
















































































































































































(e)

(f)

(@

(h)

(i)

day immediately after ordinary polling day, the employee notifies the Employer that
the employee wishes their leave of absence to be extended for such number of
days, not exceeding ninety (90), as the employee states in the notice and in such
case the leave of absence shall terminate as stated in the notice.

An employee on leave of absence who is an unsuccessful Candidate is entitled to
return to the position which that employee left.

The leave of absence of an employee who is a successful Candidate shall be
extended from ordinary polling day of the election of which the employee is elected
until two weeks after:

() the employee resigns from the position the employee was elected where
that resignation occurs before the next election;

(i) where the elected body is dissolved for the next election, the date the
employee notifies the Employer that the employee does intend to be a
Candidate at that next election;

(i) the date nominations close for the next election if the Candidate has not
been officially nominated as a Candidate; or

(iv) declaration day for the next election when it is official that the employee
has not been re-elected, whichever is the latest.

Where an employee is elected for the second time, the leave of absence for the
employee to be a Candidate terminates on the day the employee is declared
elected for the second time and the employee ceases to be an employee for all
purposes, including entitlement to all employee benefits, as of that day.

An employee who is not re-elected in the second election during the leave of
absence may return to the position that employee left, or where that position has
been filled or eliminated, to an equivalent position when the leave of absence
expires pursuant to paragraph (f).

During the employee's leave of absence to be a Candidate, the employee shall not
be paid but the employee, upon application to the Employer at any time before the
leave of absence, is entitled to pension credit for service as if the employee were
not on a leave of absence and to medical and health benefits, long term disability
coverage and life insurance coverage, or any one of more of them, if the employee
pays both the employee's and Employer's share of the cost.

23.13 Military Leave

The parties agree:

(a)

(b)

4159-4768-0066

where operational requirements permit, an employee may be granted leave of
absence with pay to a maximum of two (2) weeks for the purpose of taking military
training or serving military duty. Requests for leaves greater than two (2) weeks
will be considered on a case-by-case basis;

an employee who is given leave of absence with pay pursuant to this Article shall
have deducted from their salary an amount equal to the amount paid by the
Department of National Defense to them as salary;
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(c)

(d)

where an employee uses vacation entitlement for the purpose of taking military
training or serving military duty pursuant to this Article, they shall receive full salary
from the Employer notwithstanding amounts paid to them by the Department of
National Defense.

the Employer will recognize its obligations to grant leave without pay to an
employee who is a member of the Reserves and is required by the Canadian
Forces to be absent from the employer's civilian employment for the purpose of
service, in accordance with section 80H of the Labour Standards Code.

23.14 Prepaid Leave

(a)

(b)

(c)

(d)

(e)

AARO AT700 ANRR

Purpose

The Prepaid Leave Plan is established to afford employees the opportunity of
taking a six (6) months to one (1) year’s leave of absence and to finance the leave
through deferral of salary.

Terms of Reference

(i) It is the intent of the Union and the Employer that the quality and delivery
of service to the public be maintained.

(if) A suitable replacement for the employee on leave will be obtained where
required, and the incumbents filling any position(s) temporarily vacated as
a result of such leave will be covered by the Collective Agreement.

(i) Applications under this Plan will not be unreasonably denied, and any
permitted discretion allowed under this Plan will not be unreasonably
refused.

(iv) It is understood that the Plan shall comply with Canada Revenue Agency
requirements.

Eligibility

All permanent unionized employee's are eligible to participate in the Plan.

Application
(i An employee must make written application to the Employer at least four

(4) calendar months in advance, requesting permission to participate in the
Plan. A shorter period of notice may be accepted by the Employer. Entry
date into the Plan for deductions must commence at the beginning of a bi-
weekly pay period.

(i) Written acceptance or denial of the request, with explanation, shall be
forwarded to the employee within two (2) calendar months of the written
application.

Leave

0 The period of leave will be for six (6) months to one (1) year.
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(f)

(9
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(i)

(i)

On return from leave, the employee will be assigned to their same position
or, if such position no longer exists, the employee will be governed by the
appropriate provisions of this Agreement.

After the leave, the employee is required to return to regular employment
with the Employer for a period that is not less than the period of leave.

Payment Formula and Leave of Absence

The payment of salary, benefits and the timing of the period of leave shall be as

follows:

(i)

(iv)

v)

(vi)

During the deferral period of the Plan, preceding the period of the leave,
the employee will be paid a reduced percentage of their salary. The
remaining percentage of salary will be deferred, and their accumulated
amount, plus the interest earned, shall be retained for the employee by the
Employer to finance the period of leave.

The deferred amounts, when received, are considered to be salary or
wages and as such are subject to withholding for income taxes and Canada
Pension Plan at that time.

The calculation of interest under the terms of this Plan shall be done
monthly (not in advance). The interest paid shall be calculated by
averaging the interest rates in effect on the last day of each calendar month
for: a true savings account, a one (1) year term deposit, a three (3) year
term deposit and a five (5) year term deposit. The rates for each of the
accounts identified shall be those quoted by the financial institution
maintaining the deferred account. Interest shall be based upon the
average daily balance of the account and credited to the employee’s
account on the first day of the following calendar month.

A yearly statement of the amount standing in the employee’s credit will be
sent to the employee by the Employer.

The maximum length of the deferral period will be six (6) years and the
maximum deferred amount will be 33 1/3% of salary. The maximum length
of any contract under the Plan will be seven (7) years.

The employee may arrange for any length of deferral period in accordance
with the provisions set out under paragraph (f)(v) above.

Benefits

(i)

(i)

While the employee is enrolled in the Plan prior to the period leave, any
benefits related to salary level shall be structured according to the salary
the employee would have received had they not been enrolled in the Plan.

An employee’s benefits will be maintained by the Employer during their

leave of absence; however, the premium costs of all such benefits shall be
paid by the employee during the leave.
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(iii) While on leave, any benefits related to salary level shall be structured
according to the salary the employee would have received in the year prior
to taking the leave had they not been enrolled in the Plan.

(iv) Pension deductions shall be continued during the period of leave. The
period of leave shall be a period of pensionable service and service.

(v) Pension deductions shall be made on the salary the employee would have
received had they not entered the Plan or gone on leave.

(vi) Sick leave and vacation credits will not be earned during the period of leave
nor will sick leave be available during such period.

(h) Withdrawal

0 An employee may withdraw from the Plan in unusual or extenuating
circumstances, such as, but not limited to, financial hardship, serious
illness or disability, family death or serious illness, or termination of
employment.  Withdrawal must be submitted in writing, detailing the
reason(s) therefore, as soon as possible prior to the commencement of the
leave.

(i) In the event of withdrawal, the employee shall be paid a lump sum
adjustment equal to any monies deferred plus accrued interest.
Repayment shall be made as soon as possible within sixty (60) calendar
days of withdrawal from the Plan.

(iii) An employee who is laid off during the deferral period will be required to
withdraw from the Plan.

(iv) Should an employee die while participating in the Plan, any monies
accumulated plus interest accrued at the time of death shall be paid to the
employee’s estate as soon as possible within two (2) bi-weekly pay periods
upon notice to the Employer.

(i) Written Contract

® All employees will be required to sign the approved contract before
enrolling in the Plan. The contract will set out all other terms of the Plan in
accordance with the provisions set out herein.

(i) Once entered into, the contract provisions concerning the percentage of
salary deferred and the period of leave may be amended by mutual
agreement between the employee and Employer.

23.15 Education Leave

Education leave shall be available to employees as per the Training Policy which is
attached to and forms part of this collective agreement.

23.16 Float Days

(a) Employees shall be granted four (4) float days with pay per calendar year. Float
days shall be pre-scheduled, where possible, at a mutually acceptable time. Float
days may be utilized for, but are not limited to, the following reasons:
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(1) professional appointments that cannot be scheduled outside of normal working
hours;

(2) family iliness;

(3) emergency;

(4) change of residence;

(5) marriage;

(6) graduation;

(b) Employees who do not pre-schedule a float day, (i.e., unforeseen
circumstances) shall notify the Employer as soon as possible of the request for a

float day.

(c) Leave for more than one (1) consecutive day shall be at the discretion of the
Employer.

(d) An employee may take up to two (2) pre-scheduled float days in conjunction
with vacation.

23.17 Pre-Retirement Leave

An employee who has completed at least twenty-five (25) years of service with the
Employer shall be entitled to five (5) days of leave in the last year of employment to
prepare for retirement. The employee must declare their intention to retire prior to taking
pre-retirement leave. This entitlement can only be utilized once.

23.18 Compassionate Care Leave

The Employer recognizes its obligations to grant leave without pay to a maximum of
twenty-eight (28) weeks to an employee to provide care or support to a family member in
accordance with section 60E of the Labour Standards Code, which, as of January 2016,
provides as follows:

60E

(1)

A1RQ-47AR-NNARA

Entitlement to unpaid compassionate-care leave
In this Section.
(a) ‘common-law partner” of an individual means another individual who has

cohabitated with the individual in a conjugal relationship for a period of at
least one year;

(b) “family member”, in relation to an employee, means
(i) a spouse or common-law partner of the employee,
(ii) a child of the employee or a child of the employee’s spouse or

common-law partner,

(iii) a parent of the employee or a spouse or common-law partner of the
parent, and;
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3)

(3A)

4159-4768-0066

(iv) any other person who is a member of a class of persons prescribed
in the regulations for the purpose of this definition;

(c) “‘week” means the period between midnight on Saturday and midnight on
the following Saturday.

An employee who has been employed by an employer for a period of at least three
months is entitled to an unpaid leave of absence of up to twenty-eight (28) weeks
to provide care or support to a family member of the employee if a legally qualified
medical practitioner issues a certificate stating that the family member has a
serious medical condition with a significant risk of death within twenty-six weeks
from

(a) the day the certificate is issued; or

(b) where the leave was begun before the certificate was issued, the day the
leave was begun.

The leave of absence referred to in subsection (2) may only be taken during the
period

(a) that begins with
(i) the first day of the week in which the certificate is issued, or

(i) where the leave was begun before the certificate was issued, the
first day of the week in which the leave was begun if the certificate
is valid from any day in that week; and

(b) that ends with the last day of the week in which either of the following
occurs: ‘

(1) the family member dies; or

(i) the expiration of fifty-two (52) weeks following the first day of the
week referred to in clause (a) ends.

For greater certainty, but subject to subsection (3), for leave under this Section to
be taken after the end of the period of twenty-six weeks set out in subsection (2),
is not necessary for a legally qualified medical practitioner to issue an additional
certificate under that subsection.

A leave of absence under this Section may only be taken in periods of not less
than one week’s duration.

Where requested in writing by the employer, the employee must provide the
employer with a copy of the certificate referred to in subsection (2).

For the period of time specified in subsection (2), the employer shall grant to the
employee the option of maintaining a benefit plan in which the employee
participated before the beginning of that period and shall notify the employee in
writing of the option and the date beyond which the option may no longer be
exercised at least ten days before the last day on which the option could be
exercised to avoid an interruption on benefits.
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23.19

23.20

24.01

24.02

24.03

(7) Where the employee opts in writing to maintain the benefit plan referred to in
subsection (6), the employee shall enter into an arrangement with the employer to
pay the cost required to maintain the benefit plan, including the employer’s share
thereof, and the employer shall process the documentation and payments as
arranged.

(8) Nothing in subsection (7) prevents an employer from contributing to the cost of a
benefit plan referred to in subsection (6).

9) An employee shall advise an employer as soon as possible of any intention to take
a leave of absence under this Section.

Critically Ill Childcare Leave

The Employer recognizes its obligations to grant leave without pay to an employee who
provides care to their critically ill or injured child, in accordance with sections 60K to 60S
of the Labour Standards Code.

Other Leaves

The Employer recognizes its obligations to grant leave without pay to an employee in
accordance with sections 60SA to 80SG, 60T to 60X, and 60Y to 80ZB of the Labour
Standards Code.

* ARTICLE 24 - COMPENSATION FOR INJURY ON DUTY
Reporting of Injuries

An employee who is injured on duty shall immediately report or cause to have reported
an injury sustained in the performance of their duties to their immediate supervisor in
such manner or on such forms as the Employer may from time to time prescribe.

Injury Pay Provisions

(a) When an employee is injured on duty and it is determined by the Workers'
Compensation Board of Nova Scotia that the employee is unable to perform their
duties, the Employer shall grant to the employee injury on duty leave with pay at
full salary and benefits for up to six (6) accumulative months.

(b) An employee who has been injured in the course of employment with a previous
employer, is absent from work with the Employer as a result of that injury and
therefore is receiving Temporary Earnings Replacement Benefits (“TERB”) under
the Workers’ Compensation Act, may utilize their sick leave credits to supplement
the TERB for up to six (6) accumulative months. The supplement shall be equal
to the difference between the TERB and the employee’s regular salary with the
Employer. The percentage amount required to achieve the top-up to the
employee’s regular salary shall be deducted from the sick leave of the employee
provided they have necessary sick leave credits.

Record of Injury

The Employer shall maintain a record of its employees injured on duty.
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24.04

25.01

25.02

25.03

25.04

25.05

25.06

Recurring Disability

In cases of a recurrence of a compensable injury suffered by an employee or ex-employee,

the provision and policies of the Workers' Compensation Act will apply.

ARTICLE 25 - SAFETY AND HEALTH
Safety and Health Provisions

The Employer shall continue to make all reasonable provisions for the occupational safety
and health of employees. The Employer agrees to work in conjunction with the Union to
respond to recommendations from the Joint Occupational Health and Safety Committee,
and both parties undertake to consult with a view to adopting and expeditiously carrying
out reasonable procedures and techniques designed to prevent or reduce the risk of
employment injury or employment-related chronic iliness.

Occupational Health and Safety Act

The Employer, the Union and employees agree to be bound by the provisions of the
Occupational Health and Safety Act, S.N.S. 1996, ¢.7.

