
 

 

 

 
 

 

  

Guide for Migrant Workers 

Living and Working in Prince Edward Island 

 



Is this guide for you? 
This guide is for people in the low skilled streams of the Temporary Foreign 
Worker (TFWP) Program in Prince Edward Island (PEI). Regulations differ for 
other programs, such as the Seasonal Agricultural Worker Program (SAWP), 
as well as the Caregiver, and Agricultural streams of the TFWP.  

This is an updated version of our 2016 Guide for Migrant Workers and covers 
some of the key issues that affect migrant workers in PEI as of July 2018. It 
explains the laws, but it is not legal advice. Also, this guide is applicable only 
for PEI. Laws and regulations will differ between provinces. We recommend 
that you also pursue further information and assistance beyond what is 
covered in this document. You can do this by contacting the organizations 
listed in the resource section of the document. 

Translations of this guide are available in Spanish and Mandarin. 
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Status – Employer-specific work permit 
As a Temporary Foreign Worker in the Temporary Foreign Worker Program 
(TFWP), your status in Canada comes from an Employer-specific Work 
Permit. This type of permit authorizes you to work for a single employer, who 
is named on your work permit. Your work permit also includes information 
that specifies how long you can work in Canada, and, sometimes, the location 
where you are authorized to work. The fee to apply for the work permit is $155 
as of July 2018.  

Work Permit Application 
You can apply for an employer-specific work permit online or by mail. 
Applying online is typically faster than applying by mail. The approval of the 
work permit can take a few months. You can check the waiting time on the 
Immigration, Refugee, and Citizenship Canada (IRCC) website.  

Your employer in Canada will also submit an application to be able to hire you 
as a Temporary Foreign Worker. For their part, your employer will obtain a 
Labour Market Impact Assessment (LMIA) through Employment and Social 
Development Canada/Service Canada, which allows them to hire workers 
through the TFWP. Before you submit your work permit application, your 
prospective employer must provide the copy of the LMIA with your job offer 
letter or contract.  

 

Labour Market Impact Assessment (LMIA) 
Your employer in Canada must obtain a positive Labour Market 
Impact Assessment (LMIA) before they can hire you through the 
TFWP. To obtain an LMIA, the employer must submit an application 
to Employment and Social Development Canada/Service Canada 
and pay a fee of $1000. Your employer cannot ask you pay any part 
of the LMIA fee, since it is the employer’s responsibility (an LMIA is 
not needed for the Atlantic Immigration Pilot Program). 

Some LMIAs are open, which means that the employer has a positive LMIA 
and can then choose the worker they want. Most LMIAs are named, which 
means that the employer has included the name of the worker in the LMIA 
application. When a named LMIA is approved, it can only be used to hire the 
named worker. 

http://www.cic.gc.ca/english/information/times/
http://www.esdc.gc.ca/en/foreign_workers/hire/median_wage/low/overview.page
http://www.esdc.gc.ca/en/foreign_workers/hire/median_wage/low/overview.page
http://www.esdc.gc.ca/en/foreign_workers/hire/median_wage/low/overview.page
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Work Permit Renewal 
Before Expiry of Current Work Permit 

You can renew your work permit on the IRCC website if your employer has a 
positive LMIA. It costs $155 to renew a work permit. It is important to apply for 
a new work permit before the current permit expires because you can 
continue to work under the same conditions, called Implied Status while 
your application for renewal is being processed.  

 

Implied Status 
Implied status is an assumption that, while your new permit is in 
process, you are a temporary resident. During implied status, you 
are expected to remain in Canada, and you can continue working 
under the same conditions until your work permit application has 
been approved or denied. If your employer does not have any work 
for you, you can receive Employment Insurance benefits during 
implied status. If you had a provincial health card, it will expire at 
the same time as your original work permit, and you cannot get a 
new health card until you receive a new work permit. 

If your employer has applied for a new LMIA, but it has not yet been approved, 
you should ask your employer for the LMIA application number, and include 
this in your renewal application. If you do not yet have the new LMIA 
application number, use the number of the previous LMIA and include a letter 
of explanation. You must send the new positive LMIA number as soon as it is 
available because your application will be incomplete until this information 
is submitted. If your application is incomplete for too long, your work permit 
application will be denied. For more information, review the IRCC website, or 
contact the PEI Association for Newcomers to Canada.  

After Expiry of Current Work Permit 

If your work permit has expired, or, your application to renew your work 
permit was denied, you have 90 days to apply for Restoration of Status. It 
costs $200 for the restoration fee plus $155 for a new work permit 
application, totalling $355. You will also need to submit your employer’s LMIA 
with your application. While your application for Restoration of Status is 
being processed, you cannot legally work, and you should remain in Canada 
until processing is complete. It is much faster to apply to renew your work 

http://www.esdc.gc.ca/en/foreign_workers/hire/median_wage/low/overview.page
http://www.cic.gc.ca/english/helpcentre/answer.asp?qnum=701&top=17
https://www.peianc.com/en/temporary-foreign-workers-support
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permit online than by mail. In addition, if you have a job offer and LMIA from a 
different employer, you can change jobs. 

Temporary Residence Visa (TRV) 
If your work permit is about to expire, and you cannot apply for a new work 
permit, you might be able to extend your stay in Canada through a Temporary 
Residence Visa (TRV). The TRV is for people who are taking a vacation in 
Canada, and it is valid for 6 months. The application fee is $185, and you must 
show that you have enough money in your bank account to support yourself 
while in Canada. The amount of money needed is not specified, but a 
minimum of $5,000 or more is best. It is helpful if you have a friend to stay 
with while in Canada, who can write a letter of support stating that they will 
provide your accommodation and help with other living expenses.  

While you are on a visitor visa (TRV), you will not have access to PEI health 
care coverage or EI benefits, but you will be able to travel freely in Canada. 
Once you find another job with a positive LMIA, you can change your status 
back to worker. For more information about how to apply for a TRV, visit the 
Citizenship and Immigration Website and contact PEI Association for 
Newcomers to Canada. 

 

Important 
It is important to understand the processes for obtaining and 
renewing a work permit to ensure that your rights are protected. 
You can renew your work permit yourself, or choose to obtain help 
from an agency or community organization.  

If you obtain advice from or work with an agency it is very important to ask 
what fees they will charge before you proceed. You must include a Use of a 
Representative form (IMM 5476) with your application. The price of renewing a 
work permit is currently $155, with an extra $200 restoration fee if your prior 
permit was already expired. Any changes to the fees will be posted on the 
Immigration, Refugees and Citizenship Canada website (IRCC).  

If an agency is charging fees that far exceed the prices mentioned above, you 
should consider looking for another agency. You can contact the Canadian 
Embassy in your country to inquire about the legitimacy of an agency before 
you begin the process of applying to work in Canada. Alternatively, if applying 
for a permit renewal while in PEI, you may contact a community organization, 

http://www.cic.gc.ca/english/visit/cpp-o-apply.asp
https://www.peianc.com/en/temporary-foreign-workers-support
https://www.peianc.com/en/temporary-foreign-workers-support
https://www.peianc.com/en/temporary-foreign-workers-support
http://www.cic.gc.ca/english/helpcentre/answer.asp?qnum=009&top=4
http://www.cic.gc.ca/english/helpcentre/answer.asp?qnum=009&top=4
http://www.cic.gc.ca/english/helpcentre/answer.asp?qnum=009&top=4
http://www.cic.gc.ca/english/information/fees/fees.asp#visas_permits
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such as the PEI Association for Newcomers to Canada (PEIANC) to help with 
your work permit application free of charge. 

Changing Employers 
You can change employers, and your current employer is not allowed to 
penalize you for seeking a new job. However, you will need to get a new work 
permit for a new employer, which can take time.  

To change employers, you must:  

 Find a new employer 
 Your new employer must obtain a positive LMIA 
 You must obtain a new work permit 

Once your new work permit is approved, you can begin working for your new 
employer. If you wish to have assistance with this process, contact the 
PEIANC for help. If you leave your job for any reason, and you still have a valid 
work permit for your old employer, you can stay in Canada until your work 
permit expires.  

Cap on Proportion of Low-Wage Positions 
For any temporary foreign workers hired below the median wage of a 
province, employers must limit their proportion in the workforce to 10%. Prior 
to June 2014, employers were asked to limit their proportion of low-wage 
workers to 20%, while any temporary foreign workers hired before that time 
could remain as employees. 

Exemptions: Low wage TFWs can make up more than 10% of the total 
workforce when:  

 Businesses with fewer than 10 employees, nationally 
 Low-wage positions in seasonal industries that do not go beyond 180 

calendar-days. 

Note: an exemption can be used only once per work location during an 
application period. For example, 2018 applications received between January 
1, 2018 to December 31, 2018, and 2019 applications received between January 
1, 2019 to December 31, 2019. 

https://www.peianc.com/en/temporary-foreign-workers-support
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Study 
While working in the TFWP in Canada, you can enrol in non-credit courses 
that last fewer than 6 months. You cannot take academic, professional, or 
vocational courses that lead to a diploma or degree without a study permit. 
However, you can take online courses without a study permit.  

Learn more about applying for a study permit on the Immigration, Refugees 
and Citizenship Canada website. 

Permanent Residence 
There are two possible routes to permanent residency for Temporary Foreign 
Workers in the Low-Skilled Stream: The Provincial Nominee Program (PNP) 
and the Atlantic Immigration Pilot (AIP). Both programs require the support of 
your employer. 

Provincial Nominee Program (PNP) 
The Critical Worker Stream of the PEI Provincial Nominee Program (PNP) is a 
pathway for Temporary Foreign Workers in jobs classified as intermediate 
skill NOC skill level D or C. The PEI government website names several jobs 
that are prioritized, but any worker in a low-skill job can apply. You can also 
find this information from the Labour Impact Category Immigration Guide 
from the PEI office of Immigration.  

Eligibility:  

NOC skill level D or C; truck driver, customer service representative, labourer, 
food and beverage server, or housekeeping attendant 

 You have a full-time, long-term (permanent or two years) job offer from 
a PEI employer 

 You have already worked a minimum of 6 months full-time for the PEI 
employer. 

 You have a valid work permit. 
 You can attend an interview at the immigration office, if needed. 
 You have a minimum education that is equivalent to a Canadian high-

school diploma. 
 You have completed a language test from an IRCC approved institute, 

within the past two years with a minimum score of CLB/NCLC 4 (cost of 
$310). 

http://www.cic.gc.ca/english/study/study.asp
http://www.cic.gc.ca/english/study/study.asp
http://www.cic.gc.ca/english/study/study.asp
https://www.princeedwardisland.ca/en/information/office-immigration/critical-workers
http://www.gov.pe.ca/immigration/index.php3?number=1037607&lang=E
https://www.princeedwardisland.ca/sites/default/files/publications/pei_pnp_labour_guide_0.pdf
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 You are between 21 and 59 years of age. 
 You have at least two years of full-time work experience or relevant 

education within the past five years. 
 You have enough money to pay for costs of immigration, travel to 

Canada, and for your family to become established in PEI. 
 You can show that you plan to stay in Canada. 
 You have a Needs Assessment and Settlement Plan through the PEIANC. 

Atlantic Immigration Pilot Program (AIPP) 
The Atlantic Immigration Pilot Program (AIPP) is a three-year program that 
began in 2017, available to workers in Prince Edward Island, New Brunswick, 
Nova Scotia, and Newfoundland and Labrador. AIPP allows workers classified 
as intermediate skill (NOC skill level C), to apply for permanent residency. 
There is a helpful infographic and Step by Step Guide on the IRCC website. 

Eligibility:  

 You are Endorsed for Permanent Residency by your employer 
 You have a full-time, permanent job offer, or a seasonal job offer of more 

than 1,560 hours per year and the job is classified as NOC Skill Level C - 
intermediate skill level. 

 You have high school or equivalent education, and/or job-specific 
training. 

 You have worked full time in an NOC level C job in the past 3 years, 
anywhere in the world. 

 You have enough money to pay for costs of immigration, travel to 
Canada, and for your family to become established in PEI. 

 You completed a language test from an IRCC approved institute, within 
the past two years with a minimum score of CLB/NCLC (cost of $310). 

 You can show that you plan to stay in Canada. 
 You have a Needs Assessment and Settlement Plan through the PEIANC.  

https://www.peianc.com/en/newcomer-settlement-services
https://www.canada.ca/en/immigration-refugees-citizenship/services/immigrate-canada/atlantic-immigration-pilot/guide.html
https://www.princeedwardisland.ca/sites/default/files/publications/guidelines_for_endorsement.pdf
https://www.peianc.com/en/newcomer-settlement-services
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Work Conditions 
and Benefits 
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Work Contracts 
To obtain your work permit, you must sign a work contract, which is a legal 
document that outlines the conditions that you and your employer have 
agreed to. 

It is your right to have a copy of your work contract. If you do not have one, 
ask your employer to provide it.  

Information covered in employment contract includes details about the 
following:  

 Your job duties 
 Pay deductions  
 Conditions of employment – including the number of hours you will 

work, break times, days off, and rate of pay per hour if you work more 
than your regular hours. 

If you have not received a work contract, or, if you have asked for one and your 
employer has refused to provide it, you can ask for help at Cooper Institute, 
PEI Employment Standards at 1-800 333-4362, Community Legal Information 
Association (CLIA), or call the Temporary Foreign Workers Association hotline 
toll-free at 1-888-366-0194. 

Important 
Not all employers in PEI are regulated through the PEI Employment 
Standards Act. For example, employers where work is interprovincial 
(i.e., trucking - vehicles cross provincial borders) are regulated 
under the Canada Labour Code. 

Pay 
Your employer can pay you in cash, by cheque, or by direct deposit into your 
bank account.  

Important 
If you have direct deposit, the bank account must be in your name. 
No one else should have access to your bank account unless you 
allow it, and it is someone that you trust. 

  

http://www.cooperinstitute.ca/
https://www.princeedwardisland.ca/en/information/workforce-and-advanced-learning/employment-standards-pei
tel:1-800%20333-4362#_blank
http://www.cliapei.ca/
http://www.cliapei.ca/
http://www.cliapei.ca/
http://www.cliapei.ca/
https://www.canada.ca/en/services/jobs/workplace.html
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Pay Stub 

Every time you are paid, your employer must give you a paper or electronic 
statement, called a paystub that explains your earnings. The paystub will 
show the dates of the pay period for which you are being paid, the number of 
hours you worked, your hourly wage, and any deductions from your total pay 
cheque. After your job ends, you must receive one final pay cheque for 
anything still owing to you. This final pay cheque must be paid either on the 
next scheduled payday or after 7 days.  

Standard (Prevailing) Wage 

You are entitled to receive the standard hourly wage for work in your 
occupation. Your employer cannot pay you less than other workers 
performing similar duties, with similar experience.  

The standard or prevailing wage is different depending on your job and the 
province in which you are employed. To find out more about the prevailing 
wage for your occupation, go to Jobbank and enter the name of the main task 
you are doing. For example, you can enter “seafood processing”. The report 
shows you the median wage for the type of work you are doing. Median wage 
is the most commonly paid wage for a position.  

Minimum Wage  

As of July 2018, the minimum hourly wage for workers in PEI is $11.55; your 
employer must pay you at least $11.55per hour. Any increases to minimum 
wage will come into place June 1 or October 1 of each year. If you have 
questions about minimum wage, you can call the PEI Employment Standards 
Branch toll-free at 1-800-333-4362. 

Important 
If you feel that your employer is not paying you the wages that you 
have earned, call the PEI Employment Standards Branch toll-free at: 
1-800-333-4362. 

Overtime Pay  

If you work more than 48 hours a week, (or 55 hours a week, if you work in a 
seafood processing plant or construction) you are entitled to overtime pay, 
which is 1.5 times your regular pay. For example, if you work 52 hours in a 

https://www.jobbank.gc.ca/jobsearch/jobsearch?sort=M&lang=en&fprov=PE
https://www.princeedwardisland.ca/en/information/workforce-and-advanced-learning/employment-standards-pei
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week and are paid $11.55 an hour, your first 48 hours would be paid at $11.55 
and the 4 hours of overtime would be paid at $17.325per hour ($11.55 x 1.5). 

