
CONTRACTUAL AGREEMENT

Between the

BOARD OF EDUCATION OF
SCHOOL DISTRICT NO.62 (SOOKE)

And The

CANADIAN UNION OF PUBLIC EMPLOYEES
LOCAL 459

(SOOKE SCHOOL BOARD EMPLOYEES)

July 1,2019 — June 30, 2022



Table of Contents

ARTICLE 1: DEFINITIONS 2

1.01 Plural or Feminine Terms 2
1.02 Probationary Employee 2
1.03 Regular Employee 2
1.04 Temporary Employee 2
1.05 Retirement 2
1.06 Employee 2
1.07 Overtime 2
1.08 Termination 3
1.09 Average Hourly Rate 3
1.10 Average Hours Worked 3

ARTICLE 2: MANAGEMENT RIGHTS 3

2.01 Management Rights 3

ARTICLE 3: RECOGNITION AND NEGOTIATIONS 3

3.01 No Other Agreements 3

ARTICLE 4: NO DISCRIMINATION 4

4.01 No Discrimination 4

ARTICLES: UNION SECURITY 4

5.01 All Employees to be Members 4

ARTICLE 6: CHECK-OFF UNION DUES 4

6.01 Written Assignment 4
6.02 Deductions 4
6.03 Dues Receipts 4

ARTICLE 7: THE BOARD AND UNION OBLIGATIONS 5

7.01 Acquainting New Employees About Union and Collective Agreement 5
7.02 Union Notification 5
7.03 Letter of Obligation 5
7.04 Interviewing Opportunity 5

ARTICLE 8: CORRESPONDENCE 5

8.01 Correspondence 5

20)9 — 2022 CoIhriiic ,\nen;ent — I — CL ‘Ni Lone) 459 & Scho,1 Dirriir No. 62



ARTICLE 9: LABOUR-MANAGEMENT CO-OPERATION COMMI17EE .......................... 6

9.01 Establishment of Committee 6
9.02 Function of Committee 6
9.03 Meetings of Committee 6
9.04 Minutes of Meeting 6

ARTICLE 10: REPRESENTATION AND TIME OFF FOR UNION BUSINESS AND PUBLIC
DUTIES 6

10.01 Representation 6
10.02 Union Bargaining Committee 7
10.03 Function of Bargaining Committee 7
10.04 Representative of Canadian Union 7
10.05 Time Off for Contract Negotiation Preparation Meetings 7
10.06 Time Off for Union Business with the Board 7
10.07 Leave for Union Conventions, Seminars and Meetings 7
10.08 Leaves For Union Business 8
10.09 Leave for Union and Public Duties 8
10.10 Rate of Pay for Union Business 9

ARTICLE 11: RESOLUTIONS AND REPORTS OF THE BOARD 9

11.01 Board Shall Notify Union 9
11 .02 Copies of Resolutions 9

ARTICLE 12: GRIEVANCE PROCEDURE 10

12.01 Recognition of Union Stewards and Grievance Committee 10
12.02 Shop Steward’s Duties 10
12.03 Permission to Leave Work 10
12.04 Definition of Grievance 11
12.05 Settling of Grievance 11
12.06 Policy Grievance 12
12.07 Board Grievance 12
12.08 Witnesses 13
12.09 Time Limits 13
12.10 Extension of Time Limits 13
12.11 Replies in Writing 13

