MEMORANDUM OF AGREEMENT
BETWEEN:

THE EDMONTON PUBLIC LIBRARY
(“EPL”)

-and -

CIVIC SERVICE UNION 52
(“CSU 52”)

The parties agree to the terms of this Memorandum of Agreement as constituting full
settlement of all issues between the parties. Unless otherwise specified, changes to terms
and conditions will be effective on the first day of the pay period following ratification by
both parties.

The undersigned representatives of the parties do hereby agree to present and support, as
the best offer, to their respective principals the following changes to the previous 2018 -
2020 Collective Agreement.

1. Term

The Collective Agreement will have a four (4) year term, commencing on December
20, 2020 and ending on December 28, 2024 (pay period #26).

2. General Wage Increase

Appendix | - Schedule of Wages — shall be subject to a general wage increase as
follows:

2021
December 20, 2020 (pay period #1) - 0%

2022
December 19, 2021 (pay period #1) - 1.25%

2023
January 1, 2023 (pay period #1) - 2.0%












































































































16.02

16.03

16.04

Timeline Extensions

The timelines specified in the Dispute Resolution Process may be extended
by mutual agreement of the Employer and the Union. A timeline extension on
any one Step does not automatically apply to any subsequent steps.

Informal Dispute Resolution

To promote the earliest possible resolution of disputes arising out of the
relationship between the parties to this Collective Agreement, prior to filing a
grievance per Article 16.04, the parties to the dispute are encouraged to
discuss the matter and attempt to resolve the issue informally.

16.03.01 Employee(s), Employer representative(s) or Union
representative(s) are encouraged to resolve any dispute through
face-to-face discussion with the person(s) with whom there is a
dispute.

Informal dispute resolution is encouraged; however, it is not
mandatory.

16.03.02 Informal Dispute Resolution will last no longer than ten (10)
working days from the date the incident that gave rise to the
dispute reasonably came to the attention of the person initiating
informal dispute resolution.

At any point during the informal dispute resolution process either
party may forego or end the informal dispute resolution process
and initiate a grievance per Article 16.04 Grievance Procedure,
within the prescribed timelines.

16.03.03 The discussion should include sharing information relevant to the
dispute to the fullest extent possible, at the earliest opportunity. It
should include an open, respectful exchange of the interests of the

persons directly affected by the dispute, and an exploration of
options to satisfy these interests.

16.03.04 Agreements reached at this stage are confidential and without
prejudice to the legal or contractual rights of the parties.

Grievance Procedure
The parties agree to the following steps in the Grievance Procedure:

16.04.01 Step 1 - Consultation



b)

d)

An employee, Employer representative, or Union representative
may initiate a grievance in writing to the other party, as follows:

i) within ten (10) working days from when the informal dispute
process concluded, or

ii) within ten (10) working days from the date the incident that gave
rise to the dispute reasonably came to the attention of the person
initiating the grievance, if the party filing the grievance opted not to
participate in the informal dispute resolution process.

A grievance wili include the details of the dispute, the articles of
the Collective Agreement that are alleged to have been violated
and the desired resolution. It will be submitted as follows:

i) If a dispute is related to a specific employee or group of
employees, a request for consultation by the employee or
Union will be submitted to EPL Labour Relations, with a copy
to the appropriate Manager.

i) If a dispute is related to a policy or general practice, a
request for consultation by the Union will be submitted to
EPL Labour Relations.

i) A request for consultation by EPL will be submitted to the
applicable Union representative.

Within ten (10) working days from the date the grievance is filed,
the parties will initiate discussions to schedule a date to meet for
the purposes of resolving the grievance. The meeting will take
place as quickly as possible and will be facilitated jointly by a
representative from EPL Labour Relations and the Union.

The parties agree to engage in respectful dialogue, information
sharing and help the participants define issues, explore interests
and options, and achieve mutually acceptable solutions.