If you are not sure if you are working overtime, you can call PEI Employment 
Standards Branch toll-free at 1-800 333-4362. 

Pay Frequency 

It is up to the employer to decide how often they will pay you, but it must be 
distributed according to a regular schedule. In PEI, it is common to be paid 
every 2 weeks.  

Pay Deductions 
Your paystub must show all money that is deducted from your wages. By law, 
employers must take certain deductions from your pay. Your pay stub will 
show an amount for Gross Income, which is what your total pay cheque was 
before deductions were subtracted, and an amount for Net Income, which is 
how much you receive on your pay cheque, once the deductions are 
subtracted. 

Standard Deductions 

Income tax – the provincial and federal government taxes based on your 
income. 

Canada Pension Plan (CPP) – a monthly benefit or pension that retired 
workers, typically over the age of 55, receive if they contributed to this fund 
during the years that they worked.  

Employment Insurance (EI) – contributions for temporary financial help you 
may be able to get if you lose your job or your contract ends.  

According to Canadian law, all workers must contribute to the Canadian 
Pension Plan and Employment Insurance, even if they do not use these 
programs.  

Additional Deductions 

Accommodation costs - If your employer is providing you with housing, the 
cost of your rent can be deducted from your paycheque. The cost of housing 
provided by your employer should be written in your contract, and it should 
match the amount that is deducted from your pay. According to the rules of 
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the TFWP, employers must assist workers to find safe, affordable 
accommodation, or provide accommodation that is safe and affordable.  

Unfortunately, the rules do not say how much is considered affordable or 
what can be done if the rent is too high. You can try to assess your rental 
costs by comparing it with rent similar accommodations in the community 
where you are living. This information can be found through a housing search 
on kijiji.ca.  

If you are concerned about the cost of your housing, or that you are being 
charged a rate that is higher than normal market rent, you can ask for help 
from Cooper Institute.  

Deductions that are not allowed  

Your employer cannot deduct management, advertising, or recruitment fees 
from your wages. They cannot deduct the cost of your plane ticket to Canada, 
or the cost of the LMIA. It is their responsibility to pay the costs related to 
hiring you and helping you settle in Canada. Employers cannot deduct wages 
for uniforms. However, they can require a deposit of money, which they must 
return to you when you return the uniform to them. 

Time Off 
You are entitled to 24 hours off, consecutively, in each 7-day period, and 48 
hours off, consecutively, in each 14-day period. Your time off can be any day of 
the week, although it is common for days off to be on weekends. 

For any shift over 5 hours in duration, you are entitled to one unpaid 30-
minute meal break. In certain circumstances where you did not get your 
entire 30-minute break at one time, the employer must pay you for that30 
minutes. You are not required to remain on the work site during your 30-
minute break.  

Vacation 
Vacation Time 

You are eligible for a minimum of two weeks paid vacation time after you 
have worked for the same employer for 12 months, continuously. If you are 
entitled to more vacation days, it will be written in your contract.  

https://www.kijiji.ca/
http://www.cooperinstitute.ca/
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Tip 
Many migrant workers are asked to work extra hours for which they 
are not paid. This practice is not allowed. However, because this is a 
common problem, it is a good idea to keep notes of how many 
hours you work each day. This record will help you in case you have 
a conflict with your employer. 

Vacation Pay 

Your employer must pay you 4% vacation pay for every dollar you earn, which 
accumulates over the time that you work for the employer. This accumulated 
vacation pay is paid to you when you take vacation time, but it can also be 
paid out to you on every pay cheque. If you wish to have your vacation paid at 
any other time, you must create a written agreement with your employer. If 
your job ends before you have used your vacation, your employer must pay 
the unused vacation pay in a lump sum. If you have not received your 
vacation pay at the end of your contract, you can file a claim with PEI 
Employment Standards1-800-333-4362. 

Paid Holidays 
PEI has seven public holidays every year. They are: New Year's Day, Islander 
Day (3rd Monday in February), Good Friday, Canada Day, Labour Day, 
Remembrance Day, and Christmas Day. 

To have a day off with pay for these holidays, you must:  

 Be employed with the same employer for at least 30 calendar days prior 
to the holiday, 

 Have earned pay on at least 15 of the 30 days before the holiday, or 
 Have worked your last scheduled shift before the holiday and your first 

scheduled shift following the holiday. 

If you are eligible, on paid holidays, or statutory holidays, you should either 
get the day off (with pay) or be paid extra for working that day. When you work 
during a public holiday, you should receive regular pay plus one-and-half 
times your regular pay OR regular wages for the hours you worked on that day 
plus another day off with pay for the number of hours you worked. If you are 
not scheduled to work on a holiday, you are entitled to another day off with 
pay. 

https://www.princeedwardisland.ca/en/information/workforce-and-advanced-learning/employment-standards-pei
https://www.princeedwardisland.ca/en/information/workforce-and-advanced-learning/employment-standards-pei
https://www.princeedwardisland.ca/en/information/workforce-and-advanced-learning/employment-standards-pei
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Special Leave 

You are entitled to unpaid time off work for illness, the birth or adoption of a 
child, and other personal matters without threat of losing their job. Once your 
leave is finished, you are entitled to return to your position at work, or a 
comparable position with the same employer with no loss of seniority or 
benefits. 

Important 
The categories of Special Leave that are outlined below are unpaid 
and arranged through your employer. You may be eligible to receive 
payment through Employment Insurance (EI) (i.e., Special Benefits) 
during leave, which is arranged through Service Canada. See 
Employment Insurance (EI) section that follows. 

Maternity Leave 

Unpaid leave from your job to care for your newborn or newly adopted child. 
You are entitled to unpaid leave for up to 17 weeks if you have worked for the 
same employer for any 20 weeks out of the past 52 weeks.  

Parental Leave 

Unpaid leave from your job to care for your newborn, which commences after 
maternity leave. You are entitled to unpaid parental leave for up to 35 weeks if 
you have worked for the same employer for any 20 weeks out of the last 52 
weeks. 

Adoption Leave 

Unpaid leave from your job to care for a newly adopted child. You are entitled 
to unpaid adoption leave for up to 52 weeks if you have worked for the same 
employer for any 20 weeks of the last 52 weeks.  

Important 
Once your leave is finished, you are entitled to return to your 
position at work, or a comparable position with the same employer 
with no loss of seniority or benefits. 

  



 

Guide for Migrant Workers | 18 

Compassionate Care Leave 

Unpaid leave from your job to for up to eight weeks to care for a family 
member with a serious illness, who is at serious risk of death within the next 
26 weeks.  

Leave to Care for a Critically Ill Child 

Unpaid leave from your job for up to 37 weeks to provide care to a critically ill 
child. You must have provided at least 3 months of continuous service to the 
same employer.  

Family Leave 

Unpaid leave of up to 3 days to attend to family responsibilities, for 
employees who have provided at least 6 months of continuous service with 
the same employer.  

Sick Leave 

After six months of continuous service with an employer, an employee is 
entitled to unpaid leaves of absence of up to three days for sick leave during 
a twelve-month period. If the employee takes three consecutive days, the 
employer may ask for a medical certificate. 

Employment Insurance (EI) 
Employment Insurance (EI) is temporary financial help for people who:  

 Have lost their jobs.  
 Cannot work because of sickness, childbirth, or parenting.  
 Cannot work because they are taking care of someone who is dying.  

You and your employer both pay into Employment Insurance while you are 
working. Workers in the TFWP must meet the same eligibility requirements as 
Canadian workers.  

EI Regular Benefits (Job Loss) 

You may be eligible to collect Employment Insurance benefits if you worked 
accumulated at minimum number of hours of work before you lost your job. 
The number of hours you must work to qualify for EI benefits depends on 
where you live in PEI and can range between 400-600. Look up the hours you 
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must work using your postal code here. You cannot receive EI benefits from 
outside Canada.  

You are not eligible for EI if your work ended because:  

 You quit your job without just cause (read more about just cause here.) 
 If your employer fired you for misconduct. 

You can apply for EI in two ways:  

 Visit a Service Canada Centre within 4 weeks of your last day of work.  
 Apply online. 

You will need to provide:  

 Proof of your address  
 Your mother’s last name before marriage  
 your Social Insurance Number (SIN)  
 Information about your job  
 Your banking information  
 Your work permit 

You can apply even if you have not yet received your Record of Employment.  

Tip 
Some migrant workers have had their application for EI rejected, 
but then successfully appeal the decision to receive EI benefits. If 
your application is rejected and you want to appeal the decision, 
ask for reconsideration. You are still entitled to EI if your work 
permit has expired and you have implied status. 

Employment Insurance (EI) – Special Benefits 
Special benefits provide temporary financial help to people in specific 
situations where they are not working. Each type of benefit has different 
eligibility criteria and application processes. You can receive maternity, 
parental, and compassionate-care benefits in your own country. However, you 
need to be in Canada to receive sickness benefits.  

Maternity Benefits: Eligible mothers can receive benefits for up to 15 weeks. 
This time off needs to be taken between the 8 weeks before a baby is 
expected and 17 weeks after the baby is born.  

http://www.servicecanada.gc.ca/eng/ei/information/misconduct.shtml
https://www.canada.ca/en/services/benefits/ei.html
http://www.esdc.gc.ca/en/ei/apply.page
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Parental Benefits: Either parent can receive benefits for up to 35 weeks 
within 52 weeks of the child being born or adopted. 

Compassionate Care Benefits: Eligible individuals who have a family 
member who is at risk of dying within 26 weeks can receive benefits for up to 
6 weeks, so they can take care of that person.  

Family Caregiver Benefit for Children: Eligible caregivers can receive 
benefits for up to 35 weeks to care for a critically ill or injured child. 
Caregivers must be family members or very close to the child in need of care. 

Sickness Benefits: Eligible individuals who cannot work because they are 
sick can receive benefits for up to 15 weeks.  

You can get more information about Employment Insurance coverage for the 
various types of leave by calling toll-free at 1-800-206-7218 or visiting the 
Service Canada website. 

Travel 
Usually workers do not have to pay for their travel to Canada. As a worker in 
the Low-skilled stream of the Temporary Foreign Worker Program, your 
employer is responsible for paying for your travel to and from your home 
country and Canada.  

If you are already in Canada, your employer must pay for your travel to your 
new place of employment and for your travel back to your home country.  

However, if you are paid $18 per hour or more in PEI, you are in the High Wage 
category of the Temporary Foreign Worker program and may need to pay for 
your travel to Canada.  

CPP for TFWP 
The Canada Pension Plan (CPP) Retirement pension is for individuals who 
have worked in Canada. Workers must have contributed to CPP through wage 
deductions at least once in the past. The worker must also be at least 60 
years old. There may be an additional 25 per cent tax applied to any CPP 
benefits received by non-residents of Canada. Some countries have Social 
Security agreements with Canada that may affect eligibility requirements 
and tax obligations. It is important to review any agreement that exists 
between Canada and your country of origin.  

https://www.canada.ca/en/services/benefits/ei.html
https://www.canada.ca/en/services/benefits/ei.html
https://www.canada.ca/en/services/benefits/ei.html
http://www.servicecanada.gc.ca/eng/home.shtml
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Importantly, the amount that you can receive through CPP retirement 
benefits is dependent on how much, and for how long, you contributed 
through deductions from your pay while working in Canada. If you made less 
than the basic personal amount of income while working in Canada, 
$11,809.00 in 2018, or, your income falls below this basic personal amount 
when you subtract CPP contributions, you may be eligible for a tax credit. 
Contact the Canada Revenue Agency (CRA) or talk with a local tax clinic about 
your options.  

You can find out more about Social Security Agreements here, and you may 
phone, toll free, 1-877-598-2408 to ask questions about International social 
security agreements and the Canada Pension Plan. To inquire about 
application processes and eligibility for CPP and CPP Disability Benefits, 
phone Service Canada toll free at 1-800-277-9914 or visit the Service Canada 
website. You may also contact the PEI Association of Newcomers at (902) 
628-6009 for information about how to apply for CPP.  

An overview of the CPP can be found on the Service Canada Website–Overview 
of CPP. 

Taxes 
If you owe money in taxes or if you want to receive a tax refund, you must file 
your taxes. If you are eligible to apply for permanent residency, filing your 
taxes is especially important. Filing taxes can be complicated. You can call 
the Canada Revenue Agency (CRA) if you have questions toll-free at 1-800- 
959-8981. Low-income people who have simple tax returns can visit a free tax 
clinic, but many of these clinics are open only from February to April. To find 
out about Free Tax Clinics in PEI between February and April, visit the CRA 
website. If you can afford it, another option is to get help from a private tax 
company. 

To file your taxes, you will need:  

A T4 slip: A T4 slip is a statement of all the money you have earned in a year 
for one employer. Your employer or employers must send your T4 slip to you 
by the end of February.  

First Tax Return 

If this is your first time filing taxes in Canada, you must file them by mail. 

https://www.canada.ca/en/revenue-agency/corporate/contact-information/telephone-numbers.html
https://www.canada.ca/en/services/benefits/publicpensions/cpp/cpp-international/eligibility.html
https://www.canada.ca/en/services/benefits/publicpensions/cpp/cpp-international/eligibility.html
https://www.canada.ca/en/services/benefits/publicpensions/cpp/cpp-international/eligibility.html
https://www.canada.ca/en/services/benefits/publicpensions/cpp/cpp-international/eligibility.html
https://www.canada.ca/en/services/benefits/publicpensions/cpp.html#ch
https://www.canada.ca/en/services/benefits/publicpensions/cpp.html#ch
https://www.canada.ca/en/services/benefits/publicpensions/cpp.html#ch
http://www.cra-arc.gc.ca/tx/ndvdls/vlntr/clncs/pe-eng.html
http://www.cra-arc.gc.ca/tx/ndvdls/vlntr/clncs/pe-eng.html
http://www.cra-arc.gc.ca/tx/ndvdls/vlntr/clncs/pe-eng.html
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Exception: If the Canada Revenue Agency has your birth date on file, you may 
be able to file online. To file a paper application mail them to the Canada 
Revenue Agency. You can pick up paper tax forms at a local post office 
between February and early May each year. Alternatively, you can download 
them from the CRA Website. 

Subsequent Tax Returns 

You can file your taxes by mail or online. Your taxes will be processed much 
faster if you file them online. To file your taxes online, use NETFILE. This is a 
tax-filing program from the Canada Revenue Agency. Alternatively, you may 
use software that is NETFILE-certified, which is software that is approved by 
the CRA.  

Did you know? 
Being a resident for tax purposes is not the same as being a 
resident for immigration purposes. A resident for tax purposes just 
means that you have lived and worked in Canada, even if you do not 
have permanent residence status. 

 

  

http://www.cra-arc.gc.ca/tx/ndvdls/tpcs/ncm-tx/rtrn/gttng/menu-eng.html
http://www.cra-arc.gc.ca/esrvc-srvce/tx/ndvdls/netfile-impotnet/
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Workplace Health 
and Safety 
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Health and Safety Training 
Your employer and your supervisor must make sure you have the 
information, training, and equipment you need to work safely and protect 
yourself from injury or illness. This is the law under the Occupational Health and 
Safety Act (OHSA).Any time you start a new job or a new task, your employer 
and supervisor must inform you of any dangers. You must also receive basic 
training in occupational health and safety on these topics:  

 Your duties and rights under OHSA, 
 The duties of employers and supervisors under OHSA, 
 Common workplace hazards and occupational illnesses, 
 The role of the Occupational Health and Safety Division of the Workers 

Compensation Board of PEI, and 
 Information and instruction requirements in the Workplace Hazardous 

Materials Information System (WHMIS) Regulation. 

If you are a supervisor, your training may be different.  

Important 
If you have questions about the Occupational Health and Safety Act 
(OHSA), call the Workers Compensation Board toll-free at 1-800-237-
5049. 

Health and Safety Rights 
You have important rights under the Occupational Health and Safety Act. 

You have the right to know of any dangers associated with your job. Your 
employer or supervisor must tell you about anything in your job that can hurt 
you. Your employer must make sure you get the information you need so that 
you can work safely.  