12.12 Mutually Agreed Changes 13

2019 — 2022 (‘uflet the A,ee,ne,,r .
jj

. CITE Uiil 459 & School DLct,üt No. 62



ARTICLE 13: ARBITRATION 14

13.01 Composition of Board of Arbitration 14

13.02 FailuretoAppoint 14

13.03 Board Procedure 14

13.04 Decisions of the Board 14

13.05 Expenses of the Arbitration Board 14

13.06 Substitution of Penalty 15

13.07 Written Statements 15

ARTICLE 14: DISCHARGE, SUSPENSION AND DISCIPLINE 15

14,01 Complaints Against CUPE Local 459 Members 15

14.02 Disciplinary Procedures 16

14.03 Written Adverse Reports 17

14.04 Designation of Supervisor 17

14.05 Right to Have Steward Present 17

14.06 Crossing of Picket Lines During Strikes 18

14.07 Political Action 18

14.08 Access to Personnel Files 18

14.09 Whistle Blower Protection 18

ARTICLE 15: SENIORITY 19

15.01 Seniority List 19
15.02 Probationary Period 19

15.03 Loss of Seniority or Continuous Service Record 20

15.04 Loss of Seniority for Temporary Employees 20

ARTICLE 16: PROMOTIONS AND STAFF CHANGES FOR REGULAR EMPLOYEES... 21

16.01 Method of Making Appointments 21

16.02 Information Regarding Job Openings 22

16.03 Transfers and Promotions 22

16.04 Trial Period on Promotions and Transfers 23

16.05 Union Notification 23

16.06 Accommodation of Disability 24

16.07 On-the-Job Training 25

16.08 Training on New Equipment 25

16.09 Information on Special Needs Students 25

20 / 9 — 2022 Collec the Aqreenient — iii — CUPE Local 359 & Sc/tool Dixt,ht No. 62



16.10 Information on Assignments .25
16.11 Consultation between Education Assistants and Teachers 26
16.12 Transfers and Promotions of Temporary Employees 25
16.13 Bus Wash Goes With Route 26

ARTICLE 17: LAYOFFS AND RECALLS FOR REGULAR EMPLOYEES 26

17.01 Definition of Layoff 26
17.02 Role of Seniority in Layoffs 26
17.03 Bumping Procedure 26
17.04 Role of Seniority in Bumping 27
17.05 Status of Laid Off Employees 27
17.06 Severance Pay 28
17.07 Recall Procedure 28
17.08 No New Employees 28
17.09 Notice of Layoff 28
17.10 ReductionofRegularHours 28

17.11 Continuation of Benefits 29
17.12 Refusal of Work 29

ARTICLE 18: HOURS OF WORK 29

18.01 Normal Hours of Work 29
18.02 FourHourMinimum Work Day 29
18.03 Exceptions to Normal Hours 30
18.04 Assumption of Day Shift 31
18.06 Hours of Shift Workers 31
18.06 Work Week 31
18.07 Shift Change 31
18.08 Rest Periods 32
18.09 Time Allowances — Custodial (User Group Permits) 32

ARTICLE 19: OVERTIME 33

19.01 Authority for Overtime as the Extension to a Regular Shift 33
19.02 Overtime Rates 33
19.03 Overtime for Part-time Employees 33
19.04 Minimum Call-Out Time 34
19.05 Time Off in Lieu of Overtime 34
19.06 Hours of Work on Field Trips For Education Assistants, Aboriginal Classroom

Program Assistants and Student Engagement Facilitators 35

20/V — 2022 Co//tithe Agreement - li — CUP/I Loin! 159 & Sc/mo! District No. 62



ARTICLE 20: SHIFT WORK .35

20.01 Split Shift Premium 35
20.02 Night Shift Premium 35

ARTICLE 21: HOLIDAYS 36

21.01 List of Holidays 36
21.02 Pro-rated Statutory Holiday Pay for Part-time or Temporary Employees 36
21.03 Compensation for Holidays on Saturday or Sunday 36
21.04 Eligibility for Statutory Holidays 36
21.05 Holidays on Regular School Days 37
21.06 Holidays on Day Off 37
21.07 Christmas and New Year’s Eve 37

ARTICLE 22: VACATIONS 37

22.01 Vacation Year 37
22.02 Length of Vacation 37
22.03 Pay During Christmas and Spring Break 39
22.04 Ten Month and Seasonal Employees 39
22.05 Vacations 40
22.06 Special Consideration 40
22.07 Vacation Accumulation 40
22.08 Vacation Schedules 40
22.09 Unbroken Vacation Period 40
22.10 Holidays During Vacation 40
22.11 Approved Leave of Absence During Vacation 40
22.12 Work During Vacation 41

22.13 Termination of Employment 41
22.14 Custodial Vacations 41
22.15 Vacation Replacement 41
22.16 Regular Employee’s Accrual of Temporary Seniority for Vacation Entitlement 41

ARTICLE 23: SICK LEAVE PROVISIONS 41

23.01 Sick Leave Defined 41
23.02 Amount of Sick Leave 42

23.03 Ineligibility for Sick Leave 42
23.04 Deduction of Sick Leave 42
23.05 Family Illness 43
23.06 Medical and Dental Appointments 43
23.07 Payment for Unused Sick Leave 43

20)9 — 2022 Co/In the Agreement CUrE U;c al 359 S School Di.’rrict No. 62



23.08 Sick Leave Credits . . .. . .. . ... . . ... ... . . .. ... .. . ... . .... . ..... ... ... . .. .... .... ... ..... ... ... ... . .. ... 45
23.09 Doctor’s Certificate 45
23.10 Sick Leave During Leave of Absence and Layoff 45
23.11 Notification to Board 45