The party receiving the grievance will communicate a decision
regarding the grievance in writing within ten (10) working days of
the conclusion of the meeting(s).

Agreements reached at this stage are confidential and without
prejudice to the legal or contractual rights of the parties and will be
confirmed in writing.



16.04.02 Step 2 — Formal Review

a)

b)

d)

16.04.03

a)

If a resolution to the grievance is not achieved at Step 1
Consultation, within ten (10) working days of receiving the decision
the Employee, Employer Representative or the Union may
advance the grievance in writing.

i) Grievances initiated by the employee or the Union will be
submitted to the CEO, with a copy to the Head of Human
Resources.

i) Policy grievances initiated by the Union will be submitted to
the CEO, with a copy to the Head of Human Resources.

iii) Grievances or policy grievances initiated by the Employer
will be submitted to the President of the Union.

A grievance or policy grievance will specify the details of the
dispute, including the issues, the interests of the grieving party, the
article or articles of the Collective Agreement that are alleged to
have been violated, and the desired resolution.

Within ten (10) working days from the date the grievance was
advanced, the parties will initiate discussions to schedule a date
for a hearing with the CEO (or their designate) or the President of
the Union (or their designate) for grievances filed by the Employer.
The hearing will convene as quickly as possible and involve
representatives of EPL Labour Relations, the Union, and the
people directly affected by the dispute (as determined by the
Employer and the Union).

The CEO (or their designate) or the President of the Union (or their
designate), will communicate their decision regarding the
grievance in writing, within fifteen (15) working days of the
conclusion of the hearing.

Agreements reached at this stage are confidential and without
prejudice to the legal or contractual rights of the parties and will be
confirmed in writing.

Step 3 - Arbitration Stage

The Union or the Employer may advance any grievance (including
policy grievances) to arbitration if it has not been resolved at Step



b)

d)

2 - Formal Review within thirty (30) working days of receiving the
decision from the other party regarding the grievance. A grievance
may only be advanced to arbitration if it has been properly
processed in accordance with the procedures, time limits, and
restrictions contained in the Dispute Resolution Process.

i) Grievances advanced to arbitration by the Union will be
submitted to the CEO, with a copy to EPL Labour Relations.

i) Grievances advanced to arbitration by the Employer will be
submitted to the President of the Union.

The party advancing the grievance to arbitration will notify the
other party in writing of:

) its willingness to use a single arbitrator; or
i) its appointee to a three (3) person arbitration board; and

iii)  the details of the grievance including the issues in dispute,
the interests of the grieving party, the article(s) of the
Collective Agreement which are alleged to have been
violated, and the remedy requested.

The responding party will notify the other party within fifteen (15)
working days of its willingness to use a single arbitrator or its
appointee to a three (3) person arbitration board. If the parties fail
to agree, the grievance will be referred to a three (3) person
arbitration board.

If the responding party fails to respond within fifteen (15) working
days of advancement to arbitration, the Director of Mediation
Services (or as otherwise stipulated by the Alberta Labour
Relations Code) will select the appointee upon the request of the
other party.

If the parties agree to refer the grievance to a single arbitrator, the
Union and the Employer will select a mutually agreed-upon
arbitrator within twenty (20) working days of notification from the
responding party. If the parties do not agree on the selection, the
arbitrator will be appointed by Mediation Services (Government of
Alberta).

If the parties agree to refer the grievance to a three-person
arbitration board, the Union and the Employer will attempt to reach
mutual agreement on the chairperson of the arbitration board



g)

h)

within twenty (20) working days of notification to the responding
party. If the parties are unable to reach agreement and a mutual
selection is not foreseeable after twenty (20) working days,
Mediation Services (Government of Alberta) will select the
chairperson upon the request of either party.