You have the right to participate in keeping your workplace healthy and 
safe. Depending on the size of the company, you can be part of the health and 
safety committee or be a health and safety representative. You also have the 
right to take part in training and information sessions to help you do your job 
safely.  

You have the right to refuse unsafe work. If you believe your job puts you in 
danger, you must report the unsafe situation to your supervisor. If the 

http://www.wcb.pe.ca/Workplace/OHSActAndRegulations
http://www.wcb.pe.ca/Workplace/OHSActAndRegulations
http://www.wcb.pe.ca/Workplace/OHSActAndRegulations
http://www.wcb.pe.ca/Workplace/OHSActAndRegulations
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situation is not corrected and you feel that your health and safety is still in 
danger, you have the right refuse to perform the work.  

If you report a hazard to your employer and they do not fix it, you can call the 
Workers Compensation Board toll-free at 1-800-237-5049. You also have a 
duty to keep your workplace safe for yourself and your co-workers.  

Your Responsibilities 

 Report any workplace hazards (dangers) to your supervisor.  
 Use any protective equipment that is required for the job.  
 Follow the law and the health and safety policies and procedures of your 

workplace.  
 Work and act in a way that does not put yourself or any other worker at 

risk of injury.  

Important 
Ask questions if you are not sure if something is safe or if you don’t 
know how to do something. 

Unsafe Work 
You have the right to refuse work that you believe is unsafe to yourself or 
another worker under the Occupational Health and Safety Act (OHSA). And, you 
have the right to refuse work that puts you in danger of violence from 
someone in the workplace.  

If you refuse unsafe work, you must follow these steps:  

 Tell your supervisor or employer right away that you are refusing work 
and explain your reasons.  

 If needed, explain that you are exercising your rights under the 
Occupational Health and Safety Act.  

You can learn more about the procedure for saying no to unsafe work in Guide 
to the Occupational Health and Safety Act. 

  

http://www.wcb.pe.ca/Workplace/OHSActAndRegulations
http://www.wcb.pe.ca/DocumentManagement/Document/pub_guidetotheoccupationalhealthandsafetyact.pdf
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Important 
Your employer is not allowed to fire you, send you back to your 
home country, or treat you badly if you refuse to do work that you 
believe is unsafe.  

If you do not feel comfortable to say no to your employer, or if you are worried 
that you could lose your job, contact the Workers Compensation Board toll-
free at 1-800-237-5049, or contact the Cooper Institute at 902-894-4573. 

Injury and Illness in the Workplace 
What to do if I am injured at work? 

 Get First Aid or Medical Attention. Tell the doctor or nurse that you 
were hurt at work, or on your employer’s property. Ask them to submit a 
report to the Workers’ Compensation Board of PEI (WCB). 

 Report the Injury to your employer. Explain who was involved, how and 
where the injury happened. Provide as much detail as you can. If you 
have a safety committee or representative, make sure they know about 
your injury.  

 Complete the Worker’s Report – Form 6. Whether or not you miss time 
at work, you must complete this form. Send it by mail, fax, or drop it off 
in person. Please do not leave the report with your employer. You must 
make sure that WCB receives the form.  

If you get hurt at work, get medical attention right away. Some work sites 
have a designated First Aid Attendant, who can address minor injuries or help 
to stabilize your condition until you are seen by a medical professional. If 
there is no first aid attendant on your work site, go to a medical clinic as soon 
as you can. If your injury is an emergency, call 9-1-1. Report the injury to your 
employer as soon as you can, if you feel safe doing so. Your injury should be 
reported to the WCB of PEI at toll-free at 1-800-237-5049. 

Your employer is not allowed to fire you because you have been injured or 
because you have made a Workers Compensation Board (WCB) claim. If you 
believe that you have been treated unfairly after a workplace injury, contact 
the PEI Association for Newcomers to Canada, Community Legal Information 
Association (CLIA), or call the Temporary Foreign Workers Association hotline 
toll-free at 1-888-366-0194 for support. 

  

http://www.wcb.pe.ca/Workers
http://www.wcb.pe.ca/DocumentManagement/Document/frm_workersreportform6.pdf
http://www.wcb.pe.ca/Workers
https://www.peianc.com/en/temporary-foreign-workers-support
http://www.cliapei.ca/
http://www.cliapei.ca/
http://www.cliapei.ca/
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WCB Compensation 

You may be eligible for financial compensation of any lost wages due to the 
injury through the Workers Compensation Board (WCB) of PEI. WCB coverage 
is paid for by your employer.  

WCB - What is covered and what is not:  

 You can file a WCB claim even if the accident was your fault.  
 You may still be covered if you were injured during non-work hours on 

your employer’s property. 
 You are not covered for non-work activities that take place outside your 

employers’ property. 

Important 
For help with filing your claim, or to learn more about making a 
claim, contact: Workers Compensation Board (WCB) toll-free at 1-
800-237-5049. Visit the WCB website. You can ask to speak with 
someone in your language. 

If you need to have an interpreter when you speak with your doctor, it is 
important that the interpreter is not affiliated with your employer. You need 
an impartial interpreter so that your WCB claim is accurate. It is also a good 
idea to keep your own notes of what happened and how you are feeling. 

If you don’t agree with the decision of your WCB claim, you can make an 
appeal. If you have problems filing your claim or need to appeal, contact the 
Office of the Worker Advisor by calling toll free: toll-free: 1-800-658-1806. 

  

http://www.wcb.pe.ca/
https://www.princeedwardisland.ca/en/information/workforce-and-advanced-learning/office-worker-advisor
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Knowing Your Rights 
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Conflict or Disagreement with Employer 
If you have a problem with your employer, you may contact the following 
groups for help:  

1. Cooper Institute 
2. PEI Association for Newcomers to Canada 
3. Community Legal Information Association (CLIA) 

You can make a confidential report at the Service Canada Confidential Tip 
Line, toll-free: 1-866-602-9448. 

If you think your employer may have broken an employment law, or if you 
want to file a claim, phone the Department of Workforce and Advanced 
Learning Employment Standards toll-free at 1-800-333-4362. When you call, 
say the name of your language in English (for example Spanish). They might 
be able to help you speak to an interpreter in your language.  

Filing a Claim  

If your employer has not paid you all the wages you have earned, or if they are 
not following employment laws in other ways, you can file a claim. 
Employment Standards has information on workers’ rights on its website, or 
you can file a claim online. 

Health and Safety Problems  

If you have questions about workplace health and safety or if you want to 
report a problem, phone the Workers Compensation Board toll-free at 1-800-
237-5049 or call the Occupational Health and Safety 24hr Emergency Line: 
902-628-7513.If your life is in danger, call 9-1-1.  

Can my employer take my passport or identity documents?  

No. It is illegal for your employer to take your passport or other identity 
documents from you.  

Some workers decide to give their passports to their employers to keep them 
safe. If you decide to do this, your employer should still return your 
documents to you when you ask for them.  

You should ask someone to store your documents for you only if you trust 
that person and if you can access them easily at any time.  

http://www.cooperinstitute.ca/
http://www.cooperinstitute.ca/
http://www.cooperinstitute.ca/
http://www.cliapei.ca/
http://www.cliapei.ca/
https://www.princeedwardisland.ca/en/information/workforce-and-advanced-learning/employment-standards-pei
https://www.princeedwardisland.ca/en/information/workforce-and-advanced-learning/employment-standards-pei
https://www.princeedwardisland.ca/en/service/file-formal-complaint-under-pei-employment-standards-act-non-union
http://www.gov.pe.ca/forms/display.php3?formnumber=40
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Termination and Layoff 
If you lose your job before your contract ends, you have the right to stay in 
Canada until your work permit expires. You may want to ask advice from the 
PEI Association for Newcomers to Canada or the Temporary Foreign Workers 
Association hotline toll-free at 1-888-366-0194.  

If you have been employed for over 6 months in a row or more, your employer 
must give you:  

 Two weeks advance written notice, or  
 Pay instead of notice, or  
 A combination of both  

Your employer is not allowed to fire you because you:  

 Complained about health and safety violations.  
 Refused to do unsafe work.  
 Reported them to Employment Standards.  

This is considered Discriminatory Action. If you have been let go for these 
reasons, contact Employment Standards toll-free at 1-800-333-4362. 

 

Tip: Keep Records 
 Hours you have worked 
 When you had breaks 
 Your wages  

If you believe you were treated unfairly, record the dates and times 
of these events 

If you ever needed to make a legal claim against your employer, these records 
will help you to support your case 

When you stop working for your employer, they must give you a Record of 
Employment (ROE). This is an important document because it includes 
information on your hours worked and why you were let go. You need this 
information when you file taxes and if you apply for Employment Insurance 
(EI) benefits. Keep your ROE in a safe place.  

http://peianc.com/
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If your employer does not give you a ROE, call Service Canada for help toll-free 
at 1-800-622-6232. You can still look for work with a different employer. 

Important 
If you believe your safety is at risk, if you witness maltreatment of 
another employee, or, if your employer has broken a law, you can call 
the Service Canada Confidential Tip Line at 1-866-602-9448, where 
you can leave an anonymous message. 

Fees 
Employers 

In the TFWP, employers cannot charge workers for the costs of recruiting 
them and neither employees nor recruiters can ask workers pay the cost of 
the LMIA.  

Recruitment 

Prince Edward Island does not have rules limiting agencies who recruit 
workers. However, there are still things that you can do to protect yourself, 
and resources you can access if you are already being charged unfair fees.  

First, to ensure the legitimacy of a recruitment agency, you can contact the 
embassy of the country where you plan to work and ask them to verify that an 
agency is trustworthy. Also, you can refer to current known work permit fees, 
and remember that you are not required to pay for the LMIA fee.  

If you are in a situation where you are being charged unfair fees to get or keep 
a job, try to collect supporting documents to show what kinds of fees you 
have paid. This could include copies of contracts, receipts, email exchanges, 
or sound or video recordings of conversations if you are paying in cash.  

It is important that you also contact:  

1. Cooper Institute 
2. PEI Employment Standards Toll-Free: 1-800 333-4362 

If you have finished working with an employer who broke the rules by 
charging you recruitment fees or the LMIA fee, you can report this employer 
afterwards online on the Service Canada Website. This may help prevent the 
same thing from happening to other workers.  

http://www.cooperinstitute.ca/
tel:1-800%20333-4362#_blank
http://www.servicecanada.gc.ca/eng/about/integrity/tfwp/reporting.shtml
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Harassment and Discrimination 
The Canadian Human Rights Act and the Prince Edward Island Human Rights Act 
prohibit actions or words that are unwelcome or hostile and linked to 
grounds such as race, sex, citizenship, and country of origin. 

If you are experiencing discrimination or harassment, contact Cooper 
Institute, PEI Association for Newcomers to Canada, Community Legal 
Information Association (CLIA), or call the PEI Employment Standards free 
number: 1-800 333-4362. 

If you are in immediate danger, call 9-1-1 for help.  

If it is safe to do so, confront the person who has harassed or discriminated 
against you and tell them to stop. If it continues, keep a written record of 
what happened – names, dates, times, and places. This will help you show 
that there has been a pattern of harassment or discrimination.  

 

Important 
The PEI Occupational Health and Safety Act does not protect workers 
from violence or harassment from other workers in the workplace. 
However, Sexual or Other Harassment is identified by Service 
Canada as just cause for leaving employment. If you need to leave 
your job because of Harassment, you may be eligible for EI until you 
can find a new job. 

For more information or if you want to make a complaint, contact 
the PEI Human Rights Commission toll-free at 1-800-237-5031. 

Unions and Collective Bargaining 
You have the right to join a union or participate in collective bargaining under 
the PEI Labour Act or other collective bargaining legislation that applies to 
your work. In Canada, the Charter of Rights and Freedoms protects your right to 
join a union. You cannot lose your job or get deported for talking to union 
representatives or organizing your workplace.  

Human Trafficking 
Human trafficking is when someone is recruited, transported, transferred, or 
held for the purpose of exploitation. This can happen within the same country 
or across international borders. Human trafficking can happen to women or 

http://www.cooperinstitute.ca/
http://www.cooperinstitute.ca/
http://www.cooperinstitute.ca/
https://www.peianc.com/en/temporary-foreign-workers-support
http://www.cliapei.ca/
http://www.cliapei.ca/
tel:1-800%20333-4362#_blank
https://www.canada.ca/en/employment-social-development/programs/ei/ei-list/reports/digest/chapter-6/circumstances-reflected-legislation.html#a6_5_2
http://www.gov.pe.ca/humanrights/
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men, girls or boys. It can involve forced labour, sexual exploitation, forced 
marriage, and organ removal.  

Signs that you may be a victim of human trafficking:  

1. You are not doing the job you were promised, or when you arrived in 
Canada you found out it did not exist.  

2. You are working very long and/or unusual hours, or, you are forced to be 
available to work all the time.  

3. You are restricted on what you can do or where you can go.  
4. You receive very little or no pay for your work.  
5. Your passport and other identity documents have been taken away 

from you.  
6. Your employer or recruiter has threatened you or your family.  
7. You owe a large or increasing debt to recruiters or your employer and 

you are unable to pay it off.  

Most victims of human trafficking experience more than one of these 
conditions.  

 

If you are in immediate danger call 9-1-1 
 

How to get help if you think you have been trafficked:  

1. Get help and support from the Chrysalis Network toll-free at 1-866-528-
7109. 

2. Contact the Temporary Foreign Workers Association hotline toll-free at 
1-888-366-0194.  

3. Call Crime Stoppers toll-free at 1-800-222-8477.  

Temporary Resident Permits 

Victims of human trafficking can apply for a temporary resident permit (TRP). 
This permit is valid for 180 days and can be renewed. You can make an 
appointment at an Immigration, Refugees and Citizenship Canada (IRCC) 
office to apply for this permit. CIC officials will interview you to decide if you 
are eligible. Generally, your application is more likely to be successful if it 
includes a police report. There is no application fee if you are a victim of 
trafficking.  

http://www.chrysalisnetwork.org/
http://www.canadiancrimestoppers.org/crimes/humantrafficking
http://www.cic.gc.ca/english/information/inadmissibility/permits.asp
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You do not have to testify against your trafficker to get help or to apply for a 
temporary resident permit. Applying for a temporary resident permit can be a 
complex process. It is a good idea to get help with your application. You can 
ask for help by contacting contact Cooper Institute or the PEI Association for 
Newcomers to Canada.  

Police 
You have rights when dealing with the police. Generally, police cannot:  

 Search you without a reason.  
 Ask for blood or saliva samples unless there is a reason to do so and 

you have given permission.  
 Detain or imprison you without a reason.  
 Enter your home without a warrant.  

If you are questioned or arrested by the police, you can ask for a lawyer. The 
police should stop questioning you once you ask for a lawyer. Anything you 
say to the police before or after an arrest can be used by them as evidence.  

If police find out that you have overstayed your work permit or have violated 
the conditions on your work permit, they may tell the Canada Border Services 
Agency (CBSA). 

Tip 
If you are arrested and cannot afford a lawyer, you can ask for a duty 
counsel, also called Legal Aid. This is free legal advice. If you have 
other legal problems, you can contact Community Legal Information 
Association (CLIA). 

Racial Profiling  

Some migrant workers report experiencing racial profiling from police. Racial 
profiling is when someone is treated differently because of their race or 
ethnicity, instead of reasonable suspicion. Racial profiling is not allowed 
under the Prince Edward Island Human Rights Act.  

If you believe that you are experiencing racial profiling, know that you have 
the right to speak with a lawyer and that you do not have to give any saliva or 
blood samples unless the police have a specific reason to suspect you. Write 
down all the details of what happened such as the date, time, location, and 
the people involved. You may want to get support from the Community Legal 

https://www.canada.ca/en/immigration-refugees-citizenship/services/immigrate-canada/inadmissibility/temporary-resident-permits.html
http://www.cooperinstitute.ca/
http://peianc.com/
http://peianc.com/
http://peianc.com/
http://www.cliapei.ca/
http://www.cliapei.ca/
http://www.cliapei.ca/
https://www.princeedwardisland.ca/en/legislation/human-rights-act
http://www.cliapei.ca/
http://www.cliapei.ca/
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Information Association (CLIA), PEI Association for Newcomers to Canada, or 
Cooper Institute to file a complaint with the Office of the Police 
Commissioner. 

