
















































































Sept Sept Sept June
YEARS OF SERVICE 3 /;’0 . /;1 i /'2°2 T
After 10 Years of Service 54,001 $4,001 $4,001 $4,051
After 11 Years of Service 54,786 54,786 54,786 54,846
After 12 Years of Service $5,573 $5,573 $5,573 S5,643
After 13 Years of Service $6,358 $6,358 $6,358 $6,437
After 14 Years of Service $7,147 $7,147 $7,147 57,236
After 15 Years of Service $7,936 57,936 $7,936 $8,035
After 16 Years of Service $8,324 $8,324 $8,324 $8,428
After 17 Years of Service $8,711 58,711 $8,711 $8,820
After 18 Years of Service $9,100 $9,100 $9,100 $9,214
After 19 Years of Service $9,486 $9,486 $9,486 $9,605
After 20 Years of Service $9,874 59,874 $9,874 $9,997
After 21 Years of Service $10,276 $10,276 $10,276 $10,404
After 22 Years of Service $10,673 $10,673 $10,673 $10,806
After 23 Years of Service $11,073 $11,073 $11,073 511,211
After 24 Years of Service $11,474 $11,474 $11,474 $11,617
After 25 Years of Service $11,873 $11,873 511,873 $12,021
After 26 Years of Service,
add to the amount for
every Year of Service until 3375 2373 w873 2378
retirement
Feb Aug Sept Sept Sept Sept
NEARS OF SERVICE 1/24 31/24 1/24 1/25 1/26 1/27
After 10 Years of Service $4,112 $4,133 $4,257 $4,258 $4,386 54,387
After 11 Years of Service $4,919 $4,944 $5,092 $5,093 55,246 $5,247
After 12 Years of Service $5,728 $5,757 $5,930 $5,931 $6,109 $6,110
After 13 Years of Service $6,534 $6,567 $6,764 $6,765 $6,968 $6,969
After 14 Years of Service $7,345 $7,382 $7,603 $7,604 $7,832 $7,833
After 15 Years of Service $8,156 $8,197 $8,443 $8,444 $8,697 $8,698
After 16 Years of Service $8,554 58,597 $8,855 $8,856 $9,122 $9,123
After 17 Years of Service $8,952 $8,997 $9,267 $9,268 $9,546 $9,547
After 18 Years of Service $9,352 $9,399 $9,681 $9,682 $9,972 $9,973
After 19 Years of Service 59,749 $9,798 $10,092 $10,093 $10,396 $10,397
After 20 Years of Service $10,147 $10,198 $10,504 $10,505 $10,820 $10,821
After 21 Years of Service 510,560 $10,613 $10,931 $10,932 $11,260 $11,261
After 22 Years of Service $10,968 $11,023 $11,354 $11,355 $11,696 $11,697
After 23 Years of Service | $11,379 | $11,436 | $11,779 | $11,780 | $12,133 | $12,134
After 24 Years of Service $11,791 $11,850 $12,206 $12,207 $12,573 $12,574
-After 25 Years of Service $12,201 $12,262 $12,630 512,631 $13,010 $13,011
After 26 Years of Service,
Add to the amount for
every Year of service until 2884 5286 2398 w508 s 24l
retirement

Increases to this allowance will be consistent with the date and amount of increases to the salary grid in Article 28.
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30.b At the employee’s request, the payment of retirement allowance shall be:
(i) alump sum payment at the time of retirement; and/or

(i) where eligible, transferred to the employee’s registered retirement savings plan, with no initial
taxes deducted.

30.c Service, for the purpose of retirement allowance, shall be calculated as follows:
(i) Service shall be defined as active permanent employment.
(i) Service shall be pro-rated for part-time employment.

(iii) A service gap will be defined as a complete break in service (i.e. termination to re-hire into a
permanent position). A gap in permanent employment of greater than twelve (12) months shall
resultin a breakin service. The gap can be extended if there is active employment (via Supply work)
that occurs during the period — the gap is extended by an additional twelve (12) months from the
last date of supply work.

(iv) Unpaid Leaves of absence shall not break service, however all periods of unpaid LOAs are excluded
from the Retirement Allowance calculation.

