.

Employees who have left the employ of EISA during the negotiation of a replacement
collective agreement will have sixty (60) days from the date of ratification by the parties to
submit a written request to Human Resources for retroactive pay they would have received
had the agreement been in place prior to their departure.
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APPENDIX B - Joint Anti-harassment Policy and Procedures
Effective June 1, 2017
Joint - Policy Statement
Edmonton Immigrant Services Association (EISA) and the Alberta Union of Provincial
Employees (AUPE) are committed to fostering a harassment-free workplace where all employees

are treated with respect and dignity.

Harassment is defined in Article 9.03 but includes any prohibited grounds that may be added to
the Alberta Human Rights Act.

Harassment at EISA is not tolerated. Employees who are found to have harassed another
individual may be subject to disciplinary action. This includes any employee who: interferes with
the resolution of a harassment complaint; retaliates against an individual for filing a harassment
complaint; breaches the confidentiality of information obtained during a harassment
investigation, or files an unfounded harassment complaint intended to cause harm.

This policy applies to all current employees of EISA, including full and part-time, casual, contract,
permanent and temporary employees. This policy also applies to job applicants. This policy
applies to all behaviour that is in some way connected to work, including during off-site
meetings, training and on business trips.

Responsibilities and Expectations

EISA is responsible for:

e providing all employees a harassment-free workplace.

The AUPE Membership Services Officers and Stewards are responsible for:
e promoting a harassment free workplace.
e ensuring both the complainant and respondent have independent representation

e maintaining the integrity and confidentiality of information obtained in this process.

The Executive Director is responsible for:

e informing both complainant and respondent of their right to union representation and
providing reasonable time to seek the like.

e ensuring that this policy is applied in a timely, consistent and confidential manner;
¢ determining whether or not allegations of harassment are substantiated; and

e determining what corrective action under Article 11 is appropriate where a harassment
complaint has been substantiated.
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EISA and the AUPE negotiator are responsible for:

reviewing this appendix during each period of negotiations;

negotiating necessary adjustments to ensure that this policy meets the needs of the
Employees and organization.

Supervisors are responsible for:

fostering a harassment-free work environment and setting an example about appropriate
workplace behaviour;

communicating the process for investigating and resolving harassment complaints made
by employees;

dealing with harassment situations immediately upon becoming aware of them, whether
or not a harassment complaint has been made;

taking appropriate action during a harassment investigation, including separating the
parties to the harassment complaint, when appropriate; and

ensuring harassment situations are dealt with in a sensitive and confidential manner.

Employees are responsible for:

treating others with respect in the workplace;
reporting harassment to the Executive Director;

cooperating with a harassment investigation and respecting the confidentiality related to
the investigation process;

Employees can expect:

to be treated with respect in the workplace;
that reported harassment will be dealt with in a timely, confidential and effective manner;

to have their rights to a fair process and to confidentiality respected during a harassment
investigation; and

to be protected against retaliation for reporting harassment or cooperating with a
harassment investigation.
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Procedures for Addressing a Harassment Complaint
Filing a Complaint

An employee may file a harassment complaint by contacting the Executive Director. The
complaint may be verbal or in writing. If the complaint is made verbally, the Executive Director
will record the details provided by the Employee, and ensure the Employee both reviews the
document for thoroughness and accuracy and signs the document.

The Employee should be prepared to provide details such as what happened; when it happened;
where it happened; how often and who else was present (if applicable).

Complaints should be made as soon as possible but no later than within one year of the last
incident of perceived harassment, unless there are circumstances that prevented the Employee
from doing so.

The Executive Director will tell the respondent that the harassment complaint has been made
against, in writing, that a harassment complaint has been filed. The letter will also provide details
of the allegations that have been made against the respondent.

Every effort will be made to resolve harassment complaints within ten (10) days. The Executive
Director will advise both parties of the reasons why, if this is not possible.

If either party to a harassment complaint believes that the complaint is not being handled in
accordance with this policy, they should contact the AUPE Membership Services Officer.