You can find out more about your rights with the police in this document 
from Ontario. It is available in several languages. 

Canadian Border Services Agency (CBSA) 
The Canada Border Services Agency (CBSA) is the government department 
that enforces immigration laws. They can arrest and detain people who do not 
have valid work permits or who have violated the terms of their work permits. 
The CBSA is different from the police.  

If you open the door of your home to a CBSA officer, they can search your 
home or make arrests. The only times CBSA officers can enter your home 
without permission are if they have 2 warrants:  

 An immigration arrest warrant, and  
 A special entry or feeney warrant  

You can speak to CBSA officers through the door and ask them to pass you 
the warrants under the door. If they have the two warrants and you do not let 
them in, they may force themselves in or they may come back later. CBSA 
officers are not always in uniform – sometimes they wear plain clothes.  

If they do not have the 2 warrants, you do not have to talk to the CBSA officers. 
If you do not want them to come in, do not open the door.  

A CBSA officer could arrest you if you don’t have full immigration status when 
you are outside your home. Unless you are driving a car, riding a motorbike, or 
riding a bicycle you don’t have to show identification. However, you may want 
to identify yourself since they can arrest people if they are unsure of their 
identity. Once you have identified yourself, you may not want to answer any 
other questions they ask you.  

More information on dealing with CBSA can be found in the resource 
Migrants: Know Your Right from No One Is Illegal. 

http://peianc.com/
http://www.cooperinstitute.ca/
http://www.policecommissioner.pe.ca/
http://www.policecommissioner.pe.ca/
http://www.policecommissioner.pe.ca/
http://www.cleo.on.ca/sites/default/files/book_pdfs/polpower.pdf
http://www.findlink.at/infonoii
http://toronto.nooneisillegal.org/
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Health 
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Healthcare Coverage 
Private Health Insurance 

If your work permit is 6 months or less in duration, your employer must 
provide you with private health insurance. Your employer cannot charge you 
any fees for this private insurance.  

If you need to see a doctor or get medicine while you are covered by private 
medical insurance, you will either must pay up front and get reimbursed later 
or your insurance will get charged directly. If you pay up front for your 
medical services or medicine, you will need to fill out a form and submit it 
online or by mail. Make sure to keep your receipts as you may need to submit 
them with your claim or you could be asked to provide them at a later date. 
Also, ask your employer for information about your private insurance plan so 
that you can determine which services are covered by insurance.  

If your employer does not provide you with private insurance, get help from 
the PEI Association for Newcomers to Canada, or the Temporary Foreign 
Workers Association hotline toll-free at 1-888-366-0194.  

 

Tip 
You should ask your employer for the details of your private health 
insurance as soon as you arrive in Canada. Do not wait until you get 
sick to get this information. Private health insurance often has 
exceptions, and may not cover pregnancy-related costs or pre-
existing conditions. It is a good idea to become familiar with what 
is covered by your insurance. 

PEI Provincial Health Coverage 

If your work permit lasts longer than 6 months (i.e., 6 months plus one day), 
you are eligible for a PEI Health Card. Your employer should take you to get 
your PEI Health Card issued as soon as you arrive. You must bring some 
documentation with you including your work permit and passport. 

The three locations that can issue Health Cards are:  

 Access PEI, Summerside: 120 Heather Moyse Drive 
 PEI Medicare, Montague: 126 Douses Road 
 Health PEI Satellite Office, Charlottetown, 16 Garfield St 

http://peianc.com/
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If you receive medical services before you receive a health card, you will have 
to pay for those services. However, if you show proof later that you were 
eligible for health coverage during that time, even if you hadn’t registered, the 
medical provider should give you a refund.  

Medical Services on PEI 
In a medical emergency, call 9-1-1.If it is not an emergency, the following are 
some examples of medical services you can access. Hospitals may be able to 
offer interpretation or health information in your first language.  

Health PEI 

The provincial health authority that provides health care services in PEI. It is 
through Health PEI that you obtain a health card and receive any health 
services in the province. Call Toll Free: 1-800-321-5492. 

For information about obtaining a health card, contact PEI Medicare at 902-
838-0900 (Montague) or, toll-free at 1-800-321-5492. You can also visit their 
website. 

Walk-in Medical Clinics  

Several communities have walk-in clinics. You can see a doctor or a nurse 
without making an appointment. You might not be able to see the same 
doctor every time. You may need to wait if there are other patients ahead of 
you. Bring your Health card or proof of insurance with you. A list of walk-in 
clinics in PEI is listed on the Health PEI Website. 

811 Telehealth 

811 Telehealth is a phone service where you can speak with a registered nurse 
24 hours a day, 7 days a week. It is free and confidential. You can speak to 
someone in your own language through a translation service. You can use 
this service even if you do not have healthcare or private insurance. The Nurse 
will ask for your name and health number, but if you do not want to give this 
information, they will still help you. Call toll-free: 811. 

Hospitals 

Visit a hospital emergency department if you need urgent medical care. Bring 
your health card and any private insurance information with you. Hospitals 
will help anybody in an emergency even if you do not have health coverage, 

https://www.princeedwardisland.ca/en/topic/health-pei
https://www.princeedwardisland.ca/en/information/health-pei/pei-health-card
http://www.healthpei.ca/walkinclinics
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but you will receive a bill after the services are provided. If it is a work-related 
injury, the hospital should report to the Workers Compensation Board (WCB) 
on your behalf, which can give you medical benefits. 

The Hospitals with Emergency (also called outpatient care) are:  

 Charlottetown: Queen Elizabeth Hospital (24 hours/day) 902-894-2111 
 Summerside: Prince County Hospital (24 hours/day) 902-438-4200 
 Souris:  Kings County Memorial Hospital (8: 00 a.m. to 10: 00 p.m.) 902-

838-0777 
 Alberton: Western Hospital (8: 00 a.m. to 8: 00 p.m.) and as a 

Collaborative Emergency Centre (8: 00 p.m. to 8: 00 a.m.) 902-853-8650 

Women’s Wellness Program and Sexual Health Services 

Provides confidential reproductive and sexual health services to people of all 
genders, orientations and ages. This program has locations across PEI. To 
access services, call 1-844-365-8258 (toll-free).If you have a valid PEI Health 
card, these services are free. If you have private healthcare insurance through 
an employer, you will be asked to pay a fee for service, which you might be 
reimbursed for by your insurance provider. You can visit the Women’s’ 
Wellness Program website for a more comprehensive description of services. 
If you have questions about this process, please contact the Cooper Institute 
for support.  

Services:  

 Sexual health education and counselling; 
 Sexually transmitted infection screening and treatment; 
 Birth control counselling and prescriptions; 
 Pregnancy counselling, testing, and support; 
 Abortion services (medical and surgical) 

 

Healthcare Services in my Language 
Island hospitals provide telephone access to an interpreter if you do 
not speak English. 

http://www.healthpei.ca/qeh
http://www.healthpei.ca/pch
http://www.healthpei.ca/kcmh
http://www.healthpei.ca/westernhospital
https://www.princeedwardisland.ca/en/information/health-pei/womens-wellness-program-sexual-health-services
https://www.princeedwardisland.ca/en/information/health-pei/womens-wellness-program-sexual-health-services
https://www.cooperinstitute.ca/
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Pregnancy 
Getting pregnant in another country can be a stressful experience. There are 
many things to think about including your access to healthcare, your social 
support system, and your job situation. It is easier to handle difficult 
situations when you are not alone. You may wish to contact someone for 
support. 

Your Options  

If you did not plan to get pregnant, you generally have 3 options:  

 Have an abortion (end the pregnancy).  
 Raise the child.  
 Place the baby up for adoption (giving somebody else the legal right and 

responsibility to raise the child).  

If you are pregnant in PEI, you should contact the Women’s Wellness Centre at 
the Prince County Hospital: 1-844-365-8258 (toll-free). The Women’s Wellness 
Centre will provide a range of care for women’s reproductive care, including 
legal, safe, abortion, and care for pregnant women. If you do not have 
provincial health coverage, you may have to pay upfront to access these 
services. Whether you will be reimbursed or not will depend on your private 
plan coverage. 

If you would like information about placing the baby up for adoption, you can 
contact PEI’s Family and Human Services department or visit the Family and 
Human Services Adoption page. 

Healthcare and Pregnancy  

If you have a PEI health card, the costs for medically necessary services 
related to your pregnancy are covered. If you have private health insurance, 
you should check to see if it covers pregnancy costs. Some private insurance 
companies do not cover these costs. Giving birth can be very expensive if you 
do not have health care or private insurance that covers pregnancy costs. 

Employment Insurance (EI) 

You may be eligible for the Employment Insurance (EI) special benefits of 
maternity and parental leave. You can contact Service Canada toll-free at 1-
800-206-7219 to find out if you are eligible. Also, see Maternity Leave and 
Maternity Benefits under Section 2.  

http://www.healthpei.ca/pch
http://www.gov.pe.ca/photos/original/FHS_to_Adopt.pdf
https://www.princeedwardisland.ca/en/information/family-and-human-services/adoption
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Pregnancy and Parental Leave  

You can take unpaid time off work and return to your job if you are pregnant 
(pregnancy leave) or if you are a new parent (parental leave). There is a 
minimum amount of time that you must be working for your employer before 
you can take these job-protected leaves.  

 

Important 
Your employer is not allowed to fire you, reduce your hours, or send 
you back to your home country because you are pregnant – this 
would be a violation of your rights. However, although it is against 
the law, women may experience discrimination at work because of 
their pregnancy. If you are in this situation, you may want to 
contact the PEI Human Rights Commission toll-free at 1-800-237-
5031 for help filing a claim. You can speak to someone in your 
language on this phone line. 

 

Mental Health 
Living and working in another country can be difficult. You are away from your 
friends and family. The culture and language may be new to you. You may be 
working long hours. All these things can cause feelings of loneliness, 
frustration, and worry.  

Here are some things you can do to take care of yourself:  

 Eat a healthy diet and foods that you enjoy.  
 Include physical activities in your day that are not related to work.  
 Have a regular sleep schedule.  
 Do things you enjoy when you are not working.  
 Learn something new.  
 Stay in touch with your family and friends back home.  
 Try to make new friends and find people you can talk to here on PEI.  
 Find a community that shares your faith.  
 Join a community group or sports team.  
 Limit alcohol, cigarettes, and other substances.  

  

http://www.gov.pe.ca/humanrights/
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Asking for Help  

It is normal to have good days and bad days. Also, many people need support 
to maintain mental health from time to time. It may be time to get help if bad 
days are becoming more frequent, and if you are having any of the following 
difficulties:  

 Sleep difficulties; being unable to sleep or sleeping too much 
 Having trouble concentrating  
 Feeling hopeless  
 Crying easily, or frequently 
 Feeling more irritable or angry 
 Using drugs or alcohol to cope with stress or negative feelings 
 Feeling overwhelmed  
 Hearing a voice that either tells you what to do, or that you find 

distressing 
 Having thoughts of harming others 
 Having thoughts about harming yourself, or ending your life 

To talk to someone or find mental health services in your community, call the 
Island Helpline toll-free at 1-800-218-2885. It is free and confidential.  

You do not need provincial health coverage. You do not have to give any 
information about yourself to use this service.  

Catholic Family Services is a non-religious organization that provides low-
cost counselling services. You do not need to have provincial health number 
or health card to access their services. Fees are calculated based on income, 
and payment is completed during your visit.  

Phone: 902-894-3515  
Address: 129 Pownal Street, Charlottetown, PE C1A 3W7 

Mental Health Walk-in Clinics 

These clinics offer immediate mental health support to help with anxiety, 
stress, depression, and any other mental health concerns that you may have. 
You do not need an appointment to access this service; you can simply drop 
in during the times listed at each clinic to be seen by a mental health 
therapist. You are not required to bring your health card or private health 
insurance information and you will be seen free of charge. The full list of 
Mental Health Walk-in Clinics is available here:  

http://www.catholicfamilyservicesbureau.com/
http://www.catholicfamilyservicesbureau.com/counselling-services.html
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Charlottetown 
Richmond Centre 
1Rochford Street 
902-368-4430  
Tuesday: 11am – 7pm 
Thursday: 11am – 7pm 
 

Charlottetown 
McGill Centre 
55 McGill Avenue 
902-368-4911  
Friday: 1pm – 5pm 
Saturday: 1pm – 5pm 
Sunday: 1pm – 5pm 
 

Summerside 
Prince County Hospital 
65 Roy Boates Avenue 
902-888-8180 
Monday: 9am – 5pm 
Wednesday: 9am – 5pm 
 

O'Leary 
O’Leary Health Centre 
14 MacKinnon Drive 
902-853-8670 
Wednesday: 9am – 3pm 

Elmsdale 
Westisle High School 
39570 Western Road 
Thursday: 9am – 3pm 
Walk-In Clinic not open on days when the 
school is closed. For students only. 

Lennox Island 
Lennox Island Health Centre 
15 Eagle Feather Trail 
902 831-2711 
Wednesday: 9am – 3pm 
Lennox Island Residents Only 

 

Addiction Services 

24-hour, toll-free service from anywhere on PEI for inpatient and out-patient 
detoxification, counselling, information and referral for help with an 
addiction to alcohol and drugs. 

To learn more about Addiction Services on PEI, phone 1-888-299-8399 or go 
to their website. 

For support with Gambling, phone 1-855-255-4255 where you can access 
services such as crisis support, and counselling related to difficulties with 
gambling. This service is offered in English and French. You can also visit the 
website for more information. 

Abuse 
Talk to someone you trust and get help. If you are in immediate danger, call 
9-1-1. Abuse can come in many different forms. It can be physical, sexual, 
emotional, or financial. Physical and sexual abuses are illegal in Canada, even 
if you are married to the person who is abusing you. So are some forms of 
financial abuse.  

http://www.princeedwardisland.ca/en/information/sante-i-p-e/addiction-services
https://www.princeedwardisland.ca/en/information/health-and-wellness/gambling-support-information
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Some people have difficulty being able to tell if they are being abused. Here 
are some examples of warning signs that you may be experiencing abuse.  

Your Partner:  

 Makes hurtful comments about you, that result in low self-esteem 
 You are frightened by their behaviour 
 Attempts to control what you do, who you have contact with, or where 

you go.  
 Attempts to prevent you from seeing your friends or family members.  
 Takes your money, makes you ask for money, or refuses to give you 

money.  
 Makes all decisions, against your wishes.  
 Threatens you (i.e., to harm you or those you love, to take away your 

children).  
 Destroys your property or threatens to kill your pets. 
 Prevents you from working or attending school.  
 Intimidates you with weapons or other objects that can harm you.  
 Physically assaults you (i.e., hitting, kicking, punching, holding you 

down) 
 Threatens to commit suicide if you leave or disagree with them.  
 Threatens to kill you.  

To learn more, see the Guide for Women and Men in an Abusive Relationship. 

If you want help, but it is not an emergency, contact Family Violence 
Prevention Services at one of their outreach offices around PEI:  

Free crisis line available 24 hour/day:  
Phone: 1 (800) 240-9894 
Email: admin@fvps.ca 
Website: www.fvps.ca 

PEI Family Violence Prevention Services/Anderson House 

This organization has services for women and children who are in danger or 
are being abused. All of their services are confidential, so no one will know 
that you have contacted them. They will help you even if you do not have 
status in Canada. They have offices in four locations across PEI, so you can 
call or visit them. These offices can also get help with translation, if you 
cannot speak English. They offer information, support, and referrals to other 
services like health and counselling. They can also give you a safe place to 

http://www.assembly.pe.ca/docs/resources_women_men_abusive_relationships.pdf
http://www.fvps.ca/
http://www.fvps.ca/
http://www.fvps.ca/
http://www.fvps.ca/
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stay in emergency situations. All of their services are confidential, so no one 
will know if you contact them. 