23.12 Central Call-in 45
23.13 Employment Insurance Rebate 45

ARTICLE 24: LEAVE OF ABSENCE 46

24.01 Calculation of Hourly Rate of Pay 46
24.02 Maternity and Parental Leave 46
24.03 Jury Duty or Court Witness 50
24.04 Special Leave With Pay 51
24.05 General Leave 51
24.06 Compassionate or Bereavement Leave 52
24.07 Funeral Leave 52
24.08 Educational Leave for Labour Relations 52

24.09 Leave of Absence For Sickness or Iniury 53
24.10 Deferred Salary Leave Plan 53
24.11 Military Leave 53

ARTICLE 25: PAYMENT OF WAGES AND ALLOWANCES 53

25.01 Pay Days 53
25.02 Performing Duties in Higher Classification 53
25.03 Expense Allowance 53
25.04 Mileage Allowance 54
25.05 Education Allowance 54
25.06 “Dirty Work” Premium 54
25.07 Supervision Allowance 55
25.08 No Obligation Upon Board to Fill a Position 56
25.09 Wage Determination 56
25.10 Occupational First Aid Attendants 57
25.11 Contractor Certificate Premium 58
25.12 Payroll Premium 58
25.13 Additional Tradesperson Tickets 58
25.14 Work with Pesticides and Herbicides 58
25.15 Electrician Premium 58
25.16 Premiums 58
25.17 Asbestos Abatement Risk 58
25.18 Designated Special Needs Buses 59

2019 — 2022 Collective reecuent . si — CUPE Dcccii 159 & School District No. O2



25.19 Fire Drills on

25.20 Extra-Curricular Busing 59
25.21 Capital Foreperson Premium 59
25.22 Computer Technician Premium 59
25.23 Isolation Allowance Port Renfrew 59

25.24 Replacement of Personal Tools 59
25.25 Lead Hand Premium 60

ARTICLE 26: JOB EVALUATION 60

26.01 Job Evaluation Manual 60
26.02 Pay Equity/Job Evaluation Plan 60

ARTICLE 27: NEW OR CHANGED JOB CATEGORIES 61

27.01 Job Evaluation Manual 61

ARTICLE 28: EMPLOYEE BENEFITS 61

28.01 Employee Benefits 61

28.02 Municipal Pension Plan 61
28.03 Medical Services 61

28.04 Group Life Insurance 62

28.05 Dental Plan 62

28.06 Long Term Disability 62

28.07 Contributions to Medical Services Plan, Dental, Extended Health and Group Life
Insurance 62

28.08 Supplementation of Compensation Award 63
28.09 Jointly Trusteed Benefit Trust 63

ARTICLE 29: SAFETY AND HEALTH 64

29.01 Harassment 64

29.02 Domestic Violence 65

29.03 Medical Examination 65

29.04 Rehabilitation 65
29.05 District Health and Safety Committee 65

29.06 Safety and Health 65

29.07 Surveillance Equipment 66

ARTICLE 30: TECHNOLOGICAL CHANGE 66

30.01 Technological Change Defined 66

30.02 Advance Notice and Discussion Between the Parties 66
30.03 Placement of Affected Employees 66

20)9 - 2022 Collerrhe ,lgieenient — Iii — CUPL Lonl 359 & £ hoot Di.riicr No. 62



30.04 Severance Pay..... ... . ... ... . .. . ... ... . .... ... ... .. . .. . ... ... ... . .. .... .•. . ••. •. ... . •.. . ... . •. . ......... 66
30.05 Arbitration 67

30.06 Shortage of Work 67

ARTICLE 31: JOB SECURITY 67

31.01 Contracting Out 67

ARTICLE 32: TEMPORARY EMPLOYEES 68

32.01 Temporary Employee Defined 68
32.02 Benefit Entitlements 68

32.03 Termination 68
32.04 Sick Leave 68
32.05 Vacation Pay and Statutory Holiday Pay 68
32.06 Refusal of Work 69

32.07 Method of Making Appointments to Regular Positions 69
32.08 Temporary Assignments 69
32.09 Work Experience Students 69