Joint Occupational Health and Safety Committee

(a) The Employer agrees to the establishment of a Joint Occupational Health and
Safety Committee consisting of representation of employees and the Employer.

(b) Management representation shall include at least three represeniatives from
management; however, management representation shall at no time comprise
more than 50% of the Joint Occupational Health and Safety Committee. ’

(¢) - The Employer accepts its responsibility to support the Joint Occupational Health
and Safety Committee Terms of Reference, established in accordance with the
Occupational Health and Safety Act.

First Aid

The Employer agrees to fulfill the mandate outlined in the First Aid Regulations, enacted
pursuant to the Occupational Health and Safety Act.

Safety Equipment

The Employer shall provide all safety equipment necessary for the occupational safety
and health of employees, as determined by the Occupational Health and Safety Act.

Video Display Terminals and Other Equipment

(a) An employee who is required to work at a Video Display Terminal (VDT) for fifty
percent (50%) or more of the normal work week shall be entitled to have their
eyes examined by an Ophthalmologist prior to operating such equipment and
once per year thereafter. The Employer shall, where required, pay the costs of
such examinations or tests where not covered by a medical plan provided by the
employer.
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(b)

A pregnant employee who works with machinery or equipment which may pose a
threat to the health of either the pregnant employee or their unborn child, may
request a job reassignment for the period of pregnancy by forwarding a written
request to the employee's immediate supervisor along with a certificate from a duly
qualified medical practitioner certifying they are pregnant and outlining the
employee's concern. Upon receipt of the request, the Employer, where possible,
will assign the pregnant employee to an alternate position and/or classification or
to alternate duties within the Employer.

25.07 Right to Refuse Work and Consequences of Refusal

(1)

(2)

(4)

4159-4768-0066

Any employee may refuse to do any act at the employee's place of employment
where the employee has reasonable grounds for believing that the act is likely to
endanger the employee's health or safety or the health or safety of any other
person until:

(a) the Employer has taken remedial action to the satisfaction of the employee;

(b) the committee has investigated the matter and unanimously advised the
employee to return to work; or

(c) an officer appointed under the Occupational Health and Safety Act has
investigated the matter and has advised the employee to return to work.

Where an employee exercises the employee's right to refuse to work pursuant to
subsection (1), the employee shall

(a) immediately report it to a supervisor;

(b) where the matter is not remedied to the employee's satisfaction, report it to
the committee or the representative; and '

(c) where the matter is not remedied to the employee's satisfaction after the
employee has reported pursuant to clauses (a) and (b), report it to the
Occupational Health and Safety Division of the Department of Labour.

At the option of the employee, the employee who refuses to do any act pursuant
to subsection (1) may accompany an Occupational Health and Safety officer or the
committee or representative on a physical inspection of the workplace, or part
thereof, being carried out for the purpose of ensuring others understand the
reasons for the refusal.

An employee who accompanies an officer, the committee or a representative, as
provided in subsection (3), shall be compensated in accordance with subsection
(7), but the compensation shall not exceed that which would otherwise have been
payable for the employee's regular or scheduled working hours.

Where an employee refuses to do work pursuant to Subsection (1), the Employer
may reassign the employee to other work and the employee shall accept the re-
assignment until the employee is able to return to work pursuant to Subsection (1).
Where an employee is reassigned to other work pursuant to Subsection (5), the
Employer shall pay the employee the same wages or salary and grant the
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25.08

employee the same benefits as would have been received had the employee
continued in the employee's normal work.

(7) Where an employee has refused to work pursuant to Subsection (1) and has not
been reassigned to other work pursuant to Subsection (5), the Employer shall, until
Subsection (1) (a), (b), or (c) is met, pay the employee the same wages or salary
and grant the employee the same benefits as would have been received had the
employee continued to work.

(8) A reassignment of work pursuant to Subsection (5) is not a discriminatory action
pursuant to Article 25.08.

(9) An employee may not, pursuant to this Section, refuse to use or operate a machine
or thing or to work in a place where:

(a) the refusal puts the life, health or safety of another person directly in
danger; or

(b) the danger referred to in Subsection (1) is inherent in the work of the
employee.

Restriction on Assignment of Work Where Refusal
Where an employee exercises the employee's right to refuse to work pursuant to Article
25.07, no employee shall be assigned to do that work until the matter has been dealt with

under that Article, unless the employee to be so assigned has been advised of:

(a) refusal by another employee;

(b) the reason for the refusal; and

25.09

26.01

26.02

(c) the employee's rights pursuant to this Article.
No Discrimination

The Employer shall not take, or threaten to take, discriminatory action against an
employee because the employee has acted in compliance with this Article or the
Occupational Health and Safety Act or the Regulations enacted pursuant to that Act.

ARTICLE 26 - NOTICE OF RESIGNATION
Notice of Resignation

If an employee desires to terminate their employment, they shall forward a letter of
resignation to the Employer or delegated official not less than ten (10) days prior to the
effective date of termination provided however that the Employer or delegated official may
accept a shorter period of notice.

Withdrawal of Resignation

An employee who has terminated their employment through resignation, may withdraw
their resignation within two (2) working days of the time it has been received by the
Employer.
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26.03 Failure to Give Notice

26.04

26.05

27.01

27.02

An employee who fails to give notice required by Article 26.01, shall be struck from the
payroll effective the day they absent themselves without leave, and shall have deducted
from monies owed them by the Employer, a sum equivalent to the salary payable to them
for the period of notice which they failed to work.

Absence Without Permission

(a) An employee who is absent from their employment without permission for ten (10)
consecutive days, shall be deemed to have resigned their position effective the
first day of their absence.

(b) The employee may be reinstated if they establish to the satisfaction of the
Employer that their absence arose from a cause beyond their control and it was
not possible for the employee to notify the Employer of the reason for their
absence.

Acknowledgment of Letters of Resignation
(a) Receipt of letters of resignation shall be acknowledged by the Employer in writing.

(b) Pursuant to Article 26.03, the Employer shall forward a registered letter to the
employee who failed to give notice acknowledging the resignation.

ARTICLE 27 - GRIEVANCE PROCEDURE
Grievances

(a) An employee(s) who feels that they have been treated unjustly or considers
himself/herself aggrieved by any action or lack of action by the Employer, shall first
discuss the matter with their immediate supervisor in charge no later than fifteen
(15) days after the date on which they became aware of action or circumstance.
The employee(s) may have a Steward present if so desired.

(b) The supervisor shall respond to the employee and/or Steward within five (5)
working days of the discussion unless the Union agrees to extend this time limit.

(c) When any dispute cannot be settled by the foregoing informal procedure, it may
be deemed to be a "grievance" and the supervisor shall be notified accordingly.

(d) In each of the following steps of the grievance procedure, the person designated
by the Employer at each level of the grievance procedure shall arrange a meeting
or meetings with the Union representative named in the grievance at the eariiest
mutually agreeable time, and not later than the time limit provided for in the
applicable step of the grievance procedure.

Union Approval
Where the grievance relates to the interpretation or application of this collective agreement

or an Arbitral Award, they are not entitled to present the grievance unless they have the
approval in writing of the Union or is represented by the Union.
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27.03

27.04

27.05

27.06

27.07

Grievance Procedure

The following grievance procedure shall apply:

Step One

If the employee(s) or the Union is not satisfied with the decision of the immediate
supervisor, the employee(s) may within ten (10) days of having received the supervisor's
answer, present their grievance in writing to the person designated by the Employer as
the first level in the grievance procedure. If the employee(s) does not receive a
satisfactory settlement within five (5) days from the date on which they presented their
grievance to the person designated as the first level in the grievance procedure, the
employee(s) may proceed to Step Two.

Step Two

Within five (5) days from the expiration of the five (5) day period referred to in Step One,
the employee(s) may present their grievance in writing to the person designated as the
second level of the grievance procedure.

Any proposed settlement of the grievance presented at Step One and any replies must
accompany the grievance when it is presented to the second level designate. The second
level designate shall reply in writing to the employee(s) within fifteen (15) days from the
date the grievance was presented to them.

Step Three

Where an employee has presented a grievance up to and including step two of the
grievance procedure with respect to the application and interpretation of the provisions of
this collective agreement and their grievance has not been dealt with to their satisfaction,

~ the employee(s) may refer their grievance to arbitration pursuant to Section 42 of the

Trade Union Act within ninety (90) calendar days.

Decision by Employer

The decision given by the second level designate at the final step in the grievance
procedure shall be final and binding upon the employee(s) and the Union unless the
grievance is a class of grievance which may be referred to arbitration.

Decision by Employer

In any case where the employee(s) presents their grievance in person or in any case in
which a hearing is held on a grievance at any level, the employee(s) shall be accompanied
by a representative of the Union.

Time Limits

In determining the time in which any step under the foregoing proceeding is to be taken,
Saturdays, Sundays, and recognized holiday shall be excluded.

Amending of Time Limits

At the request of either party to this Collective Agreement, it may be mutually agreed to
extend time limits specified herein.
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27.08

27.09

28.01

28.02

28.03

28.04

28.05

28.06

Policy Grievances

Where either party disputes the general application or interpretation of the Collective
Agreement the dispute may be submitted directly to the second level of designate.

Sexual Harassment and Personal Harassment

Cases of sexual and personal harassment shall be considered as discrimination and a
matter for grievance and arbitration. Such grievances may be filed by the aggrieved
employee and/or the Union at Step Two of the grievance procedure and shall be treated
in strict confidence by the Union and the Employer.

ARTICLE 28 - ARBITRATION
Notification

Either of the parties may, after exhausting the grievance procedure in Article 27, notify the
other party within ninety (90) calendar days of the receipt of the reply at Step 2 or such
reply being due, of its desire to refer the grievance to arbitration pursuant to the provisions
of the Trade Union Act and this Collective Agreement.

Referral to Arbitration

In the event that a grievance is submitted to arbitration, it shall be heard by a single
arbitrator, unless either party requests that it be heard by a three-member arbitration
board.

Single Arbitrator

If the grievance is to be heard by a single arbitrator and the Union and the Employer fail
to agree upon the appointment of the arbitrator within ten (10) days of notice of arbitration
in accordance with Article 27.03, the appointment shall be made by the Minister of Labour
for Nova Scotia.

Arbitration Board

If the grievance is to be heard by a three-member arbitration board, the Union and the
Employer shall each appoint a member of the arbitration board within five (5) days of notice
of arbitration in accordance with Article 27.03. Should the appointed members fail to agree
upon the appointment of a chair within five (5) days of their appointment, the Minister of
Labour for Nova Scotia shall appoint the chair.

Arbitration Procedure

The arbitration board or single arbitrator shall render a decision in as short a time as
possible. With due regard to the wishes of the parties, the decision shall, in the normal
course be handed down within a maximum of fifteen (15) days from the appointment of
the chair or single arbitrator.

Relief Against Time Limits

The time limit for the initial submission of the written grievance under Article 27 is
mandatory. Subsequent time limits are directory and the arbitration board or single
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28.07

28.08

29.01

30.01

30.02

30.03

30.04

30.05

arbitrator shall be able to overrule a preliminary objection that the time limits are missed
from Step 2 onward, providing that the board or arbitrator is satisfied that the grievance
has been handled with reasonable dispatch and the employer's position is not significantly
prejudiced by the delay.

Arbitration Award

Arbitration awards shall be final and binding as provided by Section 42 of the Trade Union
Act. An arbitrator may not alter, modify or amend any part of this Collective Agreement,
but shall have the power to modify or set aside any unjust penalty of discharge, suspension
or discipline imposed by the Employer on an employee.

Arbitration Expenses

Each party shall pay the fees and expenses of its appointed member and one-half the fees
and expenses of the chair or single arbitrator.

ARTICLE 29 - THE PENSIONS

The employees covered by this Collective Agreement shall continue to be covered by the
provisions of the Public Service Superannuation Act, as amended from time to time.

ARTICLE 30 - BENEFIT PACKAGE

The Employer will continue to participate with employees in the provision of group life and
medical plans as exist at the coming into force of this Collective Agreement.

The Employer shall not alter any of the terms and conditions of the Group Life, AD and D
and medical insurance plans unless amended by mutual agreement.

Medical Care Insurance

The Employer shall provide a medical care insurance plan and pay seventy percent (70%)
of the cost with employees paying thirty percent (30%). New eligible employees shall be
enrolled in the plan unless they are insured in another plan.

Life Insurance

The Employer shall maintain Group Life and Accidental Death and Dismemberment
Insurance Plans in effect which provide insurance for each eligible employee.
Participation in the plan, of new eligible employees shall be mandatory. This benefit will
be cost shared with the Employer paying fifty percent (50%) and the employee paying fifty
percent (50%) of the cost.

Long Term Disability Insurance
(a) The Employer agrees to provide access to the Long-Term Disability (LTD) Plan.

The premiums shall be fifty percent (50%) paid by the Employer and fifty percent
(50%) paid by the employees. Participation in the plan is mandatory.
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31.01

31.02

31.03

31.04

31.05

31.06

31.07

31.08

' (b) The LTD Plan will contain an indexing provision providing recipients with an annual

cost of living increase beginning twelve (12) months after the date the employee
begins receiving LTD benefits, to a maximum of three percent (3%).

(c) An employee on LTD shall have their position protected for a period of twenty-four
(24) months from the date the employee begins receiving LTD benefits.
Employees deemed eligible to return to employment after the twenty-four (24)
month period shall be placed on recall in accordance with Article 14.10.

ARTICLE 31 - SICK LEAVE (NON-OCCUPATIONAL)

Each full-time employee shall be granted two and one-half (2 1/2) days sick leave for each
completed calendar month of service, up to a maximum of one hundred and fifty (150)
days.

After one (1) year of service, if entittement has been used up, an employee shall be
granted seventy-five (75) additional days of anticipatory sick leave.

After two (2) years of service, if an employee's entitliement has been used up and the
employee is expected to return to work, the employee shall be granted fifteen (15) days
of anticipatory sick leave.