 

West Prince – O’Leary 
Kara Katmouz 
Outreach Coordinator 
kara@fvps.ca 
902-859-8849 
 

East Prince – Summerside 
Norma McColeman 
Coordinator 
norma@fvps.ca 
902-436-0517 

Queen’s – Charlottetown 
Gloria Dennis 
Coordinator 
gloria@fvps.ca 
902-566-1480 ext 224 

Eastern PEI – Montague 
Gwyn Davies 
Coordinator 
gwyn@fvps.ca 
902-838-0795 

 

Women’s Emergency Line: 1-800-240-9894  

This is a resource for women and children. If you need, they can get a phone 
interpreter to help you communicate in your first language.  

Community Legal Information Association of PEI (CLIA)  

CLIA can provide legal information and support in situations of abuse, and 
they can provide you with referrals to other community organizations.  

Phone (Free): 1-800-240-9798 
Email: clia@cliapei.ca 
Website: www.cliapei.ca 

PEI Rape and Sexual Assault Centre 

This organization provides confidential therapy, support, and information to 
men and women who have been sexually assaulted or other sexual violations. 
Translation can be arranged for counselling sessions. If you need services, 
you can leave a message on the counselling phone line and they will call you 
back. There is also helpful information on their website. 

  

http://www.cliapei.ca/
http://peirsac.org/
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Location: Summerside, Alberton, and Charlottetown. 
Hours: 8: 30am-4: 30pm Monday-Friday. 
Office Phone: 1-866-566-1864 
Counselling Phone: 1-888-368-8055 
Email: admin@peirsac.org 

 

Shelters 

Anderson House Crisis Line: 1-800-240-9894 
Emergency shelter for women and their children. 

Chief Mary Bernard Memorial Shelter: 1-855-297-2332 
Emergency shelter from family violence for women and children. 

Bedford MacDonald House: 1 (902) 892-9242 
Emergency homeless shelter and short-term residence for men. 
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Everyday Life 
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Housing 
Your employer must ensure that you have access to affordable, appropriate 
accommodation, or they should provide you with appropriate accommodate 
that is affordable. If you live in housing that was provided by your employer, 
the employer may deduct the rental fee from your paycheque, and this 
amount must be outlined in your contract. The cost of your rent should be 
similar to comparable accommodations in the area. Further, your employer 
cannot deduct other costs for household items or supplies (i.e., furniture, 
kitchen utensils). Your accommodation could be private or shared. It is 
common to have shared accommodation with your coworkers. If you feel that 
your housing is over-crowded, with many people in a single rental unit, you 
should contact one of the resources listed under Housing Resources. 

Housing Resources  

If you have arranged for your own housing, independent of your employer, you 
may have protections under the Rental of Residential Property Act. It may be a 
good idea to read Information for Residential Tenants on PEI, which is a 
publication from the Community Legal Information Association (CLIA).You 
can also phone the Office of the Director of Residential Rental Property 1-800-
501-6268 if you have questions.  

If your employer has provided your accommodation, you may still have some 
protections by the Rental of Residential Property Act. If you are fired or quit your 
job, your employer is not allowed to evict you from your housing right away. If 
you have problems with your housing, you can contact the Office of the 
Director of Residential Rental Property at 1-800-501-6268. You can also 
contact Community Legal Information Association (CLIA), Cooper Institute, 
PEI Association for Newcomers to Canada, or call the Temporary Foreign 
Workers Association hotline toll-free at 1-888-366-0194. 

Community Resources 
Settlement Services  

Settlement services offer newcomers to Canada help through language 
training, job search assistance, referrals, housing help, and social support. 
These services are provided free of charge. The settlement agency in PEI is 
called the PEI Association for Newcomers to Canada. There are workers who 
speak many different languages. There is a staff person who provides 
services for migrant workers.  

http://www.cliapei.ca/sitefiles/File/publications/GEN7.pdf
http://www.cliapei.ca/
http://www.cliapei.ca/
http://www.cooperinstitute.ca/
http://peianc.com/
https://www.peianc.com/
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Faith Communities 

Joining a faith or community group can help you meet people in your 
community and feel more at home in Canada. Many municipalities and 
school boards have listings of community groups you can join.  

List of Faith Communities:  

 Christianity: A list of Churches in PEI can be found on Island Register 
 Islam: Muslim Society of PEI–902-367-3659, 15 MacAleer Drive, 

Charlottetown, PE 
 Judaism: PEI Jewish Community–902-368-7337, 81 Prince St., 

Charlottetown, PE 
 Buddhism:  

o Great Enlightenment Buddhist Institute – 902-316-0134, 2nd 
floor, 133 Queen St., Charlottetown, PE 

o Shambhala Buddhism – 902-566-2043 
 Baha’i Faith Charlottetown Centre – 902-894-8241, 20 Lapthorne 

Avenue, Charlottetown, PE 

Tip 
Looking in the phone book, doing an internet search, and checking 
community bulletin boards are also good ways to find a place of 
worship, faith group, or community groups in your area. 

Public Libraries 

Many towns and villages in PEI have a public library. Public Libraries are 
places where you can access computers with internet, and borrow books, CDs, 
or DVDs. Some materials are available in languages other than English and 
French, and some libraries have Rosetta Stone, a computer program for 
learning English, as well as English-as-an-Additional-Language courses. 

The services of the Provincial Library are free, but you need to have a 
membership card for most services. Their website has a membership guide 
which is translated into several languages. As a temporary resident, you can 
get a library card, if you have a mailing address in PEI. The staff will ask you to 
provide a piece of mail that was sent to you at your address in PEI as proof of 
address. If you do not want to become a member of the library, you can still 
sign up as a guest and use the computer for up to 14 days. 

http://www.islandregister.com/churches.html
http://www.muslimpei.com/
http://www.peijc.org/index.html
http://gebisociety.org/
http://princeedwardisland.shambhala.org/


 

Guide for Migrant Workers | 50 

To find a library in your area, go to the provincial website, or call the main 
office. 

Main Office Phone Number: (902) 961-7320 
Email: plshq@gov.pe.ca 
Website: library.pe.ca 

PEI Towns with Public Libraries 

 Abrams Village 
 Alberton 
 Borden-Carleton 
 Breadalbane 
 Charlottetown 
 Cornwall 
 Crapaud 
 Georgetown 

 Hunter Rive 
 Kensington 
 Kinkora 
 Montague 
 Morell 
 Mount Stewart 
 Murray Harbour 
 Murray River 

 O'Leary 
 Souris 
 St. Peters 
 Stratford 
 Summerside 
 Tignish 
 Tyne Valley 

Transportation 
T3 Transit 

 Charlottetown and Summerside: Trius Transit is the public Bus system 
that operates within these cities. In Charlottetown, the bus also travels 
to Cornwall and Stratford.  

 Country Line Express: The County-Line Express is a bus that runs 
between Charlottetown and Summerside, with stops in between.  

More information about the bus system can be found on their website. 

Maritime Bus 

Travel out of the province to locations in New Brunswick and Nova Scotia. 
Book on the Maritime Bus website. 

Greyhound Bus 

Travel to provinces beyond Nova Scotia and New Brunswick. Book with 
Greyhound Bus at 1-800-661-8747. Greyhound Bus can be accessed from Nova 
Scotia and New Brunswick.  

  

http://triustransit.ca/schedules/county_line_express
https://t3transit.ca/
https://maritimebus.com/
https://www.greyhound.ca/
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Via Rail (Train) 

From Moncton, New Brunswick you can also take the train to other provinces. 
Explore the Via Rail website or Book a train ticket by phone: 1-888-842-7245  

Cycling  

Riding a bicycle is an option for travelling short distances. In PEI, bicycles are 
considered vehicles. This means that you must follow the traffic laws. If you 
decide to bicycle, consider these tips on bicycle laws and safety:  

 Wear a helmet.  
 Fit a light to the front and back of your bicycle  
 Use hand signals to indicate where you are going. 
 Ride on the right-hand side of the road 
 Do not ride on sidewalks 
 Where possible, stay at least one metre from the curb or from parked 

cars.  
 Keep your distance from trucks and other large vehicles that might not 

be able to see you.  
 Wear light or bright colours and use lights and reflective gear at night.  
 Use a bell or a horn.  

Ridesharing 

The best and safest option for ridesharing is to rideshare with a friend or 
person you trust. If you know someone who has a car and will be travelling to 
or from PEI, you could plan to get a ride with them, and they may ask for some 
payment to help cover fuel. There are also online ridesharing platforms that 
can be used:  

 Hitch Planet is a website that will require you to sign in and pay online, 
but you get more information about the driver. 

 Kjiji is a free website that lets you email people to buy and sell. They 
have rideshare listings. 

  

https://www.viarail.ca/en
https://www.hitchplanet.com/
http://www.kijiji.ca/b-rideshare-carpool/charlottetown-pei/c5l1700119
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Resources 
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Here are some of the organizations and resources that may be useful for 
migrant workers (this is not a complete list):  

Immigration, Refugees and 
Citizenship Canada (IRCC) 
Department within the federal 
government that oversees 
immigration and temporary 
residency rules and applications. 

Toll-free: 1-888-242-2100 
Website 

 
Employment and Social 
Development Canada (ESDC) 
The federal government department 
that oversees Canadian labour 
market matters and processes 
Labour Market Impact Assessment 
applications. This department also 
manages the Employment 
Insurance (EI) system. 

Toll-free: 1-800-622-6232 
Website 
 

 

 

 
 

Service Canada Confidential Tip 
Line:  
This tip line can be used to 
anonymously report abuse of the 
Temporary Foreign Worker Program. 
Phone line: callers can leave a 
confidential voicemail to report 
abuse of TFWP. Online tool: use 
website to make confidential report. 
For both reporting methods, include 
information such as: location and 
name of the business or 
individual(s), including their 
contact information, if known, and 
any details of the abuse. The Tip 
Line does not provide support to 
victims of abuse. 

Toll-free: 1-866-602-9448 or use the 
Online Fraud Reporting Tool.  

 

 

  

https://www.canada.ca/en/immigration-refugees-citizenship.html
https://www.canada.ca/en/employment-social-development.html
https://www.canada.ca/en/employment-social-development.html
https://www.canada.ca/en/employment-social-development/corporate/transparency/access-information/prevention-signalement-fraude/report-online-fraud.html


 

Guide for Migrant Workers | 54 

Employment Standards Branch 
of Prince Edward Island 
This is a branch of the PEI 
Government that manages the 
Laws that employers must follow. 
To get information about the 
Employment Standards Act you can 
call them or visit their website. You 
can contact them to ask questions 
about PEI’s laws concerning work 
conditions and your pay. You can 
also arrange for a representative to 
meet with you at one of the 
government offices around PEI. 
Their services are confidential, so 
no one will know that you talked to 
them. If your employer is breaking 
the rules of this Act, you can decide 
to file a formal complaint. If a 
hearing is held, they can arrange for 
a translator to be present. 

Click here for a link to information 
posters in various languages. 

Toll Free: 1-800-333-4362 
Website 
 

 

 

 

 

 

Workers Compensation Board 
You can call the Workers 
Compensation Board if are injured 
at work, you have questions about 
the Occupational Health and Safety Act, 
or if you are concerned about 
danger in your work place.  

Toll-free: 1-800-237-5049 
Website 

Access PEI 
The provincial government agency 
that administers services such as 
health cards and driver’s licenses, 
benefits, and more.  

Phone: 902-368-5200  
Website 

  

https://www.princeedwardisland.ca/en/information/workforce-and-advanced-learning/employment-standards-guide-and-posters
http://www.peiemploymentstandards.com/
http://www.peiemploymentstandards.com/
http://www.wcb.pe.ca/
https://www.princeedwardisland.ca/en/information/transportation-infrastructure-and-energy/access-pei-locations?utm_source=redirect&utm_medium=url&utm_campaign=accesspei
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Health PEI 
Health PEI is responsible for public 
health services on PEI. Their website 
has information about health 
services. If you want to visit a 
doctor, you can find the closest 
walk-in clinics and hospitals. You 
must have a valid health card to 
see a doctor for free. 

Toll Free: 1-800-321-5492 
Website 
 

 

 

 

 

 

 

 

 

 

 

 

 

Community Legal Information 
Association (CLIA) 
CLIA is an organization that will 
provide you with confidential 
information about the law, across 
many subjects (i.e., women’s rights, 
employment law, housing, abuse, 
etc.), and refer to you other services. 
They will provide help regardless of 
your status in Canada. If you do not 
speak English or French they may 
use internet translation services to 
communicate, if there are no staff 
who can help. You can email, phone, 
or visit their office in Charlottetown. 
They can also refer you to other 
services. 

Toll Free: 1-800-240-9798 
Email: clia@cliapei.ca 
Website 
 

 

  

https://www.princeedwardisland.ca/en/topic/health-pei
https://www.princeedwardisland.ca/en/topic/health-pei
mailto:clia@cliapei.ca
http://www.cliapei.ca/
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PEI Human Rights Commission 
The PEI Human Rights Commission 
is an organization that accepts 
complaints about unfair treatment. 
You may issue a complaint with 
this organization and begin a legal 
process. Their website provides 
information about your rights in 
Canada, and how to file a 
complaint. They also have 
information booklets on your rights 
as a worker. 

Phone: 902-368 -4180 
Toll Free: 1-800-237-5031 
Email: lbuell@peihumanrights.ca 
Website 
 

 

 
 

 

 

 

 

 

 

 

Career Development Services 
This organization offers free, 
confidential job search services 
through employment resource 
centres across PEI. Job seekers can 
use the computers at the centre for 
job search, and the staff will help 
you develop a resume and cover 
letter. Also, the staff can work with 
you in person and by email. The 
staff are not trained to help with 
work permits.  

Bloomfield: Bloomfield Mall  
Phone: 902-859-2776 
oleary@careerservicespe.com 

Charlottetown: 160 Belvedere  
Phone: 902-626-2014 
chtown@careerservicespe.com 

Montague: 500 Main Street  
Phone: 902-838-5453 
montague@careerservicespe.co 

Souris: 175 Main Street 
Phone: 902-687-1526  
lynorr@careerservicespe.com 

Summerside: 674 Water St. E. 
Phone: 902-436-0706 
Email: sside@careerservicespe.com 

Wellington: Place du Village 
Phone: 902-854-4156 

 

  

mailto:lbuell@peihumanrights.ca
http://www.peihumanrights.ca/
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Cooper Institute 
This organization is a small, PEI, 
non-governmental organization. 
They work for social justice locally 
and globally. This includes the 
rights of Temporary Foreign 
Workers (TFWs) in PEI. If you 
contact Cooper Institute, your 
identity will be kept confidential. 
You can call if you have a problem, 
or if you know someone in PEI who 
is in a difficult situation. If your job 
or the place you live is abusive or 
unsafe, the Cooper Institute might 
be able to issue a complaint to the 
government, and your name will not 
be used. There is a staff who speaks 
Spanish, and volunteers who speak 
other languages. They also help 
Canadians learn more about 
supporting Temporary Foreign 
Workers, and build community 
connections. Even if you do not 
have a problem, Cooper Institute 
would be happy to hear from you. 
The office of Cooper Institute is 
open Monday-Friday, 8am-5pm. If 
you call on the weekend or in the 
evening, leave a message and let 
them know how and when to 
contact you. 

Phone: (902) 894-4573 
Toll Free: 1 (877) 894-4573 
Email: cooperinstitute@eastlink.ca 
Address: 81 Prince Street, 
Charlottetown, PEI 
Website 
 
 

Catholic Family Services 
Bureau 
This organization provides low-cost 
counselling and mental health 
support. This organization provides 
non-religious support to people of 
all faiths. 

Phone: (902) 894-3515 
admin@catholicfamilyservicebureau.ca 
Address: 129 Pownal Street, 
Charlottetown 
Website 

 

 

 

 

 

 

 

 

 

 

 

 

 

http://www.cooperinstitute.ca/
mailto:admin@catholicfamilyservice.ca
http://www.catholicfamilyservicesbureau.com/
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PEI Association for Newcomers 
to Canada (PEI ANC) 
This is PEI’s newcomer settlement 
agency. There is a settlement 
worker who helps temporary foreign 
workers when they have questions 
about their status, their options, 
and their rights. This worker can 
help you if you have questions 
about qualifying or applying for 
status or programs. PEI ANC also 
has a volunteer language teacher 
program, which might be able to 
help you learn English or prepare 
for a language test. They also hold 
social events and festivals. 
Everything is confidential. If your 
children are with you in Canada, 
they can help your children with 
school registration and other free 
programs. 