Mediation

Wherever appropriate and possible, the parties to the harassment complaint will be offered
mediation prior to proceeding with a harassment investigation. Mediation is voluntary and
confidential. It is intended to assist the parties to arrive at a mutually acceptable resolution to the
harassment complaint. The mediator will be a neutral person, agreed upon by both parties. The
mediator will not be involved in investigating the complaint. Each party to the complaint has the
right to be accompanied and assisted during mediation sessions by a person of their choosing.
Investigation

If mediation is inappropriate or does not resolve the issue, a harassment investigation will be
conducted. An individual who has the necessary training and experience will handle all
investigations. In some cases, an external consultant may be engaged for this purpose. The
investigator will interview the person who made the complaint, the person the complaint was
made against and any witnesses that have been identified. All people who are interviewed will
have the right to review their statement, as recorded by the investigator, to ensure its accuracy.

The investigator will prepare a report that will include:
e adescription of the allegations;
¢ the response of the person the complaint was made against;
e asummary of information learned from witnesses (if applicable); and

e adecision about whether, on a balance of probabilities, harassment did occur.
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This report will be submitted to the Executive Director and the AUPE Membership Services
Officer. Both parties to the complaint will be given a copy.

Substantiated Complaint

If a harassment complaint is substantiated, The Executive Director will decide what action is
appropriate. Remedies for the Employee who was harassed may include: an oral or written
apology; compensation for lost wages; compensation for any lost employment benefits such as
sick leave; and compensation for hurt feelings. Corrective action under Article 11, for the
Employee found to have engaged in harassment may result. Both parties to the complaint will be
advised, in writing, of the decision.

Appeal Process

Either the complainant or the respondent may grieve the results of the investigation as per Article
12 of this Collective Bargaining Agreement.

Privacy and Confidentiality

All parties to a harassment complaint are expected to respect the privacy and confidentiality of
all other parties involved and to limit the discussion of a harassment complaint to those that need
to know.

Edmonton Immigrant Services Association, AUPE and all individuals involved in the harassment
complaint process, will maintain confidentiality and take all reasonable steps to protect personal
information.

Review

Edmonton Immigrant Services Association and the AUPE negotiator will review this Appendix

during each round of bargaining, and will negotiate necessary adjustments to ensure that it meets
the needs of all employees.
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IN WITNESS WHEREOF the Parties hereto have caused these presents to be executed by their
duly authorized officers in that behalf the day and year first above written.

DATED at Edmonton, Alberta THIS ___5th DAY OF June , 2023,

SIGNED ON BEHALF OF THE EMPLOYER SIGNED ON BEHALF OF THE UNION
’

AN TS éng\i\)k;‘

W@M& &Q\
NESS WITNESS !
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Letter of Understanding
Re: Application of Clause 24.04 Salaries

BETWEEN:
THE EDMONTON IMMIGRANT SERVICES
ASSOCTATION
(The Employer)

AND

ALBERTA UNION OF PROVINCIAL EMPLOYEES
(The Union)

Whereas the collective agreement for Local 118/021 (April 1, 2020 to March 31, 2025) was
ratified in June of 2023.

Clause 24.04 in that collective agreement reads as follows:

An Employee’s rate of pay will be adjusted by one incremental step on the
Employee’s anniversary date, unless there have been justifiable performance
reasons identified for withholding the increment.

Effective upon ratification, Employees will be placed on the grid at the step
appropriate to their service.

1. The parties agree that the interpretation of the phrase “appropriate to their service” recognizes the first
part of Article 24.04 that says, “An Employee’s rate of pay will be adjusted by one incremental step
on the Employee’s anniversary date”.

2. The recognition of that incremental step on each anniversary date requires the proper application of
Article 24.04 to include that each employee will be individually placed on the grid at the step tied to
their years of service based on their date of hire/anniversary date.

For example, an employee hired in June of 2020 will be placed on Step III of the grid having three
full years of service as of June of 2023.

3. The employer agrees that they will recalculate retroactive pay, RRSP contribution and any other
entitlement related to placement on the grid at the earliest possible time.

4. This letter of understanding will remain in effect for the term of the collective agreement and is
subject to the grievance procedure.
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On behalf of the Union On behalf of the Employer

Date:  April 18, 2024 Date: HQ’”'\ EIRZAYAN|
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