For the purposes of calculating any salary-related benefits, including any salary-based
contributions required by this collective agreement, any employee on iliness leave under
Article 31 shall be deemed to be on one hundred percent (100%) salary during such leave,
or in accordance with federal or provincial statutes.

An employee may be required by the Employer to produce a certificate from a legally
qualified medical practitioner for any period of absence of three (3) or more consecutive
days for which sick leave is claimed by the employee and if a certificate is not produced
after such a request, the time absent from work will be deducted from the employee's pay.

Application for sick leave for a period of more than three (3) consecutive days but not more
than five (5) consecutive days, shall be made in such manner as the Employer may from
time to time prescribe and when the application for sick leave is for a period of more than
five (5) consecutive days, it shall be supported by a certificate from a medical practitioner.

When an employee who has been granted more sick leave with pay than they have earned
subsequently dies, the employee is considered to have earned the amount of leave with
pay granted to them.

(a) An employee is entitled once each fiscal year to be informed, upon request, of the
balance of his/her sick leave with pay credits.

(b) An employee is entitled to be provided with a balance of sick leave credits when
the balance declines to fewer than fifty (50) days.

(c) An employee will be provided with an application for long term disability benefits

when in continuous receipt of sick leave and fewer than sixty (60) days remain in
the sick leave entitlement,
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31.09 An employee may be granted sick leave with pay when they are unable to perform their

31.10

31.11

31.12

31.13

duties because of iliness or injury provided that they satisfy the Employer of this condition
in such manner and at such time as may be determined by the Employer, and provided
they have the necessary sick leave credits.

Without detracting from the existing rights and obligations of the parties recognized in
other provisions of this collective agreement, the Employer and the Union agree to
cooperate in encouraging employees afflicted with alcoholism or drug dependency or a
gambling dependency, to undergo a coordinated program directed to the objective of their
rehabilitation.

Alternate Licensed Healthcare Practitioner

(a) For the purpose of this Article, the Employer may require that the employee be
examined by an alternate medical practitioner. If the employee is dissatisfied with
the alternate licensed healthcare practitioner selected by the Employer, the
employee shall advise the Employer accordingly, in which case the Employer will
provide the employee with names of three (3) practitioners, where possible, and
the employee will select one (1) of the names provided.

(b) Where the Employer refers an employee to an alternate licensed healthcare
practitioner pursuant to this Article, and where healthcare fees in excess of those
covered by Medical Services Insurance are incurred by the Employee, the
Employer shall pay the cost of these fees.

Medical/Dental Appointments

When a permanent employee or a term (“true term”) employee who has completed one
(1) year of service is authorized to be absent from work for a medical/dental appointment,
the employee shall be entitled to use regular sick leave credits for the period of absence
for up to one (1) day each calendar year, subject to the following conditions: '

(a) the employee is unable to schedule the appointment outside of the employee’s
normal working hours;

(b) the employée shall provide their manager with as much notice of the appointment
as reasonably possible;

(c) the Employer may require satisfactory proof of the need for the appointment;

(d) the use of sick leave credits under this Article is limited to one (1) day in each
calendar year and is not cumulative from year to year; and

(e) the use of the employee’s regular sick leave credits is pursuant to Article 31.01
and only when an employee has the necessary sick leave credits at the time of the
appointment.

Ongoing Therapy

(a) Employees shall be entitled to credit time required away from work for the purpose
of attending treatment or therapy against their sick leave benefits pursuant to
Article 31.01.

(b) Where employees are participating in a scheduled ongoing series of treatments or
therapy, they shall be able to accumulate time off for such purposes in order that
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31.14

31.15

32.01

32.02

it may be credited under the provisions of sick leave. In order to be deemed as
ongoing treatment or therapy, the time between successive sessions shall not
exceed thirty (30) days.

Confidentiality of Health Information

The Employer will store employee health information separately and access thereto shall
be given only to the Occupational Health & Safety Coordinator, and in their absence, to
the direct supervisor of the Coordinator or such other person as may be mutually agreed
between the parties, for the purpose of administering that information.

Payment for Certificates and Examination

Where, pursuant to this Article, an employee is required to submit medical certificates or
reports, or where an examination is required, the Employer shall be responsible for paying
the full costs of any such examination, medical certification forms or reports.

ARTICLE 32 - RETIREMENT ALLOWANCE
Retirement Allowance

(a) Subject to Article 32.02(b) below, an employee who was employed on or before
April 1, 2015 and who ceases to be employed after April 1, 2015 either by
retirement or resignation from employment, and is immediately eligible for and
immediately accepts a pension pursuant to the provisions of the Public Service
Superannuation Act, shall be granted a Retirement Allowance equal to one (1)
week’s pay for each year of full-time service to a maximum of twenty-six (26) years.
The amount will include a pro-rated payment for a partial year of service.

(b) The amount of Retirement Allowance provided under Article 32.01 (a) shall be
calculated as follows:

Annual Salary = 1 week
52

Entitlement

(a) The entitlement of an employee to a Retirement Allowance shall be based on an
employee's total service as defined in Article 1.01 (i) as of April 1, 2015.
Employees hired after April 1, 2015, whether or not they have previous service,
shall not be entitled to a Retirement Allowance.

(b) In addition to the months of service upon which an employee's Retirement
Allowance entitlement is calculated pursuant to 32.02(a), the months of prior War
Service purchased by an employee in accordance with the amendment to Section
11 of the Public Service Superannuation Act, shall be included as months of
service for the purpose of Retirement Allowance entitlement calculation.

(c) An employee who resigns in accordance with the provisions of Article 26 is not
entitled to a Retirement Allowance.
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32.03

32.04

32.05

33.01

33.02

33.03

(d) An employee who has received a payout of their Retirement Allowance in
accordance with the payout option provided to employees on signing of the 2015-
2020 Collective Agreement on June 18, 2018 is not entitled to a Retirement
Allowance when they cease to be employed either by retirement or resignation
from employment.

Death Prior to Retirement

Where an employee dies and they would have been entitled to receive a Retirement
Allowance if they had retired from the employment with the Employer immediately before
their death, the Retirement Allowance to which they would have been entitled shall be
paid:]

(a) to their beneficiary under the Group Life Insurance Policy;

(b) to their estate if there is no such beneficiary.

Trustee

Pursuant to Article 32.03, where the person to whom a Retirement Allowance is payable
has not attained the age of nineteen (19) years or, in the opinion of the Employer, is not
capable of managing their affairs by reason of infirmity, illness or other cause, the
Retirement Allowance shall be paid to such person as the Employer directs as trustee for
the benefit of the person entitled to receive the Award.

Calculation of Award

The salary which shall be used to calculate the amount of the Retirement Allowance in
accordance with this Article shall be the salary which the employee was receiving on the

date of the termination of his/her employment or the salary used in the calculation of a
pension under the Public Service Superannuation Act, whichever is greater.

ARTICLE 33 - EMPLOYER LIABILITY
Defense of Claims
The Employer will defend, negotiate, or settle claims or actions against an employee
where such claims arise from the employee's work performance, provided the employee
acted in good faith within the scope of their employment and cooperated in the defense.
Scope of Employment
The term “scope of their employment” as utilized in Article 33 is to be interpreted in a broad
and liberal manner so as to be inclusive rather than exclusive with respect to coverage of
employees.

Responsibility for Damages

Subject to Article 33.01, the Employer will be responsible for any damages against such
an employee provided the employee acted within the scope of their employment.
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33.04 Reimbursement of Employee’s Expenses
If the Employer fails to defend any such claims or actions on the grounds that the
employee was not acting within the scope of their employment, and it is subsequently
determined that the employee was acting within the scope of their employment, the
Employer will reimburse the employee for all reasonable expense incurred in defending
the claim.

33.05 Control of Case

Whenever the employer defends an employee pursuant to the above, the employer will
be in control of the case.

ARTICLE 34 - JOB EVALUATION
Job Evaluation System
34.01 Job Evaluation System

Effective on signing of the Collective Agreement, there will be a new job evaluation system
(the “Job Evaluation System”).

34.02 Application of Job Evaluation

The Job Evaluation System will be used to evaluate/classify all new positions and evaluate
requests to review existing positions whose duties have changed.

34.03 Maintaining Job Evaluation System

(a) Amendments may be made to the Job Evaluation System (including questionnaire,
job evaluation tool, benchmark positions and written rationales for benchmark
positions) by the Employer provided the changes are reasonable and in good faith.

(b) If the Union disputes a change to the Job Evaluation System, it may file a policy
grievance under Article 27.08.

(c) There will be regular reviews of the Job Evaluation System and its application by
the Employer and/or by external consultants of the Employer. It is expected that
these reviews will take place every three to five years, but the frequency may vary.

(d) Before making a change to the Job Evaluation System, the Employer shall share
with the Union's ERO its conclusions in regard to any proposed changes, including
changes arising from any report of external consultants.

Classification Review and Classification of New Positions

34.04 Initiation of Classification Review

(a) A classification review of a position may be initiated either by employees in a
classification or the Employer.

(b) Employees who wish to have their position reviewed for classification shall, on
request, be provided with a copy of the designated form (presently the "Job Fact
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(€)

(d)

Sheet"), if any, last submitted for the position under the Job Evaluation System. If
the position has not previously been subject to classification review, but the
designated form was prepared by the Employer in creating the position under
Article 34.08, the form prepared by the Employer shall be provided.

Should the employees wish to have their position reviewed for classification, the
employees shall complete the designated form, and forward the completed form
to the employees’ immediate supervisor requesting the review and summarizing
how the position has changed.

The immediate supervisor shall forward the request and the completed form to the
designated Director. The Director shall in turn forward the request and the
completed form, together with comments of the supervisor and the Director, to a
Human Resources Representative designated by the Employer.

Consideration will be given to an application for the same position only once in a
twenty-four (24) month period (based on the dates used to determine the effective
date of any reclassification under Article 34.06(a)) unless there has been a
substantial change in the duties, responsibilities or requirements of the position.

The requirement for a "completed" form (presently the Job Fact Sheet) means that
an employee must make reasonable efforts to complete the form and must
demonstrate serious consideration to answering questions to the best of the
employees' ability; for example, an employee is not to simply copy wording from a
job description. If the form is not completed, it will be returned to the employee(s)
for completion.

If the Employer does not notify the employee(s) that the form is incomplete within
fifteen (15) working days of the form being submitted to the employees' immediate
supervisor, then the form will be considered a "completed form" for the purposes
of Article 34.06(a), provided that if the Employer subsequently advises the
employee(s) that the form is not complete, the employee(s) must make reasonable
efforts to complete the form in accordance with the standards set out above in this
paragraph (c).

Should the Employer wish to have a position reviewed for classification, the
Employer shall forward the designated form (presently the Job Fact Sheet) to the
Union's ERO, summarizing how the position has changed.

34.05 Process of Classification Review

The process for classification review shall be as follows:

(a)

4159-4768-0066

(i) The job evaluation for the position shall be conducted by the Employer.
Each quarter, the Employer will begin reviewing positions where a
classification review has been initiated, with submission of the completed
form, at least one month before the end of the previous quarter.

(i) The Employer will make reasonable efforts and will work in good faith to
complete the evaluation by the end of the quarter, but it is recognized that
in some cases this may not be practical; for example, due to the volume of
requests or if the Employer wishes to retain a consultant to provide
guidance and the consultant is not readily available.
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34.06

34.07

34.08

iii) Where it is not practical to complete all evaluations by the end of the quarter
because of the volume of requests, the evaluations, whether the
classification review has been initiated by employees or the Employer, shall
normally be done on a "first in, first out" basis.

(b) The Employer shall notify the following persons in writing within ten (10) working
days following completion of the evaluation:

(i) the Union's ERO: the job evaluation results (rating and rationale); and

(i) the employee(s): whether or not the review has resulted in a
reclassification.

Effective Date of Reclassification
(a) The effective date for any reclassification shall be no earlier than:

0] in the case of a classification review initiated by an employee, the date that
the employee's completed form is given to the immediate supervisor; and

(i) in the case of a classification review initiated by the Employer, the date that
the Employer provided the designated form to the Union's ERO.

(b) Where an employee leaves the employ of the Employer and the position held by
the employee is reclassified upward, and the effective date of the reclassification
is established at a date when the employee was employed in that position by the
Employer, the employee is entitled to the pay increase from the effective date of
the reclassification until the date they left the position and/or the employ of the
Employer.

Salary Protection

Any employee who is paid under Schedule “A” and who would incur a salary reduction as
a result of a classification review of a position shall be granted Present Incumbent Only
(PIO) status and may advance through the granting of increments in accordance with the
Collective Agreement to the maximum salary for the position and the classification level
applicable under Schedule “A” immediately prior to the classification review.

Job Evaluation of New Position

(a) When the Employer creates a new position, the evaluation of the position will be
conducted by the Employer under the Job Evaluation System.

(b) Since this evaluation is being conducted for a new position which has not yet been
classified, the evaluation of the new position may be given priority to evaluations
for classification reviews under Article 34.04.

(c) The Employer shall notify the Union's ERO in writing of the job evaluation results
(rating and rationale) within ten (10) working days following completion of the job
evaluation and shall also provide the ERO with the designated document
(presently the Job Fact Sheet) which has been prepared for the position.

The Union's ERO shall provide comments to the Employer on the job evaluation
results followed by discussion/consultation, which shall occur within ten (10)
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working days (or as may be extended by mutual agreement) after receiving the job
evaluation results from the Employer.

(d) A new position may be posted prior to evaluation by the Employer through the Job
Evaluation System. If so, the posting shall state that the position is under review.

Appeal Procedure

34.09 Referral to Adjudication

34.10

When the Union disagrees with the Employer’s evaluation of a position, the Union may
refer the matter to adjudication by a single adjudicator. Any reference to adjudication must
be made within ten (10) working days of:

(a) in the case of an evaluation of an existing position: the employee(s) being advised
whether or not the review has resulted in a reclassification; and

(b) in the case of an evaluation of a new position: the end of the
discussion/consultation period referred to in Article 34.08(c).