Phone: (902) 628-6009 
Email: info@peianc.com 
Address: 49 Water St., 
Charlottetown 
Website 
 

 

 

 

 

Consulates 
Ecuadorian Consulate General 
2055 Peel, Suite 601, 6th floor 
Montreal, QC H3A 1V4, Canada 
Phone: (+1) 514-874-4071 
Fax: (+1) 514-874-9078 
cecumontreal@cancilleria.gob.ec 
info@consecuador-quebec.org 
Website 
 
Guatemalan Consulate General 
1255 University Street, Suite 512 
Montréal, QC H3B 3B6, Canada 
Phone: (+1) 514-397-2348 
Fax: (+1) 514-667-2469 
consmontreal@minex.gob.gt 
Website 

El Salvadoran Consulate General 
2055 Peel Street, Suite 840 
Montréal, QC H3A 1V4 
Canada 
Phone: (+1) 514-861-6514 or 
(+1) 514-817-6515 
Fax: (+1) 514-861-6513 
consuladoelsalvador@gc.aira.com 
 
Jamaican Consulate General 
303 Eglington Avenue East 
Toronto, ON M4P 1L3, Canada 
Phone: (+1) 416-598-3008 
Fax: (+1) 416-598-4928 
Email: info@jcgtoronto.ca 
Website 

  

http://www.peianc.com/
mailto:info@consecuador-quebec.org
http://www.montreal.consulado.gob.ec/
http://www.consmontreal.minex.gob.gt/Home/Home.aspx
mailto:info@jcgtoronto.ca
http://jcgtoronto.ca/
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Mexican Consulate General 
2055 Rue Peel, Suite 1000 
Montreal, QC H3A 1V4, Canada 
Phone: (+1) 514 288 2502 
Fax: (+1) 514 288 8287 
comexmt@consulmex.qc.ca 
Website 

Philippine Consulate General 
160 Eglinton Avenue East, 7th floor 
Toronto, ON M4P 3B5, Canada 
Phone: (+1) 416-922-7181 
Fax: (+1) 416-922-2638 
consularmatters@philcongen-
toronto.com 
Website 

Chinese Consulate General 
2100 Ste-Catherine West, 8th floor 
Montréal, QC H3H 2T3, Canada 
Phone: (+1) 514-419-6748 
Fax: (+1) 514-878-9692 
consulate_mtl@mfa.gov.cn 
Website 

https://consulmex.sre.gob.mx/montreal/index.php/es/
http://philcongen-toronto.com/
mailto:consulate_mtl@mfa.gov.cn
http://montreal.chineseconsulate.org/chn/
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Access PEI Locations and Briefing Sessions
Copies of the Employment Standards Act and complaint forms are available from:

Employment Standards Branch
161 St  Peters Road, 2nd floor

PO Box 2000, Charlottetown, PEI  C1A 7N8
https://www.princeedwardisland.ca
www.peiemploymentstandards.com

Tel: 1-800-333-4362 or (902) 368-5550 or Fax: (902) 368-5476

Access Alberton
116 Dufferin Street, PO Box 39

Alberton, PE C0B 1B0
accesspeialberton@gov.pe.ca

Tel: (902) 853-8622 or Fax: (902) 853-8625

Access Charlottetown
33 Riverside Drive, PO Box 2000

Charlottetown, PE C1A 7N8
accesspeicharlottetown@gov.pe.ca

Tel: (902) 368-5200 or Fax:(902) 569-7560

Access Montague
41 Wood Island Hill, PO Box 1500

Montague, PE C0A 1R0
accesspeimontague@gov.pe.ca

Tel: (902) 838-0600 or Fax: (902) 838-0610

Access O’Leary
45 East Drive, PO Box 8
O’Leary, PE C0B 1V0

accesspeioleary@gov.pe.ca
Tel: (902) 859-8800 or Fax: (902) 859-8709

Access Souris
Johnny Ross Young Centre

15 Green Street, PO Box 550
Souris, PE C0A 2B0

accesspeisouris@gov.pe.ca
Tel: (902) 687-7000 or Fax: (902) 697-7091

Access Summerside
120 Harbour Drive, PO Box 263 

Summerside, PE C1N 5L2
accesspeisummerside@gov.pe.ca

Tel: (902) 888-8000 or Fax: (902) 888-8306
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Access Tignish
103 School Street, PO Box 450

Tignish, PE C0B 2B0
accesspeitignish@gov.pe.ca

Tel: (902) 882-7351 or Fax: (902) 882-7362

Access Wellington
48 Mill Road, PO Box 58
Wellington, PE C0B 2E0

accesspeiwellington@gov.pe.ca
Tel: (902) 854-7250 or Fax: (902) 854-7255

Briefing Sessions
Group seminars, conducted by staff from the Employment Standards Branch, are 

available to parties wanting further clarification of the act.

New employers are encouraged to arrange an individualized seminar or briefing 
session for their personnel/payroll staff.

For further information or to schedule a briefing, contact the Employment Standards 
Branch at 902-368-5550 or 1-800-333-4362.



III

Introduction

The Guide to Employment Standards in Prince Edward Island was developed to help 
the employer and employee better understand the intent of the employment standards 
legislation.

Legislation cannot cover every possible conflict which may occur in the work place; 
for this reason, the Employment Standards Branch has developed policies to help 
resolve matters in a reasonable and fair manner.

The Employment Standards Act is the main reference throughout this guide. Other 
acts and regulations include: Workers Compensation Act, Youth Employment Act, 
Retail Business Holidays Act, Labour Act, Human Rights Act and the Standard Work 
Week Exemption Order. Copies of all provincial acts and regulations are available 
online at www.princeedwardisland.ca or at Access PEI Centres across the province.

Please Note
This handbook is meant to serve as a guide only and is not a legal document. 
The reader is strongly advised to consult the appropriate provincial act. Neither 
the authors nor the Province of Prince Edward Island are bound by statements 
made herein. Where any difference exists between this guide and the appropriate 
provincial act, the act will be considered correct.
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Application

The Employment Standards Act applies to all employers and employees with the 
following exceptions:

1. Only sections of the act pertaining to payment and protection of pay, complaints 
and enforcement, protection of complainants and offences and penalties apply 
to:

 a) salespersons whose income is derived primarily from commission on sales; 
and

 b) farm labourers (this does not include employees in an undertaking that in 
the opinion of the board is a commercial undertaking).

2. Sections 5 and 5.1 of the act, dealing with minimum wage, and Sections 15 and 
15.1, dealing with hours of work, do not apply to: 

 a) persons employed for the sole purpose of protecting and caring for 
children, handicapped or aged persons in private homes; and

 b) employees of a non-profit organization who are required by terms of their 
employment to live-in at a facility operated by the organization.

3. For employees covered by a collective agreement, only the provisions of the act 
relating to parental, maternity and adoption leave; compassionate care leave; 
reservist leave; sexual harassment; paid holidays; payment and protection of 
pay; protection of complainants and complaints and enforcement apply.

4. A provision in an employment agreement is void and of no effect if it provides 
a lesser benefit to the employee than what the legislation  would otherwise 
provide.  A provision in an agreement that provides a greater benefit to the 
employee will prevail over the legislation.

Reference: Section 2
  Employment Standards Act



2

Banking of Overtime

Employers are required to pay employees for hours worked in excess of the standard 
work week (Section 15.1)

However, an employee can choose, instead, to accumulate or “bank” hours worked 
in excess of the standard  work week to be taken later as paid time off if:

1. the employer agrees to the employee’s written  request to have such hours 
accumulated; and 

2. the paid time off is taken by the employee within three months of the work 
week in which the overtime was earned. 

An employer must compensate an employee at the rate of 1.5 hours of paid time off 
at the employee’s regular  rate of pay for every hour of accumulated overtime used 
up by the employee. 

An employee with accumulated overtime hours remaining after employment ends 
must be compensated by the employer at the rate of 1.5 times the employee’s regular 
rate of pay for every one hour of overtime accumulated in excess of the standard 
work  week.

It is the employer’s responsibility to keep complete and accurate records of any 
overtime that is accumulated and used up by the employee.

Reference: Sections 15, 15.1
  Employment Standards Act

Commission Salespersons

Salespersons who derive their primary source of income from commission on sales 
are considered exempt from the act except, generally, for the right to a wage, a pay 
statement and payment on a timely basis.

Individuals whose wages are comprised of salary plus commission are considered to 
be employees under the act if salary represents the majority of their wages.

Reference: Section 2
  Employment Standards Act
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Continuity of Employment

When an employee continues to work for a business that has been sold, transferred 
or leased, the employee’s employment is not considered to be terminated.  An 
employee’s period of continuous employment with the seller is to be added to the 
employee’s period of employment with the purchaser for determining the employee’s 
overall length of service with the purchaser of the business. Overall length of service 
can be used to determine the employee’s entitlement to notice of termination, paid 
vacation, sick, family, maternity, parental or adoption leaves.

The purchaser of the business is not required to recognize the employee’s period of 
employment with the seller if the purchaser hires the employee more than 13 weeks after 
the date of sale of the business or the last day of the employee’s employment with the 
seller  – whichever occurs first.

Reference:  Section 28.1
   Employment Standards Act

Contract Employees

A person hired to perform a specific amount of work for an agreed-upon price must 
be made aware by their employer that they have been hired as a self-employed 
person. It is the responsibility of the employer to confirm with an Employment 
Standards Branch inspector that the contract employee was made aware they were 
hired as a self-employed person, that the amount agreed upon is all monies to be paid 
and that the employer has no further obligations under the act, i.e., vacation pay, paid 
holidays, etc.
    

Deductions From Employee’s Pay

Cash Shortages
Employers cannot make any deduction from an employee’s pay to cover cash 
shortages if the employee does not have sole control of the cash and the cash cannot 
be secured by the employee when it is necessary to leave it unattended.

If a cash shortage occurs, the employer must advise the employee at the end of 
the employee’s shift and permit the employee the opportunity to explain or find 
the shortage. If an employer can verify to the satisfaction of an inspector that an 
employee is responsible for a cash shortage before the end of the employee’s pay 
period during which the cash shortage occurred, the employer may deduct the 
amount of the cash shortage from the employee’s pay.

Reference: Section  5.5
   Employment Standards Act



4

Pay Deductions
Employers can only make a deduction from an employee’s pay when the deduction is:

1. required or authorized by statute;
2. agreed in writing by the employer and the employee;
3. ordered by a court;
4. the result of a previous advance of pay to the employee; 
5.  a group benefit plan that the employee participates; 
6. an employee-requested contribution towards a savings plan; or
7. authorized by the Minimum Wage Order.

Employers cannot deduct from an employee’s pay in the following situations:
1.  when a customer of the employer receives a service or product without   
 paying for it; or 
2.   for faulty work done by the employee or damage done to the property   
 of the employer by the employee.

Reference: Section 5.5
  Employment Standards Act
Uniforms
Employers cannot deduct pay from an employee for uniforms or footwear 
supplied or required by the employer and which are unique to the employer’s 
business. An employer may require a deposit of up to 25 percent of the cost 
of a corporately identified uniform. The deposit must be reimbursed when 
employment ends and the uniform is returned to the employer. Employers 
should have employees sign for receipt of various items of the uniform.

Reference: Section 5.5
  Employment Standards Act

Directors’ Liability
Directors of a for-profit corporation including a co-operative association are 
individually and collectively liable along with the corporation to an employee for 
unpaid pay up to a maximum amount of six months pay that becomes payable during 
the period they were directors. This liability can arise if:

1. the corporation is insolvent and an employee’s claim filed with a receiver or 
trustee has not been paid; or 

2. the Employment Standards Branch or Employment Standards Board has 
issued an order to the corporation and the corporation has failed to comply 
with the order for payment of pay within 30 days of its issue. 

A director will not be liable for unpaid pay if the director has exercised the degree 
of care, diligence and skill of a reasonable person to ensure that pay owing to an 
employee was paid.  Directors of non-profit corporations are not subject to this 
liability. 

Reference: Section 5.7
  Employment Standards Act
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Discrimination Against a Complainant
An employer cannot discriminate against an employee because the employee 
has made a complaint under this act or has testified or is about to testify in any 
proceedings relative to enforcement of this act.

Reference: Section 35
  Employment Standards Act
 

The Employment Standards Board
The Employment Standards Board is the independent and impartial tribunal 
responsible for the day-to-day application and interpretation of the Prince Edward 
Island employment standards legislation. The board consists of eight members, three 
representing employees, three representing employers and a neutral chair and vice-
chair. The Board has the authority to hold hearings, issue decisions and remedy any 
conduct found to be contrary to the act.

The board meets at least once a year to review the Minimum Wage Order and has the 
authority to specify when and under what conditions deductions may be made from 
the wages of an employee and what notification the employee should be given prior 
to such deduction. 
Board Hearings
When a formal complaint is received by the Employment Standards Branch, an 
inspector investigates the complaint and issues a decision to the complainant. Where 
the employer or employee feels the inspector has erred in their decision, either party 
may appeal to the Employment Standards Board for a final resolution of the matter.

Board hearings are less formal than a court trial and any affected party may bring 
their own witnesses. Hearings are usually held in Charlottetown. During the board’s 
proceedings, only those directly affected by the matter, or their representatives, may 
participate. The board’s rulings are final and binding. All board decisions can be filed 
in court, if need be; and once filed, can be enforced as a court order.

While there is no appeal from board decisions, the court does have the power to 
review those decisions and set them aside if they exceed board powers under the act 
or involve an interpretation of the law that is obviously unreasonable. The board also 
has the power to reconsider any of its own decisions. The circumstances under which 
the board will do so are limited.

The board does not deal with employers and employees whose terms and conditions 
of work are established by a collective agreement pursuant to the Labour Act except 
for provisions relating to maternity, parental and adoption leave, compassionate 
care leave, reservist leave, sexual harassment, paid holidays and those provisions 
relating to pay and protection of pay, protection of complainants, and complaints and 
enforcement as found in this guide.

Reference: Section 4 and 5
  Employment Standards Act
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Employment Records
An employer must make and keep in Prince Edward Island, for a period of 36 
months after work is performed by an employee, complete and accurate records 
pertaining to the employee. 

Pay records must include the following information:

1. employees name, date of birth, address and social insurance number;
2. wage rate;
3. gross pay and net pay per pay period;
4. hours worked in each day and week;
5. deductions from gross earnings and the nature of each deduction;
6. start and end date of employment;
7. type of work performed by the employee;
8. period of paid vacation or any vacation pay due to be paid to the employee;
9. any paid holiday pay due or paid to the employee;
10. number of overtime hours the employee has accumulated and used;
11. period of a leave of absence and the reason for the absence; and
12. dates of any suspensions, dismissals or layoffs including dates of all notices.

An employer who fails to keep records or keep them up to date and who fails to 
give information or provides false or misleading information to the inspector may 
be guilty of an offence and subject to penalties under Section 38 of the act. 

Reference:  Sections 5.6 and 38
   Employment Standards Act

Farm Labourers
In general, agricultural workers are entitled under the act to:

1. wages;
2.  pay statement; and
3.  payment on a timely basis.

However, agricultural employees are subject fully to the act if they transport,  process or 
package raw product on a farm considered to be a commercial undertaking.  

A commercial undertaking is a farm that: 
a) purchases raw product from other sources for the purpose of processing or 
packaging; and

b) at least half of the amount of raw product it processes or packages was purchased.
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Filing a Complaint
You may feel that your employer/employee has acted in a manner that violates 
the Employment Standards Act. If this happens, you can file a complaint with the 
Employment Standards Branch. Complaint forms are available at all Access PEI 
Centres or our office in Charlottetown or online at www.peiemploymentstandards.com. 

The complainant is expected to file all documentation and information in their 
possession relevant to the complaint. The complainant is expected to have attempted 
to resolve the matter with their employer/employee prior to filing a complaint.