ARTICLE 33: UNIFORM AND CLOTHING ALLOWANCE 70

33.01 Wet Weather Clothing 70

33.02 Office Employees 70

33.03 Safety Equipment 70

33.04 Maintenance of Work Clothing 70

33.05 Custodian Clothing 70

33.06 School Bus Operators 70

33.07 Safety Footwear 71

33.08 Uniform and Clothing Allowance 71

ARTICLE 34: GENERAL CONDITIONS 71

34.01 Bulletin Boards 71
34.02 Fire Insurance 71

34.03 CUPE Members on Joint Committees 71

34.04 Pre-Retirement Counselling 71

34.05 Access to Worksite 72

34.06 Internal Mail 72

ARTICLE 35: PRESENT CONDITIONS AND BENEFITS 72

35.01 Present Conditions and Benefits 72

ARTICLE 36: COPIES OF AGREEMENT 72

36.01 Copies of Agreement 72

20/9 — 2022 Co/lerthe Açieement — viii — CUP/F Loin! 459 & School Disriki No. 62



ARTICLE 37: TERM OF AGREEMENT 72

37.01 Agreement Period 72

37.02 Changes in Agreement 73

37.03 Negotiations 73

37.04 Retroactivity 73

ARTICLE 38: PROFESSIONAL DEVELOPMENT 73

38.01 Professional Development Days 73

38.02 Joint Professional Development 75

38.03 Time off for Professional Development 75

LETTER OF UNDERSTANDING # 1 77

Re; Loss of Seniority or Continuous Service Record

LETTER OF UNDERSTANDING #2 78

Re; Facilities Advisory Committee

LETTER OF UNDERSTANDING #3 79

Re: Special Needs Education Assistant Appointment

LETTER OF UNDERSTANDING #4 80

Re: District Policy # E112 — Supervision of Students

LETTER OF UNDERSTANDING #5 81

Re: AVID Tutor Program

LETTER of UNDERSTANDING #6 83

Re: Payroll Supervisor, Strong Start Coordinator and Wraparound Coordinator

LETTER of UNDERSTANDING #7 85

Re; After School Care Program

LETTER OF UNDERSTANDING #8 87

Re: Nature Kindergarten - Early Childhood Educator (ECE)

LETTER OF UNDERSTANDING #9 89

Re: Agreed Understanding of the Term Education Assistant

LETTER OF UNDERSTANDING #10 90

Re: Article 15.03 (b) Loss of Seniority or Continuous Service Record - Resignation

LETTER OF UNDERSTANDING #11 91

Re: Definitive Master of this Collective Agreement

20 / 9 — 2022 Collerthe Ac’ue,,wni . . CUPE Local 459 & S fool District No. 62



LE1TER OF UNDERSTANDING #12.92

Re: Compressed Work Week Transportation Department (Mechanic’s)

LETtER OF UNDERSTANDING # 13 94

Re: Article 31 .01 Contracting Out Transportation Services

LETtER OF UNDERSTANDING # 14 95

Re: CUPE Schedule B positions to Schedule A & Premium Title Corrections

LETtER OF UNDERSTANDING #15 97

Re: Spring Closure Week (the 3 years) 2019-2020, 2020-2021, 2021-2022

SCHEDULE A 100

SCHEDULE B 102

Allowances and Premiums 103

APPENDIX “A” 104

2019-2022 Provincial Framework Agreement 104
2019-2022 Local Memorandum of Agreement 119

HISTORICAL MEMORANDUM OF SETtLEMENT 130

HISTORICAL APPENDIX “B’ 132

1. 2014-2019 Local Memorandum of Settlement 132

2014-2019 Provincial Framework Agreement 133
Re Economic Stability Dividend 139
Re: Employee Support Grant for May/June 2014 142
Re: Employee Support Grant for after June 30, 2014 144
Re: Exploration of a Greater Standardization of Benefits Plans 146
RE: LEARNING IMPROVEMENT FUND: Support Staff Priorities 147
Re: Committee to Amend Grievance Procedure 150
Re: Spring Closure Week (the 3 years) 2016-2017, 2017-2018, 2018-2019 153

2. 2012-2014 Provincial Framework Agreement 156

Attachment 1 159
Attachment 2 160

3. 2010-2012 Provincial Framework Agreement 161

Attachment 1 165
Attachment 2 166
RE: Class Organization Fund: Support Staff Priorities 166

2019— 2022 Cu/hit I 121cLIIICHI —1— CUPE Luri/ 459 Lc Shout Ditrhr No. h2



4. 2006-2010 Provincial Framework Agreement 168

5. IIC#2 Letter 177

20 / 9
— 2022 Co//ethe Agicemeni — xi — CUPE L’iI 159 & Sdnud District No. 62



BETWEEN:

BOARD OF EDUCATION OF
SCHOOL DISTRICT NO. 62 (SOOKE),

(hereinafter called the “Board”),

OF THE FIRST PART

AND:

CANADIAN UNION OF PUBLIC EMPLOYEES
LOCAL NO. 459

(SOOKE SCHOOL BOARD EMPLOYEES)

(hereinafter called the “Union”),

OF THE SECOND PART

WHEREAS it is the desire of both parties to this Agreement to maintain the harmonious
relationship so necessary between employer and employee and to recognize the mutual
value of joint discussions and negotiations in all mailers of mutual concern;

AND WHEREAS the Board approves and recognizes the Union as the sole bargaining
agency on behalf of its employees within the classes represented by the Certification of
Local 459, i.e. all employees except those excluded by Statute and school teachers;

AND WHEREAS the parties hereto have agreed to enter into this Agreement;

NOW THEREFORE THE PARTIES HERETO AGREE AS FOLLOWS:
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ARTICLE 1: DEFINITIONS

1.01 Plural or Feminine Terms

Wherever the singular or masculine or neuter is used in this Agreement, the
same shall be considered to indicate the plural or feminine or body politic where
the context or the parties so require.

1.02 Probationary Employee

Probationary employee is an employee who has been hired in accordance with
the provisions of Article 15.02 and who is sewing a probationary period in an
established position to determine their suitability as a regular employee.

1.03 Regular Employee

Regular employee is an employee who has completed a probationary period
and has been designated a regular employee under the provisions of Article
15.02.

1.04 Temporary Employee

Temporary employee is an employee who has been hired to:

a) Work on Capital Work prolects.

b) Relieve in established positions or on a day by day call-in basis.

c) Augment the regular work force on seasonal projects.

1.05 Retirement

Retirement is the termination of employment in accordance with the provisions
of the “Pension (Municipal) Act” or at age fifty-five (55) with accumulated service
often (10) years.

1.06 Employee

Except as otherwise provided, the term “employee” as used in this Agreement
refers to all employees in accordance with the Certification.

1.07 Overtime

All time worked with the Board beyond the normal working day, the normal work
week or on a holiday, shall be considered as overtime, unless otherwise stated
in this agreement.
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1.08 Termination

Termination is defined as the cessation of employment of an employee of the
Board.

1.09 Average Hourly Rate

For the purposes of leaves with pay, employees shall receive pay based on their
posted position. In the case of employees whose hours fluctuate or who work at
more than one pay grade, pay shall be based on an average hourly rate of two
(2) previous pay periods calculated at the rates in effect when the time was
taken off. Employees temporarily posted to a higher position for less than sixty
(60) consecutive days shall receive pay on the regular posted position.

1.10 Average Hours Worked

For the purposes of leaves with pay, employees shall receive pay based on their
posted daily hours. In the case of employees whose hours fluctuate, pay shall
be based on the average hours per day worked over the previous two (2) pay
periods.

ARTICLE 2: MANAGEMENT RIGHTS

2.01 Management Rights

The management of the work force and of the methods of operation is vested
exclusively in the Board EXCEPT as otherwise specifically provided in this
Agreement and as may be subject to the procedures outlined in Article 12 and
13.

ARTICLE 3: RECOGNITION AND NEGOTIATIONS

3.01 No Other Agreements

Employees shall not be required or permitted to make any written or verbal
agreement with the Board or its representatives which may conflict with the
terms of this collective Agreement or any statute or law.
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ARTICLE 4: NO DISCRIMINATION

4.01 No Discrimination

There will be no coercion, threats or discrimination against any applicant to a
position covered by this agreement or against any member of the bargaining unit
on the basis of race, colour, creed, age, physical handicap, sex or sexual
orientation, religious or political affiliation, national origin, marital status, whether
she/he has children, or because they are participating in the activities of the
Union, carrying out duties as a representative of the Union, or involved in any
procedure to interpret or enforce the provisions of the Collective Agreement.

ARTICLE 5: UNION SECURITY

5.01 All Employees to be Members

All employees shall, upon entering the Board’s employ, become and remain
members of the Union in good standing as a condition of continued employment.

ARTICLE 6: CHECK-OFF UNION DUES

6.01 Written Assignment

The Board agrees to honour a written assignment of all dues, initiation and
assessments and will forward all monies so deducted to the Treasurer of the
Union. The Union agrees to supply the Board with a letter stating that the
assessment was duly authorized at a general meeting with the date of the
meeting indicated.

6.02 Deductions

a) Deductions shall be made from each payroll period and shall be forwarded
to the Treasurer of the Union not later than the 15th day of the month
following, accompanied by two (2) copies of a list of the names of all
employees from whose wages the deductions have been made.

b) In the case of new members coming under the provisions of Article 5.01,
deductions shall begin in the first payroll period.