Selection of Adjudicator
The Employer and the Union shall agree on the names of three (3) persons willing to serve

as adjudicators. An alphabetic list shall be compiled of all those names and the
adjudicators shall be rotated sequentially unless the parties mutually agree otherwise.

Parameters for Adjudication

34.11

34.12

34.13

34.14

The adjudicator shall decide the issue of the proper classification for the position based
on the Job Evaluation System.

The adjudicator shall provide a decision, in writing, to the Employer and the Union within
thirty (30) days of completion of the hearing.

The decision of the adjudicator shall be final and binding on all parties and grievance rights
shall not apply with respect to the decision of the adjudicator.

The adjudicator shall not:

(a) alter any position description and/or any classification standards determined by the
Employer; or

(b) entertain an appeal solely on the grounds of the inadequacy of pay rates

negotiated for the classification assigned to the position occupied by the appellant
employee.

ARTICLE 35 - PART TIME EMPLOYEES

The parties agree as follows that effective January 1, 2000:

35.01

Part-time employees employed on a regular basis in position titles and classifications
included in the bargaining unit who work not less than forty percent (40%) of the full-time
hours will be covered by the Collective Agreement and entitled to benefits prorated on the
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35.02

35.03

35.04

35.05

35.06

35.07

basis of hours worked, except as otherwise agreed to by the parties, or limited by the
programs themselves.

Part-time employed on a regular basis in position titles and classifications included in the
bargaining unit who work less than forty percent (40%) of the full-time hours will be
covered by the Collective Agreement but are not entitled to participate in group life and
medical plans nor the pension plan, or the long-term disability plan.

Unpaid leave will not be prorated as to the length of time granted.

Paid sick leave benefits will be prorated on the basis of 30 days per annum and
accumulate to a maximum of 150 days.

Services

For the purpose of accumulating service for part-time employment, part-time employees
will not be subject to the provisions of Article 1.01(i) (2) and (3). Except as otherwise
provided in the Collective Agreement part-time employees will accumulate service and be
credited with service on a pro rata basis in accordance with time worked, including
designated paid holidays or days off in lieu thereof, vacation, sick leave, injury on duty
leave, paid leaves of absence, etc.

Overtime

(a) Part-time employees will be entitled to overtime compensation in accordance with
the Collective Agreement when they work in excess of the normal full time weekly
hours (35 hours), except where the applicable hours of work are on a bi-weekly
basis in which case overtime will be paid when the part-time employee works in
excess of the normal full-time bi-weekly hours (70 hours).

(b) Part-time employees who are scheduled for a shift of seven (7) or more hours will
be entitled to overtime compensation for time worked beyond the scheduled hours.

(c) Part-time employees who are scheduled to work a shorter period than the full-time
shift will be entitled to overtime compensation after they have worked the
equivalent of a full shift.

(d) Where part-time employees are scheduled to work less than the normal days per
week of full-time employees in the work unit, straight time rates will be paid up to
and including the normal work days in the work week of the full-time employees
and overtime rates will be paid for days worked in excess thereof.

Group Insurance

(a) Part-time employees other than those referred to in Article 35.02 will be covered
by a medical plan which is equivalent in coverage to the health and dental care
plan covering full-time employees. The Employer will pay seventy percent (70%)
of the total premium cost for such health and dental care coverage.

(b) Part-time employees other than those referred to in Article 35.02 will be covered
by group life insurance with benefit entitlement prorated on the basis of regularly
scheduled hours worked e.g. fifty percent (50%) of the full-time hours in a position
with an annual (full-time) salary of $30,000 will have their insurance coverage
based on $15,000 per annum salary.
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36.01

36.02

(c) Part-time employees other than those referred to in Article 35.02 will be covered
by long term disability with benefit entitlement prorated on the basis of regularly
scheduled hours worked e.g. fifty percent (50%) of the full-time hours in a position
with an annual (full-time) salary of $30,000 will have their long-term disability
coverage based on $15,000 per annum salary.

ARTICLE 36 ~ HEALTH SPENDING ACCOUNT

The Employer shall credit the Health Spending Account of each permanent employee in
the amount of $900.00 on January 1 of each year. If an employee becomes a permanent
employee during the year, the Employer shall credit the Account of the employee with
$900.00, pro-rated based on the balance of the year, less any credit to the employee’s
Account during the year as a term (“true term”) employee. The annual credit to the Health
Spending Account shall increase to $1000.00 effective January 1, 2023.

Eligibility of term (“true term”) employees for a Health Spending Account will be the same
as their eligibility for Medical Care Insurance. When a term (“true term”) employee
becomes eligible for an Account, the Employer shall credit the employee’s Account in the
amount of $900.00 (increasing to $1000.00 effective January 1, 2023) pro-rated based on
the period from the date of eligibility until the end of the calendar year. Thereafter, as long
as the term (*true term”) employee remains continuously employed, the Employer shall
credit the employee’s Account with $450.00 on January 1 and $ 400.00 on July 1; (the
amount of the semi-annual payments shall increase to $500.00 effective January 1, 2023,

ARTICLE 37 - WAGES

The following wage increases will be effective on the following dates:

38.01

39.01

January 1, 2021 1.5%
January 1, 2022 1.5%
January 1, 2023 3.0%
December 31, 2023 0.5%

ARTICLE 38 - RE-OPENER CLAUSE

This Agreement may be amended by the mutual consent of both parties.

ARTICLE 39 - TERM OF AGREENMENT
Duration and Renewal

This Agreement shall be in effect for a term beginning from January 1, 2021 to
December 31, 2023 and shall be automatically renewed thereafter for successive period
of twelve (12) months unless either party requests the negotiation of a new Agreement by
giving written notice to the other party not less than thirty (30) calendar days and not more
than sixty (60) calendar days prior to the expiration of this Agreement or any renewal
thereof. ‘
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39.02 Effective Date of Agreement

Unless otherwise stipulated in this Agreement, revisions to the Articles of this Agreement
shall be effective as of the signing date.

39.03 Retroactive Pay for Terminated Employees
Employees who have left their employment in the bargaining unit between December 31,

2020 and the signing date of this Agreement, shall be entitled to full retroactivity of any
salary increase.

Representing tiie Nova Scotia Govgrnment Representing the Workers'
& General ployees Union Compensation Board
Sandra Mullen Shelley Rowan,
resndent NSGEU VP, Workers’ Compensation Board
Lloyd P. Samson, Chief Negotiator Colin Roop —

(%MAW \ Qmu@gz:;!
‘Brian Dimmer, Committee Member Lisa MacAulay

Lo $aa Antt FA

Lee Shea, Committee Member Lynetfe Fenton

Katthorfnier, Committee Member

Wally Wl

Wally Hines, {Committee Member

N0 i A

Witness Witness
Shawn Fuller Sharon Robmson,
Executive Director Director, Human Resources

2 A
Dated at Halifax, Nova Scotia, this 0'7 4day of M/a?,l'cha'z({éd/
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MEMORANDUM OF AGREEMENT #1
USE OF AUTOMOBILE ON EMPLOYER BUSINESS
Between
THE WORKERS’ COMPENSATION BOARD OF NOVA SCOTIA
And
THE NOVA SCOTIA GOVERNMENT AND GENERAL EMPLOYEES UNION
1. The employer has the sole right to determine which employee(s), as a condition of

employment, is/are required to provide an automobile for the purposes of carrying out
employment functions.

2. Prior to the beginning of each fiscal year the employer shall determine which employees
or classes of employees shall be eligible to opt for either one of the two existing methods
of payment.

3. Employees in such classes shall have the option of choosing on the first of each fiscal

year which method of payment they prefer, i.e., straight kilometrage (Option 1) or monthly
allowance plus kilometrage (Option 2).

4. An employee who moves into a class of employment during the fiscal year, which requires
provisions of an automobile by the employee, shall have thirty (30) days to opt for their
preferred method of kilometrage remuneration.

5. An employee who moves out of a class of employment during the fiscal year, to a new
position where provision of an automobile is no longer required, shall revert to straight
kilometrage rates on the effective date of the job change if they have been in receipt of
monthly allowance provisions.

6. The employer shall take such matters as follows into consideration when determining
eligibility for monthly allowance:

(a) nature of function performed,

(b) can travel be made more economically without substantial impairment of efficiency
by other means such as rental vehicle, public transportation, etc.,

(c) does the employee have control over the demand for transportation;
(d) the incidence of usage

7. If an employee is designated as being required to provide an automobile and has
exercised the option of monthly allowance plus kilometrage there will be no reduction in
monthly allowance if the employee"
(a) is on vacation;

(b) has been granted special leave with pay for a period of thirty (30) days or less;

(c) has been granted sick leave for a period of thirty (30) days or less;
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(d) is on special leave without pay, provided however, that the monthly allowance will

be reduced in proportion to the number of days in the month which the special
leave was granted.

8. An employee designated as being required to provide an automobile for their employment
function must have the vehicle available for use at all times. (However, it is understood
that such employees who work out of the Employer’s offices are not required to bring their
automobile to the office on any day when they are not expected to require an automobile
for the purpose of carrying out employment functions.)

Representing the Nova Scotia Government Representing the Workers'
& GenerayEmployees Union Compensation Board
/’M @D%//
&7

Safidra Mullen, l Shelley Rowan,
resident, NSGEU VP, Workers’ Compensation Board

LToyd P. Samson, Chief Negotiator olin Roop -
N/ illa Qo

Brian Dimmer, Committee Member Lisa MacAulay
Lee Shea, Committee Member Lyn@fte Fenton

/
>

2L, e
Kathy LCorm(er Committee Member

Wally Hines, ‘Committee Member

%&\&\/@M ess/t///n %ﬂ_—

Withess”
Shawn Fuller Sharon Robinson,
Executive Director Director, Human Resources

Dated at Halifax, Nova Scotia, this 0744 day of Me!éh‘/ 2653&
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MEMORANDUM OF AGREEMENT #2
TRAVEL EXPENSE POLICY (see Policy C2.3)

**For the purposes of this policy, the term “Manager” refers to an employee’s immediate
supervisor and includes the position titles “Manager”, “Director” and “Vice President and “CEQ.”

In the event of a discrepancy between this policy and the collective agreement, for unionized
employees, the collective agreement will supersede this policy.

Meals:

Meal Allowances:

The per diem claimable for each meal effective July 4, 2013 is:

Breakfast (morning) $8.00 per diem

The cost of breakfast may only be claimed when employees have been travelling on WCBNS
business for more than three hours before their recognized workday start time, or the second and
subsequent days of a trip where breakfast is not provided.

Lunch (mid-day) $15.00 per diem

The cost of a lunch meal can only be claimed when traveling outside of the workplace on WCBNS
business for the majority of or the full workday.

Dinner (evening) $ 20.00 per diem

The cost of an evening meal can only be claimed when the employee is traveling on WCBNS
business for a minimum of three hours before 6:30 pm and is not expected to return to their
residence before 6:30 pm.

Meals Provided:

Throughout the total period in travel status, deductions from the per diem meal rate shall be made
in respect of meals provided, such as meals served by a carrier en-route, or meals included in
conference registration fees or accommodation costs.

Expense Report Requirements for Meals:
Per diem meals must be itemized by meal and day on the expense report.

For a learning event (course, conference etc.), employees must include a copy of the agenda,
where available, which states whether meals are included in the registration cost. When claiming
a meal(s), and when an agenda is not available or does not provide meal information, employees
are required to note on the expense report, “no agenda provided” and/or “meal(s) not provided in
registration fee”, as applicable.

Receipt Meals: (In Province)

The per diems claimable for meals while traveling on WCBNS business within Nova Scotia
normally provide an adequate allowance for each day. Employees traveling on WCBNS business
within the province will only be reimbursed for their receipted costs per individual meal which

77

4159-4768-00RA



exceeds the per diem when an employee is exposed to unusually high costs and the expenses
claimed are reasonable and justifiable in the circumstances. When an employee does incur a
meal cost greater than the per diem amount, the meal receipt and a brief explanation must
accompany the expense claim to be considered for reimbursement.

Receipt Meals: (Out-of-province)

The per diems claimable for meals while travelling on WCBNS business outside of the province
normally provide for an adequate allowance for each day. Recognizing that from time to time,
employees may be restricted to the vicinity of major hotels with higher restaurant meal costs,
employees will be reimbursed for receipted costs per individual meal exceeding the per diem to
the extent that the WCBNS considers the expenses are reasonable and justifiable in the
circumstances. A meal receipt and a brief explanation must accompany the expense claim to be
considered for reimbursement.

Entertainment/Hospitality:

Legitimate entertainment/hospitality expenses are limited to Directors, Vice Presidents and the
CEO, and must be supported by detailed receipts indicating the purpose for such expense and
number and names of persons involved. This information must be written on the back of each
meal receipt. In certain circumstances, Directors and/or Vice Presidents may authorize Managers
to incur such expenses (for example, when acting on behalf of the Director or Vice President).

Alcohol may be considered as a legitimate entertainment/hospitality expense when purchased in
social settings with/for members of the stakeholder community in the course of duties. Senior
leaders will exercise sound judgment, reference the WCBNS Code of Conduct (Policy C4.1) and
align with WCBNS value of safety champion in the purchase and consumption of alcohol while on
WCBNS business.

Travel:

Required Travel Forms:

Employees traveling outside of Nova Scotia must complete an Qut-of-Province Travel Request
form in advance of travel. The travel must be recommended by their Manager and approved by

their Vice President (CEO authorization is required for Vice President travel). A copy of the form
must be submitted with any expense reimbursement request made upon return.

Employees traveling outside of Canada must complete an Qut-of-Country Travel Request form in
advance of travel. Included on this form is the request to take a WCBNS owned device out of the
country as well as request to access WCBNS systems via a remote computer from outside the
country. Both must be approved by the Manager as well as the Vice President (CEO if for a Vice
President). A copy of this form must be submitted with any expense reimbursement request made
upon return.