When an inspector begins to investigate a complaint, they will talk to the person 
who made the complaint to clarify all issues in dispute. If the inspector finds the 
respondent has violated the Employment Standards Act, the inspector will talk to the 
respondent about the problem and how to correct it. Correcting it may mean: keeping 
better payroll records, compliance with specific sections of the act or paying money 
that the inspector has determined the respondent owes.

If the respondent does not agree with the inspector, the inspector may issue an order 
that states what the respondent must do to ensure that the Employment Standards 
Act is followed. The order also gives the respondent a chance to appeal the decision 
to the Employment Standards Board. The respondent has 10 working days from the 
day they received notice of the decision to file an appeal. Failure to respond within 
the 10-day time limit will result with a judgment being filed in the Supreme Court of 
Prince Edward Island.

Reference:   Section 30
    Employment Standards Act

Full-time, Part-time and Casual Designation
In general, the Employment Standards Act and Regulations make no distinction 
between an employee’s work classification.

The employer has the right to schedule all hours of work and overtime as long as it 
complies with the requirements of the act.

Reference:  Section 15
   Employment Standards Act
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Hiring An Employee

An employer should clearly define the conditions of employment at the time of 
hiring. It is in everyone’s best interest to do so and, when possible, the conditions of 
employment should be in writing.

The employer should deal with the following issues at the time of hiring:

1. inform the employee about the organization and the main tasks they will be 
performing;

2. the wage rate and method of payment (cheque, direct deposit, cash – if cash is 
the method of payment, the employer must obtain signed receipts);

3. any deductions from the pay cheque aside from the statutory deductions;
4. where applicable, the sum charged for room and board or the sum withheld 

for a uniform;
5. the employee’s work schedule;
6. the normal work week;
7. the payment of overtime;
8. the duration and time of the meal and rest period (paid or unpaid);
9. insurance plans;
10. coffee breaks;
11. ensure all company policies and rules are explained to the employee or signed 

by the employee;
12. sexual harassment policy; and

13. explain to the employee how and when gratuities will be distributed, if you 
collect them on the employee’s behalf.   

Home Care Service

Persons employed to care for individuals in private homes are subject to the 
legislation except for minimum wage and overtime pay. When hiring an employee 
for health care, whose service is not provided by a health care organization, it is 
important that both parties are aware of duties expected and benefits to be provided. 
The agreed-upon arrangements should be documented and signed by both parties.

Persons who employ the services of a home-care worker, without utilizing the 
services of a hiring agency, should contact:

Canada Revenue Agency, Business Services (Source Deductions)
Toll-free 1-800-959-5525

for confirmation of the employer/employee relationship and the financial obligations 
that may apply.
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Meal and Rest Periods

An employee is entitled to a one half-hour unpaid break every five consecutive hours. 
This half-hour break cannot unreasonably be denied. Occasions do arise in certain 
circumstances where employees do not get the full half-hour break at one time; and in 
such circumstances, the employer must pay for the half hour.

An employee is not required to remain on the premises of the employer during the 
half-hour unpaid break.

Every employee is entitled to a rest period of at least 24 consecutive hours in every 
seven-day period and whenever possible the rest period shall include Sunday.

Reference: Sections 16(1) 16(2) and 16(3)
  Employment Standards Act

Notice of Termination

The first six months of employment is considered a probationary period. During this 
period, the employer may terminate an employee without any requirement for notice 
or compensation. The employee, likewise, can terminate their employment without any 
requirement for notice or penalty.

An employer cannot reduce the hours of work, rate of pay or benefits of the 
employee during the notice period. The employer cannot consider vacation time 
as part of the notice period. 

Notice Required for an 
Employer to Terminate 
Employment Relationship 
Without Just Cause

Notice Required for an 
Employee to Terminate 
Employment Relationship

less than 6 months 
continuous employment no notice required no notice required

6 months to 5 years 
continuous employment

2 weeks’ notice or pay in 
lieu of notice 1 weeks’ notice

5 years to 10 years 
continuous employment

4 weeks’ notice or pay in 
lieu of notice 2 weeks’ notice

10 to 15 years continuous 
employment

6 weeks’ notice or pay in 
lieu of notice 2 weeks’ notice

more than 15 years 
continuous employment

8 weeks’ notice or pay in 
lieu of notice 2 weeks’ notice

The act requires that both parties provide written notice but situations can arise where 
this does not happen. When the inspector can confirm verbal notice was provided by 
either party, in order to resolve the matter in a fair and reasonable manner, will allow 
such notice.
An employee who receives a written notice of termination but continues to work for 
the employer for one month or more beyond the notice period can only be terminated 
if the employer provides a new written notice.
In order to end an employee’s job without notice or pay in lieu of notice, the employer 
must show that they have just cause.
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Example: The employer has made their expectations clear to the employee 
and has warned them that not improving their behaviour could lead to their 
being dismissed.

There are situations, such as theft, where the above criteria would not apply. The 
employer, however, must be able to confirm their allegation of theft or must have 
initiated prosecution proceedings at which time the inspector will suspend further 
proceedings until the court or police have concluded their findings.

Employers should consider the implementation of a progressive discipline 
policy which could involve a verbal warning, written warning, a suspension then 
termination of the employee. The discipline should depend on the severity of the 
situation.

Condonation becomes an issue when the employer has not corrected a past 
behaviour, ignores an employee’s poor performance at work and then finally 
dismisses the employee for the same poor behaviour. An employee has to be told 
that the employer will no longer tolerate the poor performance. The employee must 
understand the consequences if their performance does not improve.

There are certain circumstances where the employer does not have to provide notice 
of termination such as,

1. complete or partial destruction of the place of employment;
2. destruction or breakdown of machinery or equipment;
3. inability to obtain supplies or materials; or
4. cancellation, suspension, or inability to obtain orders for the products of the 

employer if the employer has exercised enough care to foresee and avoid the 
cause of termination or layoff.

An employer is also not required to provide notice prior to termination: 
1. if an employee is terminated or laid off because of labour disputes, weather 

conditions or actions of any governmental authority that directly affect the 
operations of the employer; 

2. if an employee was hired to do a specific task for a period of 12 months or 
less; 

3. when an employee is offered reasonable other employment by the employer; 
or

4. when an employee is laid off due to lack of work for a period of six 
consecutive days or less.

Any agreement made between the parties which provide for more notice of 
termination than that provided for in the act, prevails over the act.

Prior to terminating long-term employees, it is advisable for the employer to seek 
legal advice on what would constitute appropriate compensation.
Shortage of work does not justify termination without notice unless it meets the 
criteria in Section 29.

Reference:  Section 29
   Employment Standards Act
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Orientation / Training

In certain instances the employer may request that a new employee participate in a 
short orientation period without pay to become familiar with the organization and 
learn the techniques involved with the job. This arrangement is allowed provided the 
individual agrees to the orientation period and the individual does not physically 
perform work for the employer which would provide financial gain or would 
otherwise be performed by another employee.

Overtime

The standard work week in Prince Edward Island is 48 hours. Each hour of work 
performed by an employee beyond 48 hours in any given week is considered an 
overtime hour.  Each overtime hour is subject to overtime pay.  Overtime pay shall 
be paid at time and one-half of the employee’s regular rate of pay.

Banking of Overtime

See Banking of Overtime, page 2

Exceptions to Standard Work Week 

Due to down time, the seasonal nature and the effect weather conditions have on 
certain industries, the Employment Standards Board has issued an Exemption Order 
extending overtime hours to specific industries. Please contact the Branch for details 
about these industries.

Reference: Section 15 , 15.1
  Employment Standards Act
  Standard Work Week Exemption Order
 

Paid Holidays (Statutory Holidays)
The Employment Standards Act gives employees who qualify, seven paid holidays 
per year. The holidays are New Year’s Day, Islander Day, Good Friday, Canada Day, 
Labour Day, Remembrance Day and Christmas Day.

In order to qualify for these holidays an employee must:
1. be employed at least 30 calendar days prior to the holiday;
2. have earned pay on at least 15 of the 30 calendar days prior to the holiday; 

and
3. have worked their last scheduled shift prior to the holiday and first 

scheduled shift after the holiday.

An employee who qualifies for the paid holiday but does not work on that day is 
entitled to the day off with the employee’s regular day of pay.

An employee who qualifies for the paid holiday but does not work on that day 
because the paid holiday falls on a day that is not the employee’s normal work day is 
entitled to another day off with the employee’s regular day of pay. The employer can 
grant the paid holiday to the employee on either: 
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1. the working day immediately following the paid holiday; or 
2. the day immediately following the employee’s paid vacation; or
3. on another day agreed upon by the employer and employee before the 

employee’s next paid vacation.
An employee who qualifies for the paid holiday and who also works on that day must 
be paid either: 

1. the equivalent of a regular day’s pay plus 1.5 times the employee’s regular rate 
of pay for the hours worked on the paid holiday; or 

2. regular pay for the hours worked on the paid holiday plus another day off with 
a regular day’s pay in lieu of the holiday on a date agreed upon by both the 
employer and the employee before the employee’s next paid vacation.

An employee employed under an arrangement whereby they may elect to work or not 
to work when requested to do so does not qualify for the paid holiday.

Likewise, an employee who agrees to work
1. on a paid holiday; or
2. on the last scheduled shift before the paid holiday or the first scheduled shift 

after the paid holiday

but who does not have a good reason for failing to report to work is not entitled to  the 
paid holiday. An employee on paid vacation leave may qualify for the paid holiday.

To calculate the paid holiday pay owing to an employee with varying work hours, the 
employer must total the number of hours the employee worked in the 30 calendar days 
prior to the paid holiday and divide the total hours by the number of days worked in 
that same 30-day period.

Example: If an employee worked a total of 80 hours in the 30 calendar-day period 
prior to the holiday and it took 20 days to work the 80 hours, the employee would be 
entitled to four hours pay for the holiday. 

Reference: Sections 6, 7 ,8 and 9
  Employment Standards Act

Pay
In general, an employee subject to the act must receive at least the minimum rate of 
hourly pay or equivalent.  Contact the Branch at www.peiemploymentstandards.com or 
telephone (902) 368-5550 for details on the current minimum wage rate. 

An employee must be paid either in lawful currency of Canada, by a cheque drawn 
upon a financial institution and honoured by that institution or by direct deposit into an 
account of the employee in a financial institution. 

An employer must give notice to an employee of any reduction in the employee’s 
regular rate of pay at least one pay period before the start of the pay period in which 
the reduction is to take place.

The Employment Standards Branch might not accept a complaint about unpaid pay 
if the employee has sued the employer in court or if the employer has taken a court 
action against the employee for theft or unpaid monies. Any action by the branch may 
be delayed until after final disposition by the court.
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Pay Stubs
Every employer must furnish to every employee, at the time wages are being paid, a 
statement in writing, showing the following:

1. name and address of the employer and name of the employee;
2. the period of time or the work for which the employee is being paid;
3. the rate of wages to which the employee is entitled and the number of hours 

worked;
4. the gross amount of wages to which an employee is entitled;
5. the gross amount of any vacation pay being paid to the employee;
6. the gross amount of any pay in lieu of notice of termination being paid to the 

employee;
7. the amount and purpose of each deduction;
8. any bonus, gratuity, living allowance or other payment to which the employee 

is entitled; and
9. the net amount of money being paid to the employee.

Electronic Pay Stubs
An employer may provide a pay statement to an employee electronically if the 
employer provides to the employee, through the employee’s place of employment:

1. confidential access to the electronic pay statement; and
2. a means of making a paper copy of the electronic pay statement.

Reference: Section 5.3
  Employment Standards Act

Pay Periods
An employee’s pay period must not exceed 16 days. In the event that employment is 
terminated, an employee must be paid no later than the next regular pay period after 
the one in which their employment ceased.

All pay earned by an employee during a particular pay period must be paid to an 
employee on a pay day that is no more than five working days from the close of that 
pay period.  

Reference: Section 5.2
  Employment Standards Act

Piece Work
Some employers pay employees by the amount they produce and not by the hour. 
This arrangement is called “piece work.” An employer cannot pay an employee less 
for piece work than the employee would have earned at the minimum wage for the 
number of hours worked.

Policy and Procedures Manuals
When an employer has an established policy which provides a greater benefit 
to the employee than that derived under the Employment Standards Act, the 
employer is required to honour that policy.
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Powers of the Inspector
To ensure that the provisions of the act are complied with, an inspector may enter 
premises where a person is or has been employed at any reasonable time for the 
purpose of inspection, investigation or examination of conditions of employment. 
The inspector may inspect, examine and take extracts from all books, payrolls and 
other records of an employer that in any way relate to conditions of employment 
affecting any of the employer’s employees.

Reference: Section 3(2)
  Employment Standards Act

Records of Employment (ROE)
The Employment Standards Branch does not recover records of employment. The 
record of employment is a federal document over which the Employment Standards 
Branch has no control.

For further information, contact Service Canada at 1-800-OCANADA (622-6232) 

The only time an inspector will deal with an ROE is during the investigation of a 
complaint filed under the Employment Standards Act.

Reporting Pay
A work shift must not be scheduled for less than three hours. Each time an employee 
is required to report to work, or for a work-related activity, they must be paid for at 
least three hours.
Staff meetings or other similar call-ins which are optional do not have to be paid for 
by the employer; but to encourage attendance, the employer has the option of paying 
the employee their regular rate of pay for the meeting period.
Staff meetings or call-ins which are mandatory must be compensated at no less than 
three hours.
The responsibility lies with the employer to effectively schedule their employees to 
avoid unnecessary call-ins and staff meetings.

Reference: Section 17
  Employment Standards Act

Right to Return to Work
If a non-construction worker has been employed for a continuous twelve month 
period and is injured at work, their employer cannot dismiss, suspend, lay-off, 
penalize, discipline or discriminate against the worker because the worker suffered 
personal injury by accident provided the worker is entitled to compensation under 
the Workers’ Compensation Act.

The employer is required to hold the employee’s position, or an equivalent position, 
with no decrease in pay and with no loss of seniority or benefits accrued up to the 
commencement of that period, for the duration of two years.

Where a construction worker suffers an injury by accident to which the worker was 
entitled to compensation and in opinion of the Workers’ Compensation Board is able 
to resume work, the employer shall permit the worker to resume work in the position 
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the worker held immediately before the commencement of the period in which the 
worker was entitled to compensation.

The construction project and position must exist at the time the worker is able to 
resume work.

For further information, contact the Workers Compensation Board at 902-368-5680 
or 1-800-237-5049 

Reference: Section 86
  Workers Compensation Act

Sexual Harassment
Every employee is entitled to employment free from sexual harassment. The employer 
has an obligation to ensure that no employee is subjected to sexual harassment. Every 
employer has an obligation to have a sexual harassment policy posted on their 
premises where it is readily available to all employees. All employees must be made 
aware of the policy and its requirements. Employers may utilize the following generic 
policy established by the Employment Standards Branch.

• Sexual Harassment means any conduct, comment, gesture or contact of a 
sexual nature:

  a) that is likely to cause offense or humiliation to any employee; or
b) that might, on reasonable grounds, be perceived by that employee 
as placing a condition of a sexual nature on employment or on any 
opportunity for training or promotion.

• Every employee is entitled to employment free of sexual harassment.
• The employer will make every reasonable effort to ensure that no employee is 

subjected to sexual harassment.
• The employer will take appropriate disciplinary measures against any person 

under its direction who subjects an employee to sexual harassment.
• Complaints of sexual harassment may be made to the employer or the 

supervisor. The supervisor to whom a complaint is made will ensure that it is 
brought to the attention of the employer.

• The employer will not disclose the identity of a complainant except where 
disclosure is necessary for the purposes of investigating a complaint or taking 
disciplinary measures in relation to a complaint.

• Employees are advised that the Human Rights Act (RSPEI 1988, Cap. H-12) 
prohibits discrimination on the basis of sex which has been interpreted as 
including sexual harassment. Any person alleging discrimination has a right 
to file a complaint with the PEI Human Rights Commission under the act. For 
further information, contact the Human Rights Commission at 902-368-4180 
or 1-800-237-5031. 