(v) Employees who have retired, received a retirement allowance, and then re-employ on a permanent
basis with the Division shall not be eligible to add their second period of service to the first in order
to increase their entitlement. Employees can receive a second Retirement Allowance payment if
their second period of service meets the minimum eligibility requirements as set out in the article.

31. Supply Support and Temporary Bi-Weekly Employees

31.a Supply support employees shall receive pay for public holidays in accordance with Employment Standards
Code Regulations.

31.b Supply support employees shall receive from the Board a copy of the Collective Agreement at the time of
hiring.

31.c (i) Supply support employees will be paid a minimum of three and one half (3.5) hours for each half day
worked or portion thereof. Duties may be assigned for up to 7 hours.

31.c (ii) Supply support employees who report for an assignment and are not required for the assignment or
part thereof, will be paid a minimum of three and one half (3.5) hours.

31.d (i) Supply support employees with less than five (5) years of employment will have four percent (4%)
vacation pay added to their regular earnings.
(ii) Supply support employees with five (5) or more consecutive years of employment will have six
percent (6%) vacation pay added to their regular earnings.

31.e All hourly support employees with Edmonton Public Schools will receive overtime for hours worked over
seven (7) hours per day or thirty-five (35) hours per week.
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31.f Supply support employees who have not been placed on the supply support roster at the start of the next
school year, shall, upon request, be notified of the reasons in writing.

31.g (i) Temporary bi-weekly employees will be provided the intended duration of their assignment in
writing.

31.g (i) An employee assigned to a temporary bi-weekly assignment shall receive the applicable hourly salary
rate for the position according to the pay grade and step in Clause 28.i (i).

31.g (iii) All 10-month temporary bi-weekly assignments shall end no later than June 30.

31.h (i) Temporary bi-weekly employees shall earn vacation entitlement at a rate of four percent (4%) to be
added to their bi-weekly earnings.

31.h (ii) Temporary bi-weekly employees shall participate in all group insurance plans for the duration of their
assignment.

31.h (iii) Temporary bi-weekly employees are not eligible for participation in the Local Authorities Pension Plan
(LAPP).

31.h (iv) Temporary bi-weekly employees will earn sick leave entitlement on a pro-rated basis according to the
duration of their assignment.

e For temporary bi-weekly employees who are assigned to 10-month positions, accrual shall
discontinue, and all remaining entitlements shall be removed at the end of the last bi-weekly pay
period of each school year.

e For temporary bi-weekly employees who are assigned to 12-month positions, all accruals and
entitlements shall be maintained for the duration of their assignment.

31.i (i) Temporary bi-weekly employees will accumulate seniority calculated on the basis of weeks or
fractions of weeks worked. Accumulated seniority will be recognized once a temporary employee
attains permanent status.

31.i (ii) If a contract for an assignment terminates and the temporary bi-weekly employee has not been given
a new temporary bi-weekly or permanent assignment within twelve (12) months, seniority shall be
lost.
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Letters of Understanding and Intent

Letter of Understanding
Joint Return to Work

The parties agree that, during the term of this agreement, the Employer and the Union will continue a joint approach
to assisting employees in returning to work.

The Union will be involved in the development and implementation of any Administrative Regulation that may be
developed related to Return to Work and Duty to Accommodate.

Letter of Understanding
Interpretation of 1.b Contracting Out

The parties agree that within sixty (60) days of the signing of this Collective Agreement, the Union and the Employer
will meet to open Article 1, Clause 1.b to come to a mutually agreed interpretation.

Letter of Understanding
Spare Support Staff Board

The parties agree that the Joint Support Staff Committee will continue to examine the feasibility of establishing a
permanent Spare Support Staff Board. Recommendations from this committee will be submitted to the
administration.

Letter of Understanding
Staff Orientation

For the 2024-2025 school year, it is agreed that CUPE Local 3550 will be provided with up to 15 minutes, time to be
scheduled at the discretion of the Division, during currently established support staff orientations to comply with Bill
32 and fulfill the union obligations to its members.

The Division and the Local will meet at the end of the school year to discuss the effectiveness of the Local’s
attendance, as well as whether this LOU will be extended for the 2025-2026 school year.