No personal identifying or confidential information can be removed from Canada without prior
Manager approval. The employee maintains the ongoing obligation to adhere to WCBNS C4.1
Code of Conduct, C4.2 Conflict of Interest, C4.3 Fraud, Misrepresentation or Other Irregular
Activities, D1.3.1 Internet Usage and D4.5.1 Wireless Devices and Usage Policies while out of
country.
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Air Travel:

When approved, air travel should be booked through the corporate travel agency. Booking will
be based on economy class and next available flight to reduce additional hotel costs.

In the event approved air travel is not booked through the corporate travel agency, the employee
must choose the lowest cost fare by selecting from at least two cost estimates from two different
airlines. The two estimates must be submitted with the expense report.

An employee who chooses another approved mode of travel will be reimbursed for the cost of the
economy airfare which provides seat selection, and a checked bag, to and from their destination.

Overnight Accommodations:

When overnight accommodations are required, the employee will make every reasonable attempt
to obtain a hotel room that is priced reasonably and closest to the meeting venue to minimize
other travel costs. Reimbursement will be for standard accommodations and at the most
economical rate (i.e. government rate) where possible. Exceptions must be documented on the
expense report.

For all overnight accommodations, the expense report must document why the accommodations
were necessary/selected, (i.e. conference venue, proximity to training/ meetings, snow storm/not
safe to travel home, etc.). Accommodations should also be supported on the expense report with
an attached copy of the conference/meeting agenda.

Accommodations exceeding the duration of the conference/meeting must include a notation for
the reason, (i.e. had to stay one night past conference end date as no flights back to Halifax).

Private Overnight Accommodations:

If private overnight accommeodation is used, WCBNS will reimburse the employee at the rate of
$40.00 per night.

Phone Calls:

An employee on overnight travel status will be reimbursed the costs incurred for necessary local
and long-distance calls. Long distance telephone calls claimed must be reasonable and
supported by statements.

Rental Cars:

Rental costs must be included on the employee’s travel expense claim form, supported by proper
and detailed invoices.

Employees must refuse the rental company’s Loss Damage Waiver (LDW) and any other
insurance coverage offered by the rental car company. WCBNS is covered for defined rental car
insurance coverage within its Commercial Business Insurance Non-owned Auto (NOA) policy with
the following important conditions and limitations outlined below.

All rental car agreements must be contracted in the name of WCBNS only to ensure NOA
insurance coverage as noted. This is a change from previous policy requirements due to
provincial insurance industry changes. If a WCBNS employee rents a vehicle directly in their own
name, they are technically renting under their own personal auto policy which will become ‘first
loss insurance’ in the event of a claim in this scenario. The following conditions apply to car
rentals for the purpose of conducting WCBNS business:
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Employees must request a compact to intermediate sized vehicle or document exceptions on the
expense report.

Employees must always ask for and accept the NS Provincial Government rate for all rental car
agreements.

Physical damage and loss due to theft to a maximum of $50,000 per rental occurrence, therefore
employees must not rent any vehicle with a value greater than $50,000. Laptops or I-pads should
not be left as visible within the car interior.

Rental agreements must not exceed thirty (30) days.

Taxi Travel:

Employees who travel by taxi and need chits should obtain them from their own Manager or their
Manager’'s delegate. For control purposes, chits should not be issued to employees of other
departments. Request for replenishment of chit booklets should be directed to the Procurement
Administrator. Taxi chits are to be used only for business needs and not for personal use.
Receipts:

Receipts shall be submitted for all expenses except:

When claiming the per diem rates for meals and for standard rates for mileage.

Taxi fares under $5.00 do not require a receipt; taxi fares over $5.00 must have a receipt.
Miscellaneous reimbursement examples: for parking meters, bridge crossings and amounts less
than $5.00 where receipts are not typically available, a brief written explanation must be provided
on the expense report where receipts are not provided and are subject to approval by
management.

Employees will only be reimbursed for reasonable parking expenses (and will not be paid per
diem in respect of expenses). Receipts are required for parking expenses unless a receipt is not
available and the expense is less than $5.00. Where receipts are not available, a written
explanation must be provided on the expense report and it will be left to the discretion of the
Manager as to whether it is reasonable to reimburse the employee for any such expense.
Credit Cards:

Credit card receipts will be acceptable for submission with expense claims as proof of purchase
for meals only.

All other expenses must be substantiated by a detailed receipt, voucher or invoice of the
establishment showing the account has been cleared (paid in full).

Interest charges on a credit account cannot be claimed as an employment expense.
Other:
If an employee loses a receipt and cannot obtain a replacement, a written explanation of the

expense report satisfactory to the Manager signing the report will be required before the expense
can be reimbursed.
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When training is in Halifax, arrangements usually are made for the training invoice/registration
fee charge to be sent directly to WCBNS. An employee should submit an expense claim (taxis,
telephone, meals, etc.) as soon as he/she returns to the regular workplace.

For each day of travel when sleeping accommodation is authorized and used, an employee will

be reimbursed an allowance of $5.00 to cover miscellaneous out-of-pocket expenses.

Representing the Nova Scotia Govern e)'lt Representing the Workers'
& General Enfployees Union Compensation Board

i, /ﬂ'é?&(

Sandrg Mullen, Shelley Rowan,
Presjdent, NSGEU VP, Workers’ Compensation Board
Lloyd P. S8amson, Chief Negotiator Colin Roop

B L0

Brian Dimmer, Committee Member Lisa MacAulay

Lo Sdea Ly @fk

Lee Shea, Committee Member Lynette Fenton

Kathy\f_)ormier, Committee Member

Withéss Witness
Shawn Fuller Sharon Robmson,
Executive Director Director, Human Resources

o o
Dated at Halifax, Nova Scotia, this & day of / 2%)%3.
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MEMORANDUM OF AGREEMENT #3
SIMULTANEOUS POSTINGS

Between

THE WORKERS’ COMPENSATION BOARD OF NOVA SCOTIA

And

THE NOVA SCOTIA GOVERNMENT AND GENERAL EMPLOYEES UNION

Pursuant to Article 11.03 (e), the parties agree that the following positions (and any others where
there is mutual agreement) may be posted internally and externally on a simultaneous basis:

Administrative Assistant

Business Intelligence Coordinator
Communications Advisor
Communications Advisor, Online
Ergonomist

Integrated Service Associate

Senior Financial Reporting Accountant
Financial Analyst
Inter-jurisdictional/Privacy Coordinator
Statistical Research Officer

Statistical Data Analyst

Senior Accountant

‘Senior Technical Support Representative
Treasury Officer

4159-4768-0066
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Representing the Nova Scotia Government Representing the Workers'
& General Employees Union Compensation Board

/
Shelley Rowan,
Pregident, NSGEU VP, Workers’ Compensation Board
M - ol s
Lloyd P. Samson, Chief Negotiator Colin Roop
=~ ¢

Btiin ald V.
Brian Dimmer, Committee Member }acAulay

Lo o Nt 4»,4/
Lee Shea, Committee Member Lyn%tfte Fenton

7\) A éa .

Kathy/Corm’i’er, Committee Member

Waot, W

Wally Hine$, Committee' Member

b (W -

Witness ~ ithess Fi
Shawn Fuller Sharon Robinson,
Executive Director Director, Human Resources

/Ty M

7
Dated at Halifax, Nova Scotia, this : day of Mareh; 2023.
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MEMORANDUM OF AGREEMENT #4

ALTERNATIVE MEASURES

Between
THE WORKERS’ COMPENSATION BOARD OF NOVA SCOTIA

And

THE NOVA SCOTIA GOVERNMENT AND GENERAL EMPLOYEES UNION

1. Further Alternatives:

(a)

(b)

Article 14.07 (Alternatives to Layoff) of the Collective Agreement refers to possible
placement of employees in vacant positions. The application of further alternatives,
where agreed upon by the Employer and the Union, shall be deemed to not violate
the Collective Agreement.

Without restricting the generality of paragraph 1(a), the Employer shall call for
volunteers who wish to resign and accept a severance payment pursuant to the
provisions of this Memorandum.

2. Voluntary Resignation and Severance:

(c)

(d)

(e)

(f)

4159-4768-0066

Following the process outlined in Article 14.09(a) of the Agreement, should the
Employer determine that there are still redundancies, the Employer shall ask for
volunteers from the same position classification title and same office location who
wish to resign and be offered a severance payment in accordance with this
Memorandum. At the discretion the Employer, the call for voluntary resignation and
severance may include further calls for voluntary resignation from a broader range
of employees and position classification titles where an insufficient number of
employees have volunteered. The Employer shall consult with the Union on the
scope of such further calls for voluntary resignation under this provision.

If there are more volunteers than redundancies, offers of severance shall be
provided in accordance with seniority.

The Employer reserves the right to restrict the severance offer as a result of
operational considerations. For example, where too many volunteers within a
position classification title are from within a single work team or a single work
location, it may not be possible to permit all to resign. Each severance offered to
one employee must result in the placement of another employee whose position
is redundant.

Where positions become available as a result of this process, employees in
redundant positions will be placed in accordance with Article 14.09(a), subject to
consideration of ability, experience, qualifications, or where the Employer
establishes that special skills or qualifications are required, according to objective
tests and standards reflecting the functions of the job concerned.
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3. Process of Voluntary Resignation:

Where the Employer asks for volunteers, the following process will apply:

(9

(h)

(i)

@

Employees shall have five (5) work days following receipt of the notice to submit
their Expression of Interest for Voluntary Resignation and Severance Payment.

The Employer will assess the level of interest and determine provisional
acceptance, subject to operational requirements in accordance with this
Memorandum.

Employees shall, within five (5) work days following a meeting with the Employer,
indicate their decision with respect to voluntary resignation. The actual date of
resignation will occur with the agreement of the Employer. Upon resignation, the
employee will be entitled to the severance under this Memorandum.

Where all employees whose positions were declared redundant have been placed,
this process of voluntary resignation ceases.

4. Severance Payment Under the Voluntary Resignation Process:

Severance payments shall be as follows:

(k)

(m)

(n)

(0)

4159-4768-0066

Severance for the purpose of this paragraph 4 shall be equal to four (4) weeks for
every year of service to a maximum of fifty-two (52) weeks’ pay and for a minimum
of eight (8) weeks’ pay. Where there is a partial year of service, the severance
payment will be pro-rated on the basis of number of months of service. The
entitlement of an employee to severance pay shall be based on an employee’s
total service as defined in Article 1.01(i) of the Collective Agreement.

The Employer will continue to participate with employees in the provision of group
life and medical plans for the number of weeks used to calculate the payment.

Transition Allowance

Employees who resign will be eligible for a transition allowance up to a maximum
of $1,000. This sum may be utilized for one or a combination of the following: to
assist in offsetting the costs in moving to accept a position with another employer,
which is located a distance of 50 kilometers or more from the site of their previous
usual workplace; and to cover the cost of participation in employer-approved
retraining programs. The Employer will not unreasonably withhold such approval.

In all cases employees will require receipts for recovery of expenses.

An employee in receipt of severance pursuant to this Memorandum, who is re-
employed with the Employer, will be required to repay a portion of the severance.
The repayment amount will be calculated on a pro-rated basis by considering the
number of weeks on which the severance was based and the number of weeks
remaining in such period.

Employees accepting severance payment under this Memorandum, will be

required to sign a release statement verifying their resignation and agreement to
sever any future claims for compensation and benefits from the Employer.
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Representing the Nova Scotia Government

& General Empjoyees Union A
mﬂfa@%

Sandfaullen,
President, NSGEU

A Ao

Lloyd P. Samson, Chief Negotiator

ééigi/r’nmer, Committee Member

“EK_)-&)»LO\

Lee Shea, Committee Member

KathyTCormier, Committee Member

Waol, .

Wally Hined, Committee Member

Shawn Fuller
Executive Director

9 2
Dated at Halifax, Nova Scotia, this
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Representing the Workers'
Compensation Board

A0

Shelley Rowan,
VP, Workers’ Compensation Board

L L

Colin Roop

Lynette Fenton

M )4/4 / g;é'
ithess P

Sharon Robinson,
Director, Human Resources

My W4

day ofWiarcH, 2023.



MEMORANDUM OF AGREEMENT #5
ALTERNATE HOURS OF WORK
Between

THE WORKERS’ COMPENSATION BOARD OF NOVA SCOTIA
(herein known as the “Employer”)
And
THE NOVA SCOTIA GOVERNMENT AND GENERAL EMPLOYEES UNION

(herein known as the “Union”)

The parties acknowledge that there are established hours of work for all positions, based on a
thirty-five (35) hours work week (see Article 15.01). These set hours may vary depending upon
operational requirements, and approved Flexible Working Hours (see article 15.05) and/or
Modified Work Week (see article 15.06) schedules.

The parties further acknowledge the value of providing a work environment whereby employees
in designated positions may schedule alternate hours of work that may vary, in part, from the
established hours of work for their positions on a given day, to meet operational needs.

The positions eligible to schedule alternate hours of work under this agreement are those that
have historically exercised this practice informally to provide service to clients. This MOA is
intended to formalize the existing practice, including but not limited to the method of compensation
and the manner in which scheduling alternate hours of work is utilized. For clarity, the volume of
alternate hours of work scheduled and the frequency with which schedules vary from the
established hours of work shall not change as a result of this MOA.

The Union and Employer agree that employees in the designated positions specified below are
eligible to schedule alternate hours of work under the terms as outlined in this agreement.

1. Employees in the designated positions have the option to schedule alternate hours
of work. This option extends to employees in term positions, as well as those in
permanent positions. Upon signing of this MOA, employees opting to schedule
alternate hours or work shall notify their manager in writing via the specified form
of their wish to exercise this option. Employees may change their option once
every six (6) months, or sooner if mutually agreed by the employee and Manager.