6.03 Dues Receipts

At the same time that Income Tax (T-4) slips are made available, the Board shall
issue, in an appropriate manner, the amount of union dues deducted to each
employee in the previous year.
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ARTICLE 7: THE BOARD AND UNION OBLIGATIONS

7.01 Acquainting New Employees About Union and Collective Agreement

The Parties agree that representatives from Union and management will
acquaint new employees, within fifteen (15) days of hiring, that an Agreement
between the parties is in effect and with the conditions of employment set out in
the articles dealing with union security, deduction of union dues and initiation
fees.

7.02 Union Notification

The Board agrees to advise the Union within seven (7) days of the hiring of any
new employees, their name and address, position, place of appointment and the
hours of work.

7.03 Letter of Obligation

The Union agrees to give the Board a letter for issuance to all new employees
setting out his or her obligation to the Union.

7.04 Interviewing Opportunity

A representative of the Union shall be given an opportunity to interview each
new probationary employee within regular working hours without loss of pay for
a maximum of thirty (30) minutes during the first month of employment for the
purpose of acquainting the new employee with the benefits and duties of union
membership and responsibilities and obligations to the Board and the Union.

ARTICLE 8: CORRESPONDENCE

8.01 Correspondence

Any correspondence between the parties shall pass to and from the Secretary
Treasurer of the Board or designate and the Secretary of the Union or
designate, with a copy to the President of the Union and applicable national
representative.
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ARTICLE 9: LABOUR-MANAGEMENT CO-OPERATION COMMIHEE

9.01 Establishment of Committee

A Labour-Management Committee shall be appointed and consist of not more
than four (4) representatives of the Board and not more than four (4)
representatives of the Union as either party may decide from time to time.
Additional members may be added upon mutual agreement.

9.02 Function of Committee

The purpose of such meetings shall be to discuss and settle, if possible, all
matters of mutual concern.

9.03 Meetings of Committee

This Committee shall convene at the written request of either party. The date,
time and place of such meeting shall be by agreement of the parties and shall
normally be held within two (2) weeks of said request. The request shall be
accompanied by a proposed agenda.

9.04 Minutes of Meeting

Minutes of each meeting of the Committee shall be prepared and signed by the
Chairpersons after the close of the meeting prior to the next scheduled meeting
and be attached to the agenda.

ARTICLE 10: REPRESENTATION AND TIME OFF FOR UNION BUSINESS AND
PUBLIC DUTIES

10.01 Representation

The Board shall not bargain with or enter into any agreement with an employee
or group of employees in the bargaining unit. No employee or group of
employees shall undertake to represent the Union at meetings with the Board
without the proper authorization of the Union. In representing an employee or
group of employees, an elected or appointed representative of the Union shall
be spokesperson. In order that this may be carried out, the Union will supply
the Board with the names of its officers. Likewise, the Board shall supply the
Union with a list of its supervisory personnel with whom the Union may be
required to transact business.
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10.02 Union Bargaining Committee

The Union Bargaining Committee shall be elected by the membership.
Members of the Union Bargaining Committee shall be permitted leave of
absence from work to attend negotiating sessions subject to the operational
requirements and up to six (6) employees shall suffer no loss of pay. See
Article 10.08, Section (a) of this Agreement.

10.03 Function of Bargaining Committee

All matters pertaining to rates of pay, hours of work, collective bargaining and
other working conditions covered by the Collective Agreement shall be referred
by the Union Bargaining Committee to the Board for discussion and settlement.

10.04 Representative of Canadian Union

The Board and Union shall have the right at any time to have the assistance of
a representative or any other advisor, to a maximum of two (2), when dealing or
negotiating with the Board or the Union.

10.05 Time Off for Contract Negotiation Preparation Meetings

Prior to the commencement of negotiating meetings between the Board and the
Union, the Bargaining Committee shall have the right to attend meetings,
subject to operational requirements, up to a maximum of eight (8) people for
eight (8) hours each. All requests for leave shall be received by management at
least one (1) full working week prior to leave whenever possible and such leave
shall be with pay to be reimbursed by the Union.

10.06 Time Off for Union Business with the Board

Time off with pay and benefits shall be granted to not more than four (4) elected
representatives of the Union when it becomes necessary to transact business
with the Board during working hours, upon application to the Secretary-
Treasurer of the Board.