If the Single Arbitrator, either member of the Arbitration Board,

or the Chairperson thereof, refuses to act, is, or becomes incapable
of acting, a new single arbitrator, new board member or
chairperson will be appointed in accordance with the above
procedure. Appointment will be made within twenty (20) working
days of receipt of notice of inability or unwillingness to act. If either
party fails to appoint an alternate member or if the members fail to
agree upon a chairperson, the appointment will be made by
Mediation Services (Government of Alberta) upon the request of
either party.

No person will be appointed as a member or chairperson of an
arbitration board if the person is directly affected by the grievance,
or if the person has been involved in an attempt to negotiate or
settle the dispute.

Each party will bear the expense of its respective member and will
bear one half (0.5) of the expenses of the Single Arbitrator or the
Chairperson of the Arbitration Board.

Arbitration hearing dates will be determined within twenty (20)
working days of the appointment of the Single Arbitrator or the
Arbitration Board.

Prior to the arbitration hearing, the parties will attempt to prepare an
agreed statement of facts for submission to the arbitration board.

The Single Arbitrator or the Arbitration Board will hear the grievance
and render a decision and reasons for the decision in writing as
soon as possible following the conclusion of the hearing.

The decision of the majority is the award of the Arbitration Board,
but if there is no majority, the decision of the Chairperson will be the
award of the Arbitration Board.

The decision of the Single Arbitrator or the Arbitration Board is final
and binding upon the parties and any person affected by it.












Attachment to the Memorandum of Agreement
between
Civic Service Union 52
and
Edmonton Public Library

2022 Negotiations

Reference: M22

The undersigned parties hereby agree to the following amendment to the collective
agreement:

Part Il Health and Welfare Benefits

1.03

Benefits

Except as otherwise provided in this Agreement, when a member is unable to
perform the duties of the position in which they are employed on a regular
basis due to personal non-occupational disability, such member shall be
entitled to receive benefits from the Income Protection Plan for each period of
absence from work in accordance with the following provisions. Benefits shall
be based on regular rate of pay immediately prior to the commencement of
such disability.

Income Protection Income Protection
Benefits at 100% of the : Benefits at 90% of the
Regular Rate of Pay ~ Regular Rate of Pay

Length of Continuous
Service

90 calendar days but
less Nil
than 1 year

85 times average daily
hours of work

85 times average daily

1 year and over hours of work Nil

A member who has received eighty-five (85) times the average daily hours of
work of Income Protection benefits at one hundred percent (100%) of the
regular rate of pay in any payroll year shall receive all subsequent Income
Protection benefits in the payroll year at the rate of ninety percent (90%) of
the member's regular rate of pay. Such member shall be eligible for Income
Protection benefits to be reinstated to 100% of the regular rate of pay in the
subsequent payroll year after returning for ten (10) consecutive days of work.
A member who has received eighty-five (85) times the average daily hours of
work of Income Protection benefits at ninety percent (90%) of the regular rate
of pay in any payroll year shall receive all subsequent Income Protection
benefits in the payroll year at the rate of seventy-five percent (75%) of the
member's regular rate of pay upon their return to work. Such member shall be
eligible for Income Protection benefits to be reinstated to one hundred percent
(100%) or ninety percent (90%) of the regular rate of pay in the subsequent
payroll year after returning for ten (10) consecutive days of work.






















Attachment to the Memorandum of Agreement
CSU 52/Edmonton Public Library Negotiations 2022/2023

Reference: U24/M24

Letter of Understanding #1, Student Pages

The parties agree to renew LOU #1 as it exists in the Collective Agreement that
expired on December 19, 2020, and to update the wage grid in accordance with
the general wage increase.

Agreed:

o /\'I YA
Date: Q‘$ /‘)/ 2%

CSU 52 Edmonton Public Library


































Attachment to the Memorandum of Agreement
between
Civic Service Union 52
and
Edmonton Public Library

2022 Negotiations

Reference: M33

The undersigned parties hereby agree to the following amendment to the collective agreement:
Letter of Understanding #10, Modified Selection Program

EPL and the Union believe that it is important to promote a workplace cuiture of inclusion, where
persons with disabilities, including intellectual disabilities, have the opportunity to contribute,
participate and feel valued through meaningful employment opportunities with EPL.