2. Alternate hours that are worked may be outside of the established hours of work
and may include but are not limited to: shifts that are longer or shorter than 7.0 hrs
and splitting on one day. Where the employee schedules alternate hours of work
and works more than 7.0 hours in a day or more than 70 hours biweekly, the time
worked outside of the normal hours will be accumulated at straight time.
Employees shall not work more than twelve (12) hours per day, including travel
time. No more than 15 hours in total may be accumulated. Accumulated time shall
be taken in the form of time off and shall not be paid out.
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Notwithstanding item #2 above, time worked on weekends shall be considered
overtime and as such must be pre-approved by management.

Where an employee exercises their option to schedule alternate hours, and where
the employee works an extension of the normal workday for circumstances that
could not be anticipated in advance, they will inform their manager as soon as
reasonably possible. This time shall be review and compensated as per the
overtime provisions in the collective agreement, as applicable.

Employees exercising the option to schedule alternate hours are responsible to
track, document and submit as per the unit’s established process all hours worked,
banked and taken off.

Designated Positions:

Adjudicator (in ISTs and WSTs)

Case Manager (in ISTs and WSTs including Floats)
Education Consultant

Ergonomist Process Leader

Field Services Coordinator

Field Services Representative

Rate Coordinator

Relationship Manager

Workplace Consultant

4159-4768-0066
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Representing the Nova Scotia Government Representing the Workers'
& General Emp [ Compensation Board

ﬂubu W U

Shelley Rowan,
VP, Workers’ Compensatlon Board

‘fm& | —_— L

Lloyd P. Sa \son, Chief Negotiator Colin Roop
Qgt/ﬂ l‘\dffh b\f " W @.vLa«__)
Brian Dimmer, Committee Member Llsa MacAulay
3 /. A
for Q2o /s |
Lee Shea, Committee Member Lyhe/(e Fenton

Kathy.\Cormler, Committee Member

Wally Hingg, Committee Member

Wltness
Shawn Fuller Sharon Robinson,
Executive Director Director, Human Resources

YN 4

A
Dated at Halifax, Nova Scotia, this g & dayof Ma-reh 2023.
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MEMORANDUM OF AGREEMENT #6
OPTIONAL PAYOUT OF RETIREMENT ALLOWANCE

Between

THE WORKERS’ COMPENSATION BOARD OF NOVA SCOTIA

THE NOVA SCOTIA GOVERNMENT AND GENERAL EMPLOYEES UNION

Employees will have the option of an immediate payout of their Retirement Allowance accrued up
March 31, 2015 or receive payout on death or retirement in accordance with the provision of the
Collective Agreement. To receive an immediate payout, an employee must opt to do so before a
date to be determined. That date and the date(s) of the actual payouts will be in 2018 as
determined by the Employer. If an employee chooses an immediate payout, the salary used to
calculate the amount of the Retirement Allowance will be the salary at December 31, 2017.
Otherwise, the salary will be based on the salary the employee was receiving at death or

retirement.

Represepiting the Nova Scotia G
& Genefal Employees Union

ndra Mullen,
resident, NSGEU

(W §

Lloyd P. $amson, Chief Negotiator

Bron

Brian Dimmer, Committee Member

ﬁx/w

Lee Shea, Committee Member

Ka’nﬁ‘Cor‘mier, Committee Member

wWodo Koo

Wally Hined, Committee Member

Witness
Shawn Fuller
Executive Director

Representing the Workers'
Compensation Boar,

=

Shelley Rowan,
VP, Workers’ Compensation Board

A L

Colin Roop

Lyngtte Fenton

Sharon Robinson,
Director, Human Resources

Dated at Halifax, Nova Scotia, this day of March, 2023.
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MEMORANDUM OF AGREEMENT #7
REASSIGNMENT
Between

THE WORKERS' COMPENSATION BOARD OF NOVA SCOTIA
(herein known as the "Employer")
And
THE NOVA SCOTIA GOVERNMENT AND GENERAL EMPLOYEES UNION

(herein known as the "Union”)

1. In addition to the Employer's right to reassign employees enshrined in the Collective
Agreement under Article 11.16, an available Case Manager with float status will be
assigned to a vacant permanent Case Manager position in order of seniority. For greater
clarity, an available Case Manager with float status is fully onboarded and not assigned
to a caseload. Article 11.15(e) will apply to any reassignment conducted pursuant to this
Memorandum of Agreement.

2. The process for reassignment pursuant to Article 11.15 will be as follows:

Employees on the Transfer Request List will have five (5) days to respond to an
opportunity for lateral transfers. When the Employer notifies Employees about a lateral
transfer opportunity, Employees on the Transfer Request List will have to confirm which
teams on their list they are interested in transferring to by providing a ranked order of
preference for all resulting lateral transfers they are prepared to accept through this
process. Confirmation will be considered acceptance.
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MEMORANDUM OF AGREEMENT #8
LEARNER PATHWAY PILOT PROJECT

Between
THE WORKERS’ COMPENSATION BOARD OF NOVA SCOTIA
And

THE NOVA SCOTIA GOVERNMENT AND GENERAL EMPLOYEES UNION

Whereas:

(a) The goal of creating the Learner pathway is to provide a secondary opportunity to develop
adjudication experience in- house.

(b) The Pathway will allow us to invest in our people by identifying talent in high potential
employees who hold relevant university degrees and wish to pursue adjudication in their career

path.

1.

The Employer is creating an initiative to assist existing employees in developing the
required two years’ experience for the adjudicator position.

Applicants for the Learner Pathway must:

be a permanent employee;

meet the minimum educational requirement for an Adjudicator;
have 2 years’ experience with WCBNS,;

competency ratings in PPA must be “Performing” or higher; and,
be successful in the selection process, including the interview.

®Qa0oow

Each Learner will complete a maximum 2-year training program (including 6-month
onboarding) (the “Pathway”).

During the Pathway, each Learner will be assigned up to 80% of the caseload of an
Adjudicator to accommodate the development process.

The salary for the Learner will be 80% of the Adjudicator position.

Throughout the pathway, managers will be responsible for evaluating performance
through assessments, file reviews, performances reviews, input from the Senior Advisors
Caseworker Excellence and any other tools that may be relevant.

If the Learner chooses not to continue in the Pathway, they will be placed back in their
original position. If the Leaner is unsuccessful at any point during the Pathway, they will
be placed back in their original position.

A Learner who successfully completes the Pathway would be an Adjudicator with float
status, paid at the Adjudicator salary and assigned to an Adjudicator caseload. If a term
or permanent Adjudicator position becomes available, the Employer will follow the process
in Article 11.15 and then the Adjudicator Float may be assigned to that position.

There will be a maximum of 2 Learners in this initiative.
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10. This Memorandum and this initiative will expire on December 31, 2023

Representing the Nova Scotia Governmgnt Representing the Workers'
Compensation Board

), N Shelley Rowan.
President, NSGEU VP, Workers’ Compensation Board

Lloyd P. Bamson, Chief Negotiator Colin ;oop 7

Brian Dimmer, Committee Member Lisa MacAulay

L. Shao Aot b

Lee Shea, Committee Member Lynette Fenton

Kathﬁ@orrﬁier, Committee Member

Woll U, .

Wally Hined, Committee Member

Wifhess
Shawn Fuller Sharon Robinson,
Executive Director Director, Human Resources

~ e 2 a2
Dated at Halifax, Nova Scotia, this day of , 2023.
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MEMORANDUM OF AGREEMENT #9
REMOTE WORKING
Between

THE WORKERS’ COMPENSATION BOARD OF NOVA SCOTIA

And

THE NOVA SCOTIA GOVERNMENT AND GENERAL EMPLOYEES UNION

It is the intention of the Employer that remote working will continue during the life of this

Collective Agreement.

Sandra Mullen,
President, NSGEU

p A I S

Lloyd P. Samson, Chief Negotiator

Booir 1l

BFian Dimmer, Committee Member

ﬁ,u&fbo\

Lee Shea, Committee Member

e

KatZy Cofmier, Committee Member

woer Koo .

Wally Hineé, Committee Member

b G

Witness
Shawn Fuller
Executive Director

Representing the Workers'
Compensation Boar

Dl [N/

Shelley Rowan,
VP, Workers’ Compensation Board

Colin Roop

\ el e Q) L__,ko{d)

Lisa MacAulay

Lynette Fenton

WMMJ @/
ithess

Sharon Robinson,
Director, Human Resources

Dated at Halifax, Nova Scotia, this &44 day ofarch, 2Cf2€(
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SCHEDULE “A”

APPROVED SALARY SCHEDULE EFFECTIVE January 1, 2021
1.5% GENERAL INCREASE (rounded to nearest $1.00)

ADMINISTRATIVE CLASSIFICATIONS

LEVEL

ANNUAL 1 5 3 4 5 5
13 27,978 | 29231| 30,570 | 31965| 33425| 34,963
14 30,080 | 31,434 | 32,865| 34363| 35951| 37,570
15 32,331 | 33,779 | 35347 | 36,937 | 38630 | 40405
16 34,733 | 36,336 | 37,973 | 39,704 | 41522 | 43426
17 37,358 | 39,053 | 40,834| 42,700 | 44,638 | 46,671
18 40147 | 41,978 | 43,883 | 45893 | 47,991 | 50,174
19 43,003 | 44,974| 47,023 | 49170| 51412| 53752
BI-WEEKLY 1 ) 3 4 5 5
13 1,076.10 | 1,124.27 | 1,175.76 | 1,229.44 | 1,285.58 | 1,344.72
14 1,156.90 | 1,208.98 | 1,264.03 | 1,321.65 | 1,382.74 | 1,445.01
15 1,243.49 | 1,299.20 | 1,359.51 | 1,420.65 | 1,485.76 | 1,554.04
16 1,335.90 | 1,397.54 | 1,460.51 | 1,527.07 | 1,596.99 | 1,670.22
17 1,436.85 | 1,502.04 | 1,570.56 | 1,642.31 | 1,716.83 | 1,795.03
18 1,544.13 | 1,614.55 | 1,687.79 | 1,765.12 | 1,845.82 | 1,929.79
19 1,653.94 | 1,729.76 | 1,808.57 | 1,891.14 | 1,977.38 | 2,067.40

4159-4768-0066
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SCHEDULE “A”
APPROVED SALARY SCHEDULE EFFECTIVE January 1, 2021
1.5% GENERAL INCREASE (rounded to nearest $1.00)
PROFESSIONAL CLASSIFICATIONS

LEVEL

ANNUAL 1 2 3 4 5 6

o5 44,954 | 47,023 | 49,153 | 51,392 | 53,736 | 56,187
26 47,180 | 49,364 | 51,603| 53,966 | 56416 58,992
57 49,559 | 51,831 54,194.| 56,645 | 59,236| 61,954
o8 52,043 | 54,422 | 56,910| 59484 | 62,199 | 65,040
g 54,654 | 57,122 | 59,730| 62478 65317 ] 68,319
30 60,188 | 62,961 65,778 | 68,793 | 71,913 75225
30A 63,185 | 66,095| 69,078 72,211 75,510 | 78,982
30 66,360 | 69,374 | 72,532 | 75,824 | 79,283| 82894
33 69,676 | 72,838 | 76,157 | 79,616 83,246| 87,040
34 73,159 | 76,455 | 79,894 | 83488| 87,246 91,170
BI-WEEKLY 1 5 3 4 5 6

5 1,729.01 | 1,808.57 | 1,890.52 | 1,976.63 | 2,066.77 | 2,161.05
26 1,814.62 | 1,898.60 | 1,984.72 | 2,075.60 | 2,169.84 | 2,268.92
27 1,906.13 | 1,993.50 | 2,084.38 | 2,178.66 | 2,278.32 | 2,382.83
o8 2,001.66 | 2,093.16 | 2,188.85 | 2,287.85 | 2,392.28 | 2,501.55
29 2,102.07 | 2,197.01 | 2,297.30 | 2,403.01 | 2,512.20 | 2,627.64
30 2,314.94 | 2,421.59 | 2,529.93 | 2,645.87 | 2,765.88 | 2,893.26
30A 2,430.18 | 2,542.11 | 2,656.84 | 2,777.35 | 2,904.23 | 3,037.78
30 2,5652.30 | 2,668.24 | 2,789.69 | 2,916.29 | 3,049.33 | 3,188.23
33 2,679.83 | 2,801.48 | 2,929.13 | 3,062.14 | 3,201.78 | 3,347.70
34 2,813.81 | 2,940.57 | 3,072.83 | 3,211.07 | 3,355.63 | 3,506.55
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SCHEDULE “A”
APPROVED SALARY SCHEDULE EFFECTIVE January 1, 2021
1.5% GENERAL INCREASE (rounded to nearest $1.00)
PROFESSIONAL CLASSIFICATIONS

LEVEL

ANNUAL 1 2 3 4 5 6

40 63,200 66,106 69,070 72,230 75,509 78,989
41 57,385 59,978 62,716 65,605 68,586 71,732
42 54,647 57,147 59,758 62,456 65,308 68,290
43 47,206 49,372 51,611 53,959 56,425 58,995
44 66,346 69,399 72,532 75,822 79,285 82,929
45 69,678 | 72,840 | 76,157 79,618 | 83,246 87,041
46 73,160 | 76,479 | 80,073 83,5906 | 87,408 91,392
BI-WEEKLY 1 5 3 4 5 6