Letter of Understanding
Staffing of Bargaining Unit Vacancies and Parent/Community involvement

This Letter of Understanding (LOU) is entered into between The Canadian Union of Public Employees Local 3550
hereinafter referred to as "the Union") and Edmonton Public Schools (hereinafter referred to as "the Employer"),
collectively referred to as "the Parties."

The purpose of this LOU is to establish an ongoing dialogue on the following key issues related to the work of the
bargaining unit:

e Division practices related to staffing unfilled positions, and

e Parent and community involvement in schools.

Within 120 days of the ratification of the collective agreement, the parties shall meet to share information and
improve understanding on the following:
e Division practices related to staffing unfilled positions
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e Parent/community involvement in schools

e Information related to supply filled and unfilled rates, permanent filled and unfilled rates, absence codes, and
recruitment and supply trends

e Recruitment, training and internship opportunities for obtaining qualified staff

e Division communication to administration on these issues

e Case studies identified by either party including potential overlapping of areas of responsibility of bargaining
unit employees with individuals outside of the bargaining unit.

e Impact on the bargaining unit.

Up to three (3) representatives from each party may attend these meetings which will be scheduled bi-monthly during
the school year unless otherwise mutually agreed.

An agenda will be developed before each meeting and shared with both parties.

This committee will operate as a pilot for twenty-four (24) months. At any period, the parties may mutually agree to
extend or terminate the pilot program.

Letter of Understanding
Job Evaluation Appeal Procedure (Pilot)

I Scope

An employee may appeal their job classification if there is disagreement with the application of one or more
factor ratings in an evaluation that has resulted in the downward classification of their position.

If an appeal is based on new information or a change in position responsibilities, the position description must
be updated and submitted for review under the normal position description review process.

Il Initial Requirements

The intention is to resolve concerns as early in the process as possible. In support of this, and in advance of
submitting an appeal, the employee shall initially discuss any concerns about the evaluation of their position
or the content of their position description with their supervisor or DU Administrator. Human Resources -
Business Staffing may be consulted as a resource if there are questions regarding the job evaluation results. If
it is determined that the factor ratings are of concern, then they will be shared with the employee at this time.
As deemed appropriate by Human Resources, a job audit may be conducted during the initial discussions, or
at a later stage in the appeals process.

Request for Appeal

To initiate an appeal, the Request for Appeal - Level One appeals form must be completed, signed by the
employee and supervisor/DU Administrator {indicating their acknowledgement) and submitted to Human
Resources. The completed form must include the reasons for the appeal, including factor ratings disagreed
with and specific examples to support this position. -The appeal form must be submitted to the designated
Human Resources Business Consultant within twenty (20) working days of confirmation of the position
classification by their supervisor/DU Administrator.

Human Resources will review the submission to determine whether it satisfies the criteria of a job evaluation
appeal issue and, if so, whether all required information has been provided. The incumbent and
supervisor/DU Administrator will be informed whether the appeal will go forward and, if not, reasons for not
supporting the appeal.

An appeal may be assessed collectively (i.e., several positions considered as part of one appeal) if there are
multiple positions with similar duties and responsibilities within the Decision Unit. The scope of what
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constitutes a collective appeal will be determined by Human Resources based on the specifics of the
position(s) being appealed. The outcome of the appeal will impact all positions deemed to fall under the
collective appeal. Employees who have previously had their position included in a collective appeal will not
have the right to appeal their job evaluation results on an individual basis if they consider the outcome of the
collective appeal unsatisfactory.

li. Appeal - Level One

If the appeal meets the defined criteria, a Human Resources Business Consultant will be assigned to conduct a
review of the appeal. The review will be conducted by a Consultant other than the individual who completed
the initial evaluation under appeal. The assigned Consultant will complete a new review based on the original
position description and the new appeal information that has been submitted. As necessary, the Consultant
may meet with the appellant and supervisor/DU Administrator, as well as review the original evaluation notes
for background information. The timeline for conducting the appeal will be determined by Human Resources
based on the number of appeals received. The timeline shall not exceed forty (40) working days. Once the
review is complete, its results will be communicated to the appellant and supervisor/DU Administrator. If the
appeal results in a change in evaluation that affects the classification of the position, the change shall be
retroactive to the effective date of the updated position description, or earlier if specified by the DU
Administrator.