We will work together with disability-focused community serving organizations (partner
organizations) to provide employment opportunities under the following guidelines:

1. Individuals placed in positions through this LOU will be members of CSU 52, with terms and
conditions of employment as outlined in the collective agreement between the parties.
Individual modifications to the terms and conditions of employment may be made by mutual
agreement.

2. Prior to engaging in filling existing positions through this letter of understanding, the
position(s) will be posted internally first to ensure no existing CSU 52 members are
interested and qualified for the position.

3. The positions may be part-time or full-time, temporary, or permanent, depending on the
requirements.

4. Duties of the position(s) will be meaningful and wherever possible aligned to existing
positions with modifications and accommodations to meet the unique skills and abilities of
each individual where required.

5. The positions will not be posted but will be filled by EPL through a modified selection
process, from candidates provided by partner organizations. The process will include a
relevant assessment of the candidate’s ability to effectively function in the workplace.

8. There will be no more than one (1) placement within a service point/division at any given
time, except as mutually agreed to by the Employer and the Union. The locations for such
placements will be carefully considered by the Employer.

7. Wage rates for existing classifications will be based on Appendix | — Schedule of Wages.
Wage rates for new positions will be set in accordance with Article 15, New Positions.

8. The Union will be notified of all placements. On an annual basis in February, EPL will
provide a list of all active employees that were hired under this LOU.

9. The Employer and the partner organization will provide appropriate orientation, training and
supervision to any individual hired through this program.

10. The Employer and the partner organization will provide appropriate orientation, awareness
and training to the service points/divisions participating in the program.

11. Issues related to individual performance, safety, or inappropriate/unacceptable behaviour
will be the responsibility of the Employer to address.






Attachment to the Memorandum of Agreement
CSU 52/Edmonton Public Library Negotiations 2022/2023

Letter of Understanding #X, Scheduling First Aid Training

The parties agree to renew the revised (November 7, 2023) LOU #X,
Scheduling of First Aid Training as it exists in the Collective Agreement that
expired on December 19, 2020, adding a number to the LOU, as necessary.

Agreed:

Date: INON - 77,2072 =2

CSU 52 Edmonton Public Library




Attachment to the Memorandum of Agreement
between
Civic Service Union 52
and
Edmonton Public Library

2022 Negotiations

Reference: U6/M06 Scheduling

The undersigned parties hereby agree to the following amendment to the collective
agreement:

Letter of Understanding (New), Scheduling Review Committee

SCHEDULING REVIEW COMMITTEE

Subsequent to scheduling issues discussed in bargaining, EPL and CSU 52 have a shared interest in
a fulsome review of scheduling challenges, including 1 in 3 Sundays and consecutive days off. The
parties commit to establishing a joint committee to explore and find creative scheduling solutions that
effectively meet organizational needs while endeavouring to address diverse employee interests.
Specifically:

1. The Committee will be accountable to its sponsors, EPL’s Executive Director — Employee
Experience and CSU 52’s Director of Labour Relations. The sponsors will determine the
composition of the committee.

2. The Committee will create and present a project plan, which includes guiding principles, key
objectives, scope of work, clear deliverables, and timeframes. The project plan will go to the
sponsors for their review prior to going to EPL’s Executive Director - Customer Experience for
approval.

3. The Committee will meet on a consistent basis to ensure its work moves forward in a timely way
as outlined in the project plan.

4. The Committee will present its findings, options (including pros, cons, and costs), and
recommendations to EPL’s Executive Director - Customer Experience for validation and approval
of the final document that will go to the LMCC for their review, prior to going to EPL’'s Executive
Team for approval.

AGREED:

Date: :ZZ(faa b 1Yy 202¢/

On behalf of Civic Service Union 52: On behalf of Edmonton Public Library:
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