40 2,430.77 | 2,542.54 | 2,656.53 | 2,778.09 | 2,904.19 | 3,038.05
41 2,207.12 | 2,306.86 | 2,412.15 | 2,523.25 | 2,637.91 | 2,758.93
42 2,101.79 | 2,197.94 | 2,298.39 | 2,402.15 | 2,511.85 | 2,626.55
43 1,815.60 | 1,898.91 | 1,985.03 | 2,075.36 | 2,170.19 | 2,269.03
44 2,551.79 | 2,669.18 | 2,789.69 | 2,916.21 | 3,049.41 | 3,189.56
45 2,679.91 | 2,801.56 | 2,929.13 | 3,062.22 | 3,201.78 | 3,347.74
46 2,813.85 | 2,941.51 | 3,079.74 | 3,215.25 | 3,361.84 | 3,515.06
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SCHEDULE “A”
APPROVED SALARY SCHEDULE EFFECTIVE January 1, 2022
1.5% GENERAL INCREASE (rounded to nearest $1.00)
ADMINISTRATIVE CLASSIFICATIONS
LEVEL
ANNUAL | 1 5 3 4 5 5
13 28398 | 29,669 31,028 32,445 | 33926 | 35487
14 30,531 31,905 | 33,358 34,878 | 36,491 38,134
15 32.816 | 34,286 35,878 37,491 39,209 | 41,011
16 35,254 36,881 38,543 40,299 | 42,144 | 44077
17 37,918 | 39,639 | 41,447 | 43,341 45,307 | 47,371
18 40,750 | 42,608 | 44,541 46,582 | 48,711 50,927
19 43648 | 45648 | 47,728 |49,907 | 52,183 | 54,559
BI-WEEKLY 1 5 3 4 5 6
13 1,092.24 | 1,141.13 | 1,193.40 | 1,247.88 | 1,304.86 | 1,364.89
14 1,174.26 | 1,227.12 | 1,282.99 | 1,341.47 | 1,403.48 | 1,466.68
15 1,262.14 | 1,318.69 | 1,379.91 | 1,441.96 | 1,508.05 | 1,577.35
16 1,355.93 | 1,418.50 | 1,482.41 | 1,549.97 | 1,620.94 | 1,695.27
17 1,458.40 | 1,524.57 | 1,594.11 | 1,666.94 | 1,742.59 | 1,821.95
18 1,567.29 | 1,638.77 | 1,713.11 | 1,791.60 | 1,873.50 | 1,958.74
19 1,678.75 | 1,7565.70 | 1,835.70 | 1,919.51 | 2,007.04 | 2,098.41
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SCHEDULE “A”
APPROVED SALARY SCHEDULE EFFECTIVE January 1, 2022
1.5% GENERAL INCREASE (rounded to nearest $1.00)
PROFESSIONAL CLASSIFICATIONS

LEVEL

ANNUAL 1 2 3 4 5 6

o5 45,629 | 47,728 | 49,891 52,163 | 54,542 | 57,030
26 47,888 | 50,104 | 52,377 | 54,775| 57,262 | 59877
57 50,303 | 52,608 | 55007 | 57,495| 60,125| 62,883
o8 52,824 | 55239 | 57,764 60,376| 63,132 66,016
g 55473 | 57,979 | 60,626 | 63415 66,297 | 69,343
30 61,091 63,906 | 66,765 | 69,825| 72,991 76,353
30A 64,133 | 67,086 | 70,114 | 73294| 76,643 | 80,167
30 67,355 | 70,415 | 73,620 | 76,961 80,472 | 84,137
33 70,721 73,931 77,300 | 80,810 | 84,495 88,346
34 74,257 | 77,602 | 81,092| 84,740| 88555| 92538
BI-WEEKLY 1 5 3 4 5 6

25 1,754.95 | 1,835.70 | 1,918.87 | 2,006.28 | 2,097.78 | 2,193.47
26 1,841.84 | 1,927.08 | 2,014.49 | 2,106.73 | 2,202.38 | 2,302.95
o7 1,934.72 | 2,023.40 | 2,115.65 | 2,211.34 | 2,312.50 | 2,418.57
o8 2,031.68 | 2,124.56 | 2,221.68 | 2,322.17 | 2,428.16 | 2,539.07
29 2,133.60 | 2,229.96 | 2,331.76 | 2,439.06 | 2,549.89 | 2,667.05
30 2,34967 | 2,457.92 | 2,567.88 | 2,685.56 | 2,807.36 | 2,936.66
30A 2,466.64 | 2,580.24 | 2,696.69 | 2,819.01 | 2,947.79 | 3,083.34
32 2,5690.58 | 2,708.26 | 2,831.53 | 2,960.03 | 3,095.07 | 3,236.06
33 2,720.03 | 2,843.50 | 2,973.07 | 3,108.07 | 3,249.81 | 3,397.92
34 2,856.02 | 2,984.68 | 3,118.93 | 3,259.24 | 3,405.96 | 3,559.15
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SCHEDULE “A”
APPROVED SALARY SCHEDULE EFFECTIVE January 1, 2022
1.5% GENERAL INCREASE (rounded to nearest $1.00)
PROFESSIONAL CLASSIFICATIONS
1 LEVEL

ANNUAL 1 2 3 4 5 6

40 64,148 67,098 70,106 73,314 76,642 80,174
41 58,246 60,878 | 63,657 66,589 69,614 72,808
42 55,466 58,004 60,654 63,393 | 66,288 69,315
43 47,914 50,112 52,385 54,769 57,271 59,880
44 67,342 70,440 73,620 76,959 80,474 84,172
45 70,723 73,933 77,300 80,812 84,495 88,347
46 74,258 77,626 81,274 84,850 88,719 92,762
40 2,467.23 | 2,580.67 | 2,696.38 | 2,819.77 | 2,947.75 | 3,083.62
41 2,240.22 | 2,341.46 | 2,448.33 | 2,561.10 | 2,677.48 | 2,800.31
42 2,133.32 | 2,230.91 | 2,332.87 | 2,438.19 | 2,549.53 | 2,665.94
43 1,842.83 | 1,927.39 | 2,014.80 | 2,106.49 | 2,202.74 | 2,303.07
44 2,590.06 | 2,709.21 | 2,831.53 | 2,959.96 | 3,095.15 | 3,237.40
45 2,720.11 | 2,843.58 | 2,973.07 | 3,108.15 | 3,249.81 | 3,397.96
46 2,856.06 | 2,985.63 | 3,125.94 | 3,263.48 | 3,412.26 | 3,567.79
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SCHEDULE “A”
APPROVED SALARY SCHEDULE EFFECTIVE January 1, 2023
3.0% GENERAL INCREASE (rounded to nearest $1.00)
ADMINISTRATIVE CLASSIFICATIONS
LEVEL
ANNUAL y 5 3 4 5 6
13 29,250 30,560 | 31,959 33,418 34,944 | 36,552
14 31,447 32,862 | 34,358 35,925 | 37,585 | 39,278
15 33,800 35,314 | 36,954 | 38,616 |40,386 |42,242
16 36,312 37,987 39,699 | 41,508 |43,409 |45,399
17 39,056 | 40,828 |42,690 | 44,641 46,666 | 48,792
18 41,972 | 43,886 |45877 |47,979 50,172 52,455
19 44,957 | 47,018 |49,160 |51,404 |53,748 |56,195
BI-WEEKLY . 1 5 3 4 5 5
13 1,125.00 | 1,175.37 | 1,229.20 | 1,285.32 | 1,344.00 | 1,405.84
14 1,209.49 | 1,263.93 | 1,321.48 | 1,381.72 | 1,445.59 | 1,510.68
15 1,300.01 | 1,358.25 | 1,421.30 | 1,485.22 | 1,553.29 | 1,624.67
16 1,396.61 | 1,461.06 | 1,526.89 | 1,596.47 | 1,669.57 | 1,746.13
17 1,502.15 | 1,570.31 | 1,641.94 | 1,716.95 | 1,794.86 | 1,876.61
18 1,614.31 | 1,687.93 | 1,764.50 | 1,845.35 | 1,929.71 | 2,017.50
19 1,729.11 | 1,808.37 | 1,890.77 | 1,977.09 | 2,067.25 | 2,161.36
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SCHEDULE “A”
APPROVED SALARY SCHEDULE EFFECTIVE January 1, 2023
3.0% GENERAL INCREASE (rounded to nearest $1.00)
PROFESSIONAL CLASSIFICATIONS

LEVEL

ANNUAL 1 2 3 4 5 6

o5 46,998 49,160 51,387 53,728 56,178 58,741
26 49,325 51,607 53,948 56,418 58,980 61,673
27 51,812 54,187 56,657 59,220 61,929 64,769
8 54,408 | 56,896 | 59,497 | 62,188 | 65026| 67,996
29 57,138 59,718 62,444 65,318 68,286 71,424
30 62,924 65,823 68,768 71,919 75,181 78,644
30A 66,057 69,099 72,217 75,493 78,942 82,572
32 69,376 72,527 75,828 79,270 82,886 86,662
33 72,842 76,149 79,619 83,234 87,030 90,996
34 76,484 79,930 83,525 87,282 91,212 95,314
BI-WEEKLY y 5 3 4 5 6

o5 1,807.60 | 1,890.77 | 1,976.44 | 2,066.47 | 2,160.71 | 2,259.27
26 1,897.10 | 1,984.89 | 2,074.92 | 2,169.93 | 2,268.45 | 2,372.04
57 1,992.76 | 2,084.10 | 2,179.12 | 2,277.68 | 2,381.87 | 2,491.13
28 2,092.63 | 2,188.30 | 2,288.33 | 2,391.83 | 2,501.01 | 2,615.24
9 2,197.60 | 2,296.86 | 2,401.71 | 2,512.23 | 2,626.38 | 2,747.07
30 2,420.16 | 2,531.66 | 2,644.91 | 2,766.13 | 2,891.58 | 3,024.76
30A 2,540.64 | 2,657.65 | 2,777.59 | 2,903.58 | 3,036.22 | 3,175.84
37 2,668.30 | 2,789.51 | 2,916.48 | 3,048.84 | 3,187.93 | 3,333.14
33 2,801.63 | 2,928.81 | 3,062.26 | 3,201.31 | 3,347.30 | 3,499.86
34 2,941.70 | 3,074.22 | 3,212.49 | 3,357.01 | 3,508.14 | 3,665.92
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SCHEDULE “A”
APPROVED SALARY SCHEDULE EFFECTIVE January 1, 2023
3.0% GENERAL INCREASE (rounded to nearest $1.00)
PROFESSIONAL CLASSIFICATIONS
LEVEL
ANNUAL 1 ) 3 4 5 5
40 66,072 | 69,110| 72,200| 75513| 78,941 82579
41 59,993 | 62,704 | 65566 | 68586| 71,703 74,992
42 57,130 | 59,744 | 62,474 | 65295 | 68,276 71,394
43 49,351 | 51,616| 53956 | 56,412| 58989 | 61,676
44 69,362 | 72,553 | 75828 | 79,268 | 862,888 | 86,698
45 72,845 | 76,151| 79,619| 83,236| 87,030 90,997
46 76,485 | 79,955 | 83,713| 87,396 | 91,380 | 95,545
BI-WEEKLY . ) - 4 5 6
40 2,541.25 | 2,658.09 | 2,777.27 | 2,904.36 | 3,036.18 | 3,176.13
41 2,307.43 [ 2,411.71 | 2,521.78 | 2,637.93 | 2,757.80 | 2,884.32
42 2,197.32 | 2,297.84 | 2,402.85 | 2,511.33 | 2,626.02 | 2,745.92
43 1,898.12 | 1,985.21 | 2,075.25 | 2,169.69 | 2,268.82 | 2,372.16
44 2,667.77 | 2,790.49 | 2,916.48 | 3,048.75 | 3,188.01 | 3,334.52
45 2,801.71 | 2,928.89 | 3,062.26 | 3,201.39 | 3,347.30 | 3,499.90
46 2,941.74 | 3,075.20 | 3,219.72 | 3,361.38 | 3,514.63 | 3,674.82
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SCHEDULE “A”
APPROVED SALARY SCHEDULE EFFECTIVE December 31, 2023
0.5% GENERAL INCREASE (rounded to nearest $1.00)
ADMINISTRATIVE CLASSIFICATIONS
LEVEL
ANNUAL 1 2 3 4 5 6
13 29,396 30,712 32,119 | 33,585 |35119 | 36,735
14 31,604 33,027 34,530 |36,104 | 37,773 |39,474
15 33,969 35,491 37,139 | 38,809 |40,588 |42453
16 36,493 38,177 |39,898 |41,716 | 43,626 |45626
17 39,251 41,032 | 42,904 |44864 |46,900 |49,036
18 42,182 | 44,106 | 46,106 |48,219 |50,423 |52,717
19 45,182 | 47,253 | 49,406 | 51,661 54,017 | 56,476
BI-WEEKLY 1 5 3 4 5 6
13 1,130.63 | 1,181.24 | 1,235.34 | 1,291.74 | 1,350.73 | 1,412.87
14 1,215.53 | 1,270.25 | 1,328.08 | 1,388.62 | 1,452.82 | 1,518.24
15 1,306.51 | 1,365.04 | 1,428.41 | 1,492.64 | 1,561.06 | 1,632.80
16 1,403.60 | 1,468.36 | 1,534.52 | 1,604.46 | 1,677.92 | 1,754.86
17 1,509.67 | 1,578.16 | 1,650.15 | 1,725.54 | 1,803.84 | 1,885.99
18 1,622.38 | 1,696.37 | 1,773.32 | 1,854.58 | 1,939.36 | 2,027.58
19 1,737.76 | 1,817.41 | 1,900.23 | 1,986.98 | 2,077.58 | 2,172.17
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SCHEDULE “A”
APPROVED SALARY SCHEDULE EFFECTIVE December 31, 2023
0.5% GENERAL INCREASE (rounded to nearest $1.00)
PROFESSIONAL CLASSIFICATIONS

LEVEL

ANNUAL 1 2 3 4 5 6

05 47,233 49,406 51,644 53,997 56,459 59,035
26 49,571 51,865 54,218 56,700 59,275 61,981
97 52,071 54,458 56,940 59,516 62,238 65,093
o8 54,681 57,180 59,794 62,499 65,351 68,336
29 57,423 60,017 62,757 65,645 68,627 71,781
30 63,239 66,152 69,112 72,279 75,557 79,037
30A 66,387 | 69,444 | 72579 | 75,871 79,337 | 82,985
32 69,723 | 72,890 | 76,208| 79666| 83300| 87,095
33 73,207 | 76,530 | 80,017 | 83650 87,465| 91,451
34 76,867 | 80,329 | 83,942 87,719 91,668 95791
BI-WEEKLY 1 5 3 4 5 6