10.07 Leave for Union Conventions, Seminars and Meetings

Upon request to the Board for leave of absence without pay for Union work,
seminars, or conventions or meetings, an employee shall continue to receive
the pay and benefits provided for in this Agreement. The granting of such leave
shall be subject to operational requirements. HOWEVER, the Union shall
reimburse the Board for all pay and benefits received during such period of
absence.

Such leave shall not be unreasonably withheld.
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10.06 Leaves For Union Business

a) Bargaining Committee

Time off with pay and benefits shall be granted to not more than six (6)
elected representatives of the Union when ills necessary to negotiate an
agreement with the Board during working hours. Employees whose
normal shift does not coincide with the hours of the meeting shall not be
expected to work their normal shift in addition to the hours of meeting,
PROVIDED that the hours of the meeting exceed six (6) hours on each
occasion. Article 19 shall apply to the hours in this Article.

b) Other Joint Committees

Time off with pay and benefits shall be granted to not more than four (4)
elected representatives of the Union when it becomes necessary to
transact business with the Board during their working hours. Should the
hours of these meetings be other than the normal working hours for any of
the elected representatives, they shall be paid their normal straight time
pay for such hours. Joint committees are lob evaluation, safety liaison,
labour-management, and such other committees as required by the Union
and Management. Meetings shall convene within two (2) weeks of the
written request of either party, and will be accompanied by a proposed
agenda. The date, time and place of these meetings will be by agreement
of both parties.

c) Permission For Time Off

The Secretary-Treasurer or designate shall have authority to grant the
requested time off for Article 10.08, Clauses (a) and (b) above.

10.09 Leave for Union and Public Duties

a) The Board recognizes the rights of employees to participate in public
affairs. Therefore, upon request the Board may grant leave of absence
without pay to employees who are candidates in a federal, provincial,
municipal or Band Council election.

b) Employees who are elected or selected for a full-time position with the
Union, or any body with which the Union is affiliated, or who are elected to
public office, may be granted leave of absence without pay by the Board
for a period up to one (1) year. Such leave may be renewed each year, on
request, during their term of office.
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c) Employees elected or appointed to municipal or regional district offices or
public boards or public school boards shall be granted leave of absence
without pay up to a maximum of five (5) days in any one (1) school year. If
elected as a Mayor, or Chairperson of a Regional District Board or Public
School Board, the employee may be granted up to twenty (20) additional
days without pay. Further days of leave without pay may be granted at the
Board’s discretion. Such requests shall not be unreasonably denied.

(d) Employees involved in community service may be granted leave of
absence without pay up to a maximum of three (3) days in any one (1)
school year. Such requests shall not be unreasonably denied.

10.10 Rate of Pay for Union Business

In accordance with Article 1.08, this Article shall be as follows:

a) Full4ime Employees

The rate of pay noted in Schedule “A” and any premiums included in the
employee’s latest appointed position as approved by the Board.

b) FulI4ime or Part-time Employees

Employees who work in more than one position or whose hours fluctuate
shall be paid the average hourly rate calculated at the rates in effect when
the time off was taken.

ARTICLE 11: RESOLUTIONS AND REPORTS OF THE BOARD

itOl Board Shall Notify Union

Any reports or recommendations about to be made to the Board dealing with
mailers of policy and/or conditions of employment and which affect employees
within this bargaining unit, shall be communicated by the Board to the Union in
time to afford the Union a reasonable opportunity to consider them and if
deemed necessary, of speaking to them when they are dealt with by the Board.

11.02 Copies of Resolutions

a) Copies of all public motions, resolutions, rules and regulations adopted by
the Board which affect the members of this Union are to be forwarded to
the Union and posted on all bulletin boards.

b) A copy of the Minutes of the Board shall be mailed to the Secretary of the
Union and C.U.P.E. Representative as soon as possible.
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ARTICLE 12: GRIEVANCE PROCEDURE

12.01 Recognition of Union Stewards and Grievance Committee

In order to provide an orderly and speedy procedure for the settling of
grievances, the Board acknowledges the rights and duties of the Union
Grievance Committee and the Union stewards. The steward shall assist any
employee which the steward represents in preparing their grievance in
accordance with the grievance procedure.