Reference: Sections 24 to 28
   Employment Standards Act

   Section 1(1)(d)
   Human Rights Act
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Special Leaves
1. Bereavement Leave
2. Compassionate Care Leave
3. Family Leave
4. Parental Maternity and Adoption Leave
5. Critically Ill Child
6. Crime Related Disappearance or Death of a Child
7. Sick Leave
8. Reservist’s Leave
9. Court Leave
10. Domestic Violence / Intimate Partner Violence / Sexual Violence Leave

The condition of special leave is that the employer-employee relationship remains in 
effect and the employee is guaranteed the right to return to work.

For the purposes of “special leave”, immediate family includes spouse, common law 
spouse, child, parent, brother or sister of the employee; extended family includes 
grandparent, grandchild, aunt, uncle, brother-in-law, sister-in-law, mother-in-law, 
father-in-law, son-in-law or daughter-in-law of the employee.

Bereavement Leave
a) An employee is entitled to a leave of absence of one day of paid leave and up to 
two consecutive days of unpaid leave on the death of a member of the employee’s 
immediate family. The paid day of bereavement leave is calculated at the 
employee’s regular rate of pay. When the paid day of bereavement occurs during  
an employee’s paid vacation, the vacation is extended by one working day.

b) An employee is entitled to an unpaid leave of absence of up to three 
consecutive days on the death of a member of the employee’s extended family.

An employee must begin bereavement leave no later than the day of the funeral or 
the memorial service.

Reference: Sections 23
   Employment Standards Act

Compassionate Care Leave
An employee is entitled to an unpaid leave of absence of up to 28 weeks to provide 
care and support to a member of the immediate or extended family or to any 
person whom the employee considers to be like a family member. The person who 
is receiving care and support must have been diagnosed with a serious medical 
condition carrying with it a significant risk of death within 26 weeks.

If the employer requests it in writing, the employee must provide a certificate from a 
qualified medical practitioner.

This leave must be taken in at least one week intervals.  The leave will begin on the 
first day of the week in which the leave commenced and will end on the last day of 
the week in which the family member dies or at the end of 28 weeks.

Reference: Sections 22.3
   Employment Standards Act
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Family Leave
After six months continuous employment with an employer, an employee is entitled 
to unpaid leaves of absence of up to three days during a twelve-month period to meet 
immediate and extended family responsibilities. 

Reference: Section 22.1
   Employment Standards Act

Maternity, Parental and Adoption Leave
Maternity leave is an unpaid leave of absence granted to pregnant employees, which 
can last up to 17 weeks.  The employee can start the leave up to 13 weeks before the 
expected date of delivery and may take leave up to six weeks after the date of delivery.  
Employees who have worked for the same employer for at least 20 weeks in the 52 
weeks prior to the start date of the leave; and who are currently employed by the same 
employer are eligible for this leave.
An employer can require that an employee take an unpaid leave of absence up to three 
months if her pregnancy interferes with her work.
The Employment Standards Act also allows parents to take parental leave to care 
for their newborn children.  To qualify, an employee must have worked for the same 
employer for at least 20 weeks in the 52 weeks prior to the start date of the leave and 
must also be currently employed by the same employer.  Unpaid leave can be taken for 
up to 62 weeks.  The total leave for both parental and maternity leave cannot exceed  
78 weeks.
Adoption leave provides for 62 weeks leave. To qualify, an employee must have 
worked for the same employer at least 20 weeks in the 52 weeks prior to the start 
date of the leave and must also be currently employed by the same employer.  The 
combined adoption leave for both parents cannot exceed 62 weeks.  
To take maternity/parental/adoption leave, an employee must give the employer at least 
four weeks written notice of both the date on which they will be going on leave and the 
date they plan to return to work. 
If an employee is taking both maternity and parental leave, she must take them 
consecutively and cannot return to work between the two leaves.
The employer may allow the employee to return to work early from parental or 
adoption leave if the employee provides the employer with two weeks written notice of 
the intended date of return.
When an employee returns from maternity/parental/adoption leave, he or she must be 
accepted back into the same position or a comparable one with no loss of pay, seniority 
or benefits.
Extended Leave
An employee can extend their maternity, parental or adoption leave by an additional 
five consecutive weeks if the child has a physical, psychological or emotional 
condition requiring additional parental care.  This additional leave must begin 
immediately following the end of the maternity, parental or adoption leave. 

To extend the leave, an employee must provide at least one week’s notice to the 
employer before the employee’s current leave expires.  If requested by the employer, 



18

the employee must provide a certificate from a qualified medical practitioner 
verifying the child’s condition.

Option to Maintain Benefits During Maternity/Parental/Adoption Leave 

An employer is not obliged to provide benefit plan coverage to employees. However, 
if an employer does provide benefit plan coverage in the workplace then the 
employer must notify the employee in writing of the date beyond which the option 
to continue coverage can no longer be exercised by the employee for a maternity, 
parental or adoption leave.  The written notice must be provided to the employee at 
least 10 days before the date in which the option to continue coverage can no longer 
be exercised.  Examples of benefit plans include life insurance, accidental death, 
extended health and dental.

An employee who chooses in writing to continue coverage of a benefit plan during 
a leave must arrange to pay the costs required to maintain the plan — including the 
employer’s share.  The employer must process the documentation and payments as 
arranged.

Reference: Sections 18 to 22.01
   Employment Standards Act

Leave for a Critically Ill Child
An employee is entitled to an unpaid leave of absence of up to 37 weeks within a 52-
week period to provide care and support to a critically ill child. A critically ill child is 
someone under 18 years of age whose life is at risk as a result of an illness or an injury. 
To be eligible for the leave, an employee must be: 

a) employed for a continuous period of at least three months by the same  
 employer; and 
b) is a parent of the child.  A parent includes someone who is an adoptive / foster  
 parent; a guardian or a spouse of a parent of the child. 

An employee must take the leave of absence in intervals of at least one week within 
the 52-week period. The leave begins on the first day of the work week when either a 
medical practitioner issues a certificate regarding the critically ill child or the employee 
begins the leave before the certificate is issued. The leave ends when either the child dies 
or the employee has taken 37 weeks of leave within the period of 52 weeks. The total 
amount of unpaid leave taken by two or more employees cannot exceed 37 weeks. 
When an employee is a parent of two or more critically ill children, the leave begins 
on the first day of the work week when either a medical practitioner issues the first 
certificate regarding any of the critically ill children or the employee begins the leave 
before the certificate is issued.  The leave ends when either the last of the critically ill 
children dies or the employee has taken 37 weeks of leave within the period of 52 weeks. 
An employee must provide a copy of the medical certificate if the employer makes a 
written request. When an employee returns to work following the end of the leave, the 
employee must be accepted back into the same position or a comparable one with no loss 
of wages or benefits.
Reference:  Section 22.11
   Employment Standards Act
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Leave for a Crime-Related Disappearance or Death of a Child
An employee is entitled to an unpaid leave of absence of up to 52 weeks if the 
employee’s child disappears as a probable result of a crime. If an employee’s child dies 
as a probable result of a crime, an employee is entitled to an unpaid leave of absence of 
up to 104 weeks. A child is someone who is under the age of 18 years. 
To be eligible for the leave, an employee must be: 

a) employed for a continuous period of at least three months by the same employer; 
and 
b) is  a parent of the child.  A parent includes someone who is an adoptive / foster 
parent; a guardian or a spouse of a parent of the child. 

The leave begins on the first day of the work week when either the child disappears or 
dies as a probable result of a crime. An employee must take the leave in intervals of 
at least one week. An employee is not entitled to this leave if the employee is charged 
with a crime related to the disappearance or death of their child. 
In the event of the child’s disappearance, the leave ends on the last day of the work 
week after:

a) 14 days have past since the child is found alive;
b) 14 days have past since circumstances have changed and it no longer seems 
probable the child’s disappearance was the result of a crime;
c) 52 weeks have past since the first day of work week when the child 
disappeared; or
d) the child is found dead. 

In the event of the child’s death, the leave ends on the last day of the work week after:
a) 14 days have past since circumstances have changed when it no longer seems 
probable the child’s death was the result of a crime; or
b) 104 weeks have past since the first day of work week when the child was found 
dead. 

The total amount of unpaid leave taken by two or more employees cannot exceed 52 
weeks if the child has disappeared and 104 weeks if the child has died. 
When an employee returns to work following the end of the leave, the employee 
must be accepted back into the same position or a comparable one with no loss of 
wages or benefits.
An employee must provide reasonable documentation to show entitlement to the 
leave if the employer makes a written request. 
Reference:  Section 22.12 
   Employment Standards Act
Sick Leave
After working continuously for an employer for more than 3 months but for less than 
five years an employee is entitled to unpaid leaves of absence of up to three days for 
sick leave during each calendar year of employment.

An employee with more than five years of continuous employment with the same 
employer is entitled to one day of paid leave and up to three days of unpaid leave 
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during each calendar year of employment. A paid day of sick leave is calculated at 
the employee’s regular rate of pay.

Reference: Section 22.2
   Employment Standards Act

Reservist’s Leave 
An employee who is also a member of the Canadian Forces Reserves is entitled to an 
unpaid period of absence if that employee:
 a) has been employed by the same civilian employer for at least six   
  consecutive months; and
 b) is required to be absent from work for the purpose of training or active  
  duty.
The employee must provide as much notice to the employer as is reasonable in the 
circumstances including the anticipated start and end date of the leave. Such notice 
must be in writing. 

If the employer requests it, the employee must provide verification of the need and 
duration of the period of service for the purpose of training or active duty.  

When an employee returns from reservist leave, he or she must be accepted back into 
the same position or a comparable one with no loss of pay, seniority or benefits.

Court Leave
Court leave is an unpaid leave of absence granted to an employee as a result of 
being summoned or selected to serve on a jury or required to attend as a witness at a 
hearing, application or a proceeding.  The employer-employee relationship remains 
in effect during this leave and the employee is guaranteed the right to return to work.

Reference: Section 23.1
   Employment Standards Act
Domestic Violence / Intimate Partner Violence / Sexual Violence Leave
Effective November 1, 2019, an employee who has been employed for a continuous 
period of three months or more is entitled to up to three days of paid leave and up 
to seven additional days of unpaid leave for domestic violence, intimate partner 
violence or sexual violence leave. The leave must be taken within a 12-calendar 
month period. At the employee’s discretion the leave can be taken a day at a time or 
in one continuous period. 

Domestic Violence, Intimate Partner Violence, and Sexual Violence Leave 
Regulations set out the purposes for which the leave can be taken, calculation of the 
leave, the requirement for confidentiality of information related to an employee’s 
request for leave, and the employer’s ability to request written evidence respecting 
the employee’s need for the leave from certain specified persons. 

Reference: Section 22.4
   Employment Standards Act
   Employment Standards Act Regulations
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Sunday Employment
If an employee began working with a retailer prior to March 17, 2007, he/she can 
refuse to work on any or all Sundays; if an employee began working with a retailer 
between March 17, 2007 and December 15, 2010, he/she can refuse to work on any 
or all Sundays between Christmas Day and the Friday before Victoria Day; if an 
employee began working with a retailer after December 15, 2010, he/she does not 
have the right to refuse to work on Sunday.

The employee must give the employer verbal or written notice of the refusal at least 
seven days before any Sunday to which the refusal applies.

Employees who are eligible to refuse to work on Sundays and who exercise this right 
can not be dismissed, suspended, laid off, penalized, disciplined or discriminated 
against by their employer.

Questions about the Retail Business Holidays Act can be directed to the Office of the 
Attorney General at (902) 368-5653.

Reference: Section 16.1
   Employment Standards Act
   

   Sections 1, 2 and 3
   Retail Business Holidays Act

Tips and Gratuities
Tips and gratuities are the property of the employee who earned them and no 
employer can require an employee to share a tip or gratuity with that employer. In 
addition, an employer can not pass on any administrative charges to an employee. 

An employer, however, can adopt a policy of pooling tips and gratuities for the 
benefit of employees and must advise an employee in writing at the time of hiring 
that this policy is in effect. 

Reference:  Section 17.1 
   Employment Standards Act

     Vacation Leave / Vacation Pay
An employee who works continuously for eight years or less with the same employer 
is entitled to an unbroken paid vacation of at least two weeks after  working for 12 
continuous months.An employee who works continuously for more than eight years 
with the same employer is entitled to an unbroken paid vacation of at least three 
weeks after working for 12 continuous months. 
Pay for two weeks of vacation is calculated at four per cent of an employee’s gross 
earnings; pay for three weeks of vacation is calculated at six per cent. Paid vacation 
leave must be given to the employee no later than four months after completion 
of the 12-month period (This four-month period can be varied if the employer and 
employee agree).
The employee must be given advance notice of one week when their vacation is 
to begin. At least one day before the employee’s vacation begins, the employee 
–  depending upon length of continuous employment with that employer –  must be 
paid either four or six percent of the employee’s wages for the 12-month period the 
employee earned the vacation.
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In the event that employment is terminated and the employee has worked less 
than 12 continuous months from the time the employee was last eligible for a paid 
vacation, the employee is entitled to:

1. four percent of gross earnings as vacation pay if the employee has worked for 
eight continuous years or less for the employer; or

2. six percent of gross earnings as vacation pay if the employee has worked 
for more than eight continuous years for the employer. The employee must 
receive the vacation pay before the end of the next regular pay period after 
their employment ceases.

Part-time, Year-round Employment 
An employee who works for an employer: 

1. for 12 continuous months; and 

2. works for less than 90 per cent of the employer’s normal working hours

can request vacation pay instead of vacation time.   

An employee can request vacation pay without taking vacation time by providing  
written notice to the employer before the end of the 12-month period of employment.  
The employer, upon receipt of the notice, must pay vacation pay to the employee no 
later than one month after the end of the employee’s 12-month period.

Seasonal Employment
For seasonal and short-term employees, an employer may include vacation pay on an 
employee’s pay provided:

1. the employer can provide proof that the employee knows the vacation pay is 
included with his/her pay;

2. the employer’s payroll records show that vacation pay was included in the 
employee’s pay; and

3. the employee’s pay statement shows that vacation was included in his/her pay.

If the above-noted criteria are not maintained, the inspector may deem vacation pay 
unpaid and order payment.

Any vacation pay agreement between an employer and employee which is better 
than that provided by the act takes precedent.

When a paid holiday occurs during the employee’s vacation period, the employee’s 
vacation shall be lengthened by one working day and the employee paid for that day.

Statutory deductions apply to vacation pay.

Sick leave with pay cannot be considered as vacation with pay or pay in lieu of 
vacation.

Reference: Sections 11 and 11.1
  Employment Standards Act
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Wait Time
An employer who asks or tells an employee to wait at the place of work must 
consider that time as work time. This means that the employer must pay the 
employee for all hours including waiting time.

Work Periods
It is not unreasonable for an employer to request an employee to be on the work 
premises 15 minutes early to confirm they are ready for their shift. If an employee 
commences work in that 15 minutes, they must be paid for the time worked.

Employees working scheduled shifts cannot be required to work beyond the shift for 
no pay.

Youth Employment Act
The Youth Employment Act governs when and under what circumstances young 
persons may be employed in Prince Edward Island. The laws about young persons’ 
employment do not apply to people who are 16 years and over.
No one is to employ a young person under the age of 16 in any work that risks the 
young person’s well-being. No employer is allowed to employ a young person in 
construction.
In general, no employer can employ a young person:

1. between 11 pm and 7 a.m.;
2. during normal school hours except for recognized vocational training or an 

apprenticeship program;
3. for more than 

a) three hours on a school day
b) for more than eight hours on a non-school day; or
c) for more than 40 hours on a non-school week.

An inspector may enter any premises in which a young person is employed to ensure 
compliance with the Employment Standards Act.

An employer who employs a young person is required to:

1. act reasonably in assigning duties, taking into account the age, knowledge, 
education and work experience of the young person;

2. identify any potential danger to health and safety and give appropriate 
instruction to the young person;

3. personally supervise the work of the young person or ensure that at all times 
the work of the young person is supervised by an adult who has experience of 
the work; and

4. provide adequate training and courses of instruction before authorizing the 
young person to perform unsupervised work.

Reference:  Sections 4, 5, 6, and 8
 Youth Employment Act
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