25 1,816.64 | 1,900.23 | 1,986.32 | 2,076.80 | 2,171.51 | 2,270.57
26 1,906.59 | 1,994.81 | 2,085.30 | 2,180.78 | 2,279.80 | 2,383.90
57 2,002.73 | 2,094.52 | 2,190.01 | 2,289.07 | 2,393.78 | 2,503.58
08 2,103.10 | 2,199.24 | 2,299.77 | 2,403.79 | 2,513.51 | 2,628.32
29 2,208.59 | 2,308.34 | 2,413.72 | 2,524.79 | 2,639.51 | 2,760.80
30 2,432.26 | 2,544.31 | 2,658.14 | 2,779.96 | 2,906.04 | 3,039.88
30A 2,553.34 | 2,670.93 | 2,791.48 | 2,918.10 | 3,051.41 | 3,191.72
32 2,681.64 | 2,803.46 | 2,931.06 | 3,064.08 | 3,203.87 | 3,349.80
33 2,815.64 | 2,943.45 | 3,077.57 | 3,217.32 | 3,364.04 | 3,517.36
34 2,956.41 | 3,089.59 | 3,228.56 | 3,373.80 | 3,525.68 | 3,684.25
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SCHEDULE “A”
APPROVED SALARY SCHEDULE EFFECTIVE December 31, 2023
0.5% GENERAL INCREASE (rounded to nearest $1.00)
PROFESSIONAL CLASSIFICATIONS

LEVEL

ANNUAL 1 5 3 4 5 6

40 66,403 | 69,456 72,570 | 75,891 79,335 82,992
41 60,293 | 63,018 65,894 | 68,929 | 72,061 75,367
42 57,416 | 60,043 | 62,787 | 65,621 68,618 71,751
43 49,598 51,874 54,226 56,694 | 59,284 | 61,985
44 69,709 72,916 76,208 79,664 | 83,303 87,131
45 73,209 76,532 80,017 83,652 | 87,465 91,452
46 76,868 | 80,355 84,131 87,833 | 91,837 96,023
BI-WEEKLY 1 5 3 4 5 6

40 2,653.95| 2,671.38 | 2,791.156 | 2,918.88 | 3,051.36 | 3,192.01
41 2,318.97 | 2,423.77 | 2,534.39 | 2,651.12 | 2,771.59 | 2,898.74
42 2,208.30 | 2,309.33 | 2,414.87 | 2,523.89 | 2,639.15 | 2,759.65
43 1,907.61 | 1,995.14 | 2,085.62 | 2,180.54 | 2,280.17 | 2,384.02
44 2,681.11 | 2,804.44 | 2,931.06 | 3,064.00 | 3,203.95 | 3,351.20
45 2,815.72 | 2,943.53 | 3,077.57 | 3,217.40 | 3,364.04 | 3,517.40
46 2,956.45 | 3,090.58 | 3,235.82 | 3,378.19 | 3,532.20 | 3,693.20
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UNION POSITION CLASSIFICATION
(Positions paid under Schedule “A")

Updated May 2018

Level 14

None

Level 15

None

Level 16

Unit Clerk (part-time)

Level 17

Mail Clerk

Team Support - Employer Services

Team Support — Support Services

Level 18
Maintenance Worker

Level 19

Administrative Assistant — Communications
Long Term Benefits Assistant

Medical Aid Assistant

Occupational Disease Administrator
Return to Work Assistant

Level 25

Administrative Assistant — Cape Breton
Benefits Assessment Clerk

Finance Clerk

Telephone Inquiries Representative

Level 26

Accounts Payable Clerk
Building Superintendent

Level 28

Facilities Administrator

Hearing Loss Adjudicator
Interjurisdictional/Privacy Coordinator

Level 30
Adjudicator — Health & Extended Benefits

Business Analyst
Program Management Analyst
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Level 30A

Business Analyst Technical Lead
Case Manager - Long Term Benefits
Ergonomist

Financial Analyst

Treasury Officer

Level 32

Case Manager - Service Delivery & Workplace Services
Coordinator Field Services

Field Representative

Prevention Education Consultant
Quality Assurance Analyst

Rate Coordinator

Senior Accountant

Senior Communications Advisor
Statistical Research Officer
Workplace Consultant

Level 33

Demand Management Coordinator
Hearing Officer (Legal & Non-Legal)
Relationship Manager

Senior Consultant

Senior Financial Reporting Accountant
Statistical Analyst

Level 41

Senior Technical Support Representative
Level 44

Environment & Testing Coordinator
Level 45

Business Systems Analyst
Configuration & Change Coordinator
Data Analyst

Release Management Coordinator
Service Analyst

Technical Systems Analyst
Technology Quality Officer

Level 46

Network System Architect
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SCHEDULE “B”
APPROVED SALARY SCHEDULE EFFECTIVE January 1, 2021
1.5% GENERAL INCREASE (rounded to nearest $1.00)

PAY GRADE

ANNUAL y 5 3 4 5 5

1 34,733 | 36,336 | 37,973 | 39,704 | 41522 | 43426
2 43,003 44,974 47,023 49,170 51,412 53,752
3 44,954 47,023 49,153 51,392 53,736 56,187
4 47,180 | 49,364 | 51603 | 53,966 56416 | 58,992
5 54,654 | 57,122 | 59,730| 62478| 65317 | 68,319
6 60,188 | 62,961 65,778 | 68,793 | 71,913 | 75,225
7 66,346 69,399 72,532 75,824 79,285 82,929
8 69,676 72,840 76,157 79,618 83,246 87,041
9 73,159 76,479 80,073 83,596 87,408 91,392
BI-WEEKLY 1 5 3 4 5 6

1 1,335.90 | 1,397.54 | 1,460.51 | 1,527.07 | 1,596.99 | 1,670.22
2 1,653.94 | 1,729.76 | 1,808.57 | 1,891.14 | 1,977.38 | 2,067.40
3 1,729.01 | 1,808.57 | 1,890.52 | 1,976.63 | 2,066.77 | 2,161.05
4 1,814.62 | 1,898.60 | 1,984.72 | 2,075.60 | 2,169.84 | 2,268.92
5 2,102.07 | 2,197.01 | 2,297.30 | 2,403.01 | 2,512.20 | 2,627.64
6 2,314.94 | 2,421.59 | 2,529.93 | 2,645.87 | 2,765.88 | 2,893.26
7 2,551.79 | 2,669.18 | 2,789.69 | 2,916.29 | 3,049.41 | 3,189.56
8 2,679.83 | 2,801.56 | 2,929.13 | 3,062.22 | 3,201.78 | 3,347.74
9 2,813.81 ] 2,941.51 | 3,079.74 | 3,215.25 | 3,361.84 | 3,515.06
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SCHEDULE “B”
APPROVED SALARY SCHEDULE EFFECTIVE January 1, 2022
1.5% GENERAL INCREASE (rounded to nearest $1.00)

PAY GRADE

ANNUAL 1 2 3 4 5 6

1 35,254 | 36,881 38,543 | 40,299 | 42144 | 44,077
2 43,648 | 45648 | 47,728 | 49,907 | 52,183 | 54,559
3 45,629 | 47,728 | 49,891 52,163 | 54,542 | 57,030
4 47,888 | 50,104 | 52,377 | 54,775 57,262 | 59,877
5 55,473 | 57,979 | 60626 | 63415 66,297 | 69,343
6 61,091 63,906 | 66,765| 69,825 | 72,991 76,353
7 67,342 | 70,440 | 73620 | 76,961 80,474 | 84,172
8 70,721 73,933 | 77,300 | 80,812 | 84,495| 88,347
9 74,257 | 77,626 | 81,274| 84,850| 88,719 92,762
BI-WEEKLY 1 5 3 4 5 6

1 1,355.93 | 1,418.50 | 1,482.41 | 1,549.97 | 1,620.94 | 1,695.27
2 1,678.75 | 1,755.70 | 1,835.70 | 1,919.51 | 2,007.04 | 2,098.41
3 1,754.95 | 1,835.70 | 1,918.87 | 2,006.28 | 2,097.78 | 2,193.47
4 1,841.84 | 1,927.08 | 2,014.49 | 2,106.73 2,202.38 2,302.95
5 2,133.60 | 2,229.96 | 2,331.76 | 2,439.06 | 2,549.89 | 2,667.05
6 2,349.67 | 2,457.92 | 2,567.88 | 2,685.56 | 2,807.36 | 2,936.66
7 2,590.06 | 2,709.21 | 2,831.53 | 2,960.03 | 3,095.15 | 3,237.40
8 2,720.03 | 2,843.58 | 2,973.07 | 3,108.15 | 3,249.81 | 3,397.96
9 2,856.02 | 2,985.63 | 3,125.94 | 3,263.48 | 3,412.26 | 3,567.79
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SCHEDULE “B”

APPROVED SALARY SCHEDULE EFFECTIVE January 1, 2023

3.0% GENERAL INCREASE (rounded to nearest $1.00)

PAY GRADE
ANNUAL 1 2 3 4 5 6
1 36,312 | 37,087 | 39,699| 41,508 | 43409 | 45,399
2 44,957 | 47,018| 49,160 | 51404 | 53,748 | 56,195
3 46,998 | 49,160 | 51387 | 53,728| 56178 | 58,741
7 49325 | 51607 | 53948 | 56418 | 58980 61673
5 57138 | 59.718| 62444| 65318| 68286 | 71424
6 62.024 | 65823 | 68768| 71.019| 75.181| 78644
7 60,362 | 72553 | 75828| 79.270| 82,888 | 86,698
8 72.842 | 76,151 | 79.619| 83236| 87.030 | 90,997
g 76,484 | 79,955 | 83,713| 87.396| 91,380 | 95545
BI-WEEKLY 1 , 5 . 5 5
1 139661 1.461.06 | 1.526.89 | 1.596.47 | 1,669.57 | 1,746.13
2 172911 | 1.808.37 | 1,890.77 | 1.977.00 | 2.067.25 | 2,161.36
3 180760 | 1,890.77 | 1,076.44 | 2.066.47 | 2,160.71 | 2.259.27
3 189710 | 1.984.89 | 2,074.92 | 2.169.93 | 2,268.45 | 2.372.04
5 2.197.60 | 2,096.86 | 2,401.71 | 2.512.23 | 2.626.38 | 2.747.07
6 242016 | 2.531.66 | 2.644.91 | 2,766.13 | 2,891.58 | 3.024.76
7 5.667.77 | 2.790.49 | 2.916.48 | 3.048.84 | 3.188.01 | 3,334.52
8 2.801.63 | 2,928.80 | 3,062.26 | 3.201.39 | 3,347.30 | 3,499 90
S 2.941.70 | 3.075.20 | 3.219.72 | 3,361.38 | 3,514.63 | 3.674.82
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SCHEDULE “B”
APPROVED SALARY SCHEDULE EFFECTIVE December 31, 2023
0.5% GENERAL INCREASE (rounded to nearest $1.00)

PAY GRADE

ANNUAL y 5 3 4 5 6

1 36,493 | 38,177 | 39898 | 41,716| 43,626 45626
2 45,182 | 47,253 | 49,406 | 51,661 54,017 | 56,476
3 47,233 | 49406 | 51,644 | 53997 | 56,459 | 59,035
4 49,571 51,865 | 54,218 | 56,700| 59,275 | 61,981
5 57,423 | 60,017 | 62,757 | 65645 | 68,627 | 71,781
6 63,239 | 66,152 | 69,112 | 72,279 75557 | 79,037
7 69,709 | 72916 | 76,208 | 79,666 83,303| 87,131
8 73,207 | 76,532 | 80,017 | 83,652 87,465| 901,452
9 76,867 | 80,355| 84,131 87,833 | 91,837 | 96,023
BI-WEEKLY 1 9 3 4 5 6

1 1,403.60 | 1,468.36 | 1,534.52 | 1,604.46 | 1,677.92 | 1,754.86
2 1,737.76 | 1,817.41 | 1,900.23 | 1,986.98 | 2,077.58 | 2,172.17
3 1,816.64 | 1,900.23 | 1,986.32 | 2,076.80 | 2,171.51 | 2,270.57
4 1,906.59 | 1,994.81 | 2,085.30 | 2,180.78 | 2,279.80 | 2,383.90
5 2,208.59 | 2,308.34 | 2,413.72 | 2,524.79 | 2,639.51 | 2,760.80
6 2,432.26 | 2,544.31 | 2,658.14 | 2,779.96 | 2,906.04 | 3,039.88
7 2,681.11 | 2,804.44 | 2,931.06 | 3,064.08 | 3,203.95 | 3,351.20
8 2,815.64 | 2,943.53 | 3,077.57 | 3,217.40 | 3,364.04 | 3,517.40
9 2,956.41 | 3,090.58 | 3,235.82 | 3,378.19 | 3,5632.20 | 3,693.20
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UNION POSITION CLASSIFICATION
Positions paid under Schedule “B - see Article 20.01 (b)

Level 1

Level 2

Administrative Assistant

Health Services Program Assistant
Integrated Services Associate
Integrated Service Resolution Associate
Team Support — Internal Appeals

Level 3

Integrated Service Associate Coordinator
internal Appeals Coordinator

Level 4

Benefits Administrator
Procurement Administrator

Level 5

Account Manager

Collections Officer

Projects Officer

Third Party Adjuster

Level 6

Adjudicator —Service Delivery & Workplace Services
Business Improvement Specialist

Communications Advisor

Communications Advisor, Online

Level 7

Employer Services Coordinator

Health Service Portfolio Manager

Occupational Disease Case Manager

Return to Work Specialist

Level 8

Application Development Analyst

Level 9

Enterprise Information Security Officer (added - reclassified)

Vendor Relations Manager (added — new position)
IT Managed Services Coordinator (added — new position)
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