12.02 Shop Steward’s Duties

a) The Board recognizes the Union’s right to select stewards to represent
employees.

b) The Union agrees to provide the Board with a list of the employees
designated as stewards for each section.

c) A steward shall obtain the permission of a supervisor before leaving work
to perform the duties of a steward and such permission shall not be
unreasonably withheld. Leave for this purpose shall be without loss of pay.
When resuming their duties the steward shall notify the supervisor.

d) The duties of stewards shall include:

1. Investigation of complaints of an urgent nature.

2. Investigation of grievances under provisions of Article 12.05.

3. Attending meetings at the request of the Board.

12.03 Permission to Leave Work

a) The Board agrees that stewards shall not be hindered, coerced, restrained
or interfered with in any way in the performance of their duties while
investigating disputes and presenting adjustments as provided in this
Article. The Union recognizes that each steward is employed full-time by
the Board and they will not leave their work during working hours EXCEPT
to perform their duties under this Agreement. Therefore, no steward shall
leave their work without obtaining the permission of their supervisor, which
reply shall be given within an hour.
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b) Grievance Committee

The Grievance Committee shall consist of NOT MORE THAN four (4)
members of the Union and not more than two (2) of the members shall be
from the same department. Any deviance from this will be by mutual
agreement only.

12.04 Definition of Grievance

A grievance shall be defined as any difference arising out of the interpretation,
application, administration or alleged violation of the Collective Agreement or
where it is alleged the Board or the Union has acted unjustly or improperly.

12.05 Settling of Grievance

An earnest effort shall be made to settle a grievance fairly and promptly in the
following manner:

Step 1 The aggrieved employee shall submit the grievance to their Steward
(verbally, or in writing). If the employees Steward is absent they may
submit their grievance to another Steward, grievance Chairperson or
a member of the CUPE Executive Committee. At each step of the
grievance procedure the grievor shall have the right to be present.
The grievor with Steward (or member of the grievance committee or
Union Executive, etc.) will within twenty (20) working days of the
grievor reasonably becoming aware of the grievable/incident, meet
face-to-face with the Supervisor/Manager to try to resolve the mailer
informally at the lowest possible level. Any resolution arrived at
between the parties at Step 1 will not set precedent or be prejudicial
to either party to the future. The informal resolution will be
documented on the Joint Resolution Grievance Form (JRGF, Step 1)
for distribution to both the Union office and the Human Resources
department.

It is agreed that all timelines as established in this grievance
procedure can be mutually extended with the consent of both parties.

Step 2 Failing satisfactory settlement at Step 1 within seven (7) working
days after the dispute was submitted under Step 2, the Steward will
submit to the Supervisor/Manager a written statement of the
particulars of the grievance and the redress sought, prior to meeting.
The Shop Steward and Union Executive member and Employer
Supervisor/Manager and Labour Relations Manager will meet face
to-face to resolve the dispute. The Employer will reply in writing
within seven (7) working days of the grievance meeting concluding.
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Step 3 Failing satisfactory settlement at Step 2, within seven (7) working
days after the dispute was submitted under Step 3, the Steward,
Union Grievance Committee Member, Union President and the
Employer Supervisor/Manager, Labour Relations Manager, Secretary
Treasurer or Executive Director Human Resources will meet face-to-
face in order to resolve the dispute. The Employer will reply in
writing within seven (7) working days of the meeting concluding.

Step 4 Failing satisfactory settlement at Step 3, within seven (7) working
days after the grievance was submitted under Step 4, the Grievance
Committee of the Union, three (3) members as appointed by the
Union and the Employer committee, three (3) members as appointed
by the Employer will meet face to face before a three (3) member
panel of the Board of Education who will hear the grievance and
make a determination to deny or accept the grievance in whole, or in
part. The Board of Education committee will be comprised of three
(3) trustee members as appointed by the Board of Education.

The Board or designate will reply in writing within seven (7) working
days of the meeting concluding with its decision.

StepS Failing satisfactory settlement at Step 4, within ten (10) working days
after the decision was rendered at Step 4, the Union may submit the
grievance to a Board of Arbitration under the provisions of Article 13
of this agreement.

12.06 Policy Grievance

Where a grievance involves a question of general application, the Union may
bypass Steps 1, 2 and 3 of Article 12.05. A “question of general application”
means a grievance involving a majority of employees, or a grievance involving a
group of employees, or an individual employee where the action taken could be
detrimental to other employees.

12.07 Board Grievance

The Board may submit a grievance in writing to the Union upon receipt of which
the Union, through one (1) or more of the officers of its Grievance Committee,
shall meet with the Secretary-Treasurer of the Board or its authorized
representative with a view to bringing about a settlement. Failing satisfactory
settlement within five (5) working days after the Board submitted the grievance
to the Union, the Board may submit the grievance to a Board of Arbitration
under the provisions of Article 13 of this Agreement.
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