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The purpose of sick leave is to provide protection for an employee from loss of earnings and 

benefits when the employee is unable to attend work and perform their duties due to an injury or 

illness.  Sick leave with pay is granted against accumulated credits during periods that an 

employee is absent from duty due to an injury or illness. 

 

An employee who is unable to report to work due to an illness or injury will make a reasonable 

attempt to contact his or her immediate supervisor before the start of the working day on which 

he or she is unable to report to work.  

 

All employees shall earn sick leave credits at the rate of one and one-quarter (1 1/4) days for 

each calendar month for which the employee received pay for at least ten (10) days to a 

maximum of 260 days.   

 

It is understood that employees are required to transition to Long-term Disability (LTD) benefits 

after the conclusion of their 180-calendar-day qualifying period as outlined in the LTD insurance 

provisions.  

 

In the case of a family illness when the employee is expected to attend to the needs of a sick 

spouse, child or parent, leave up to a total of five (5) days per year may be charged to the 

employee's sick leave.  

 

Sick leave credits cannot be used as a substitute for vacation credits.  

 

Employees terminating their services shall not be entitled to receive payment for accrued sick 

leave credits.  

 

An employee may be required, by the immediate supervisor or the Director of Human Resources, 

to provide a certificate from a legally qualified medical practitioner to support any claim for sick 

leave from three (3) to ten (10) days. A medical certificate must be submitted to the Director of 

Human Resources for claims beyond ten (10) days.  The Employer may extend the time limits 

based on individual circumstances. 

 



When the Employer requires that an employee provide a medical certificate as outlined above 

and that certificate does not specify a return-to-work date, upon return to work the employee will 

also provide a medical certificate from the employee’s medical practitioner confirming the 

employee’s ability to return to work and, if applicable, the restrictions or limitations requiring 

accommodation.  

 

 