IV. Appeal - Level Two

A standing Job Evaluation Appeals Committee will be maintained, consisting of a CUPE Local 3550 member at
large, a Division Human Resources representative, and a DU Administrator. Committee members shall be
provided with appropriate job evaluation training in order to perform their role.

Where an appellant believes that all information has not been reasonably considered in the Level One
response, the decision may be appealed to the Job Evaluation Appeals Committee as a Level Two appeal. The
Request for Appeal - Level Two appeal form must be submitted to the Job Evaluation Appeals Committee
within fifteen (15) working days of notification of the first level appeal decision.

Both the appellant and an employer representative will be provided with an opportunity to meet with the Job
Evaluation Appeals Committee where they will outline their concerns and respond to questions asked by the
committee. Following the meeting, the Job Evaluation Appeals Committee will complete its review of the
position and issue a decision to the appellant, supervisor/DU Administrator, and the Chief Human Resources
Officer. Decisions of the committee will be made through consensus, but where that cannot be achieved, the
decision of the majority shall apply. The decision of the Job Evaluation Appeals Committee is final and not
subject to the grievance procedure under the collective agreement.

Other information

An appeal may be withdrawn at any time during the appeal process.

Position descriptions that have been reviewed under the appeal process cannot be resubmitted for evaluation
within twelve months of the decision resulting from the appeal unless deemed necessary by Human Resources
due to a substantial change in the duties and responsihilities of the position. In these instances, the position
will be submitted as a new position in the evaluation process.

V. Duration of Pilot

At the conclusion of the current collective agreement or twenty-four (24) months following its signing,
whichever occurs later, the Division and CUPE Local 3550 will meet to discuss the effectiveness of the process,
and make a decision to amend, renew, or discontinue the LOU.
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Letter of Understanding
Joint Job Evaluation Review

The parties agree to the following:

1. The parties shall establish a joint job evaluation review committee for the purpose of reviewing the accuracy
and currency of the existing job evaluation plan, as well as to examine the impact that potential changes to
the plan might have on specific job classifications.

2. The committee shall consist of six (6) members, equally divided between the parties. A minimum of two
members from each party must be in attendance for a quorum to be established. Committee members shall
excuse themselves from decisions where a committee member has an identified conflict of interest. Conflicts of
interest shall be defined as, but not limited to, evaluation decisions made in 4(b) that involve the individual’s
own job classification. In these instances, the individual may retain voice in the discussion, but may not

participate in the consensus decision in 4(b).

3. Each party shall be responsible for all expenses of their members, including wages and benefits. If there is mutual
agreement for an external party to provide assistance to the committee, the individual shall be jointly selected by
the parties. Costs associated with the individual shall be borne by the Division. Additionally, either party may
engage an advisor for assistance. In this instance, the party making the request shall be responsible for all related
expenses. The advisor shall have voice in committee discussions, but shall not be considered a member of the

committee or participate in decision making.
4. Within 60 days of the signing of the collective agreement, the parties shall meet.

a) Initial work shall involve a review of the job evaluation manual, including factors, definitions and guidelines.
Training on job evaluation will be provided to committee members. The date this work is completed shall be

noted by the parties.

b) Once the work in 4(a) has been completed, the next step shall be a review of job clusters (i.e. groups of
jobs performing similar work) to determine the accuracy of their existing evaluation, given any changes
that have been agreed to in the job evaluation plan.

5. Any changes to the evaluation of an employee’s job, directly related to the above process shall be
retroactive to the date identified by the parties in 4(a).

6. The committee shall operate by consensus. Where consensus is not achievable in 4(b), the matter shall be
referred to the Job Evaluations Appeals Committee.

7. The committee shall meet monthly, or as otherwise agreed to by the parties.

8. This LOU shall expire at the conclusion of the collective agreement, subject to agreement between the
parties for renewal.

Letter of Understanding
Certification

Both the Division and support staff members are committed to ensuring the very best support and service for
students in our care. Given the changing needs and increased complexity of our Division, ongoing learning supports
all staff in this goal. Through the lens of career pathways, this also supports staff in preparing to move into higher
classified positions within their working title.
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This Letter of Understanding introduces the development of a certification option for all working titles and levels of
experience. Certification is the achievement of specific training that supports the staff member’s growth in their role.
Certification can be attained through a formal program outside of the Division or by participating in defined
certification program(s) provided by the Division. Learning must be relevant to the working title and be in addition to
specified job requirements relating to education and/or professional learning. Certification is not attained through
work experience, as work experience is recognized through movement on the wage grid.

The parties agree to the following:
1. Certification will be available for all working titles and is voluntary.

2. The Division will develop and offer defined certification programs for all working titles. A program for one level of
certification will be developed for all working titles during the 2025-26 school year. A program for the second
level of certification for all working titles will be developed during the 2026-27 school year. To develop and offer
these programs, the Division may partner with educational institutions, potentially decreasing the time required
to develop certification options.

3. Programs at external educational institutions completed by staff may also be recognized for certification. Support
staff who have previously completed external education that meets the requirements for certification as defined
above may apply to have that certification recognized. A protocol and application process for assessment of prior
learning will be defined by October 31, 2025. Certification premiums for previously completed external education
approved through this process will be effective September 1, 2025. Support staff completing external education
after September 1, 2025 that meets the requirements for certification may apply for recognition of this education
using the defined process. For external education completed after September 1, 2025, approved certification
premiums will be effective upon the date of application.

4. Each working title would be eligible to attain a maximum of two certification levels. Each level of certification
would result in a premium of $0.50 per hour on top of the current hourly wage, for a total maximum of $1.00.
Premiums are considered an integral part of an employee’s total compensation and are pensionable.

5. A support staff member who takes an eligible defined certification program offered by the Division during summer
recess will be paid for that time. The Division will explore opportunities to offer certification programs on Division
professional learning days to provide another option for staff to be paid to complete certification. A support staff
member who takes an eligible defined certification program that takes place on evenings or weekends will not be
provided additional compensation or overtime.

6. To support development of the defined certification programs, a joint committee will be established. The
committee will consist of eight (8) members, equally divided between the parties. A minimum of two members
from each party must be in attendance for a quorum to be established. Each party shall be responsible for all
expenses of their members, including wages and benefits.

7. Within 30 days of the ratification of the collective agreement, the parties shall meet. Specific criteria will be
‘collaboratively developed for each classification to ensure fair and equitable access to premiums. The work of the
committee will include the following:

a) The establishment of a project plan and timelines for completion of this work.

b) Coordination of a focus group of support staff representing each working title to provide inputinto the
content of defined certification programs.
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c) Areview of each working title and recommendations of appropriate training, beyond job requirements,
that should be recognized for certification.

d) Recommendations of existing post-secondary programs completed by staff that would meet those
requirements, that should be recognized for certification.

e} The protocol and application process that should be used to have existing external education recognized.
The Committee will develop a protocol for the assessment and the eligibility of professional learning
based on its relevance to the role and whether it is in addition to specified job requirements and make
recommendations for the protocol and process, including an appeal process, to the Chief Human
Resources Officer.

f) Inputinto the development of Division defined certification programs for all support staff working titles.
Recommendations of internal and external partners to establish certification opportunities and the
duration of the certification (e.g., five (5) days in duration may qualify for one level of certification).

g} Recommendations for piloting and full implementation of defined certification programs.

h) Recommendations regarding how certified staff should maintain certification on an ongoing basis.

8. The Committee will report monthly to the Local President and Chief Human Resource Officer regarding
progress.

9. This Letter of Understanding will be reviewed at the conclusion of this collective agreement to assess its impact
on support for students. Recommendations for change will be considered in the next round of collective
bargaining.

Letter of Understanding
Workplace Safety

The Division and the Local are committed to upholding all Occupational Health and Safety Act and Division policy and
regulation obligations related to workplace incidents, including violence.

The Division and the Local will work collaboratively through the Support Staff Joint Health and Safety Committee
(JHSC). It is agreed that the JHSC will have regular discussions about:

e workplace hazards related to violence

e training related to prevention and reduction of workplace incidents, including violence

e processes for employees to report and debrief workplace incidents during the workday

e opportunities for improvement in communication and input related to behaviour supports and safety plans

Department and subject matter personnel will be invited to participate in the Support Staff Joint Health and Safety
Committee as necessary to support discussion,.
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Canadian Union of Public Employees Board of Trustees
Local 3550 Edmonton School Division No. 7
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Signed this day of May 21, 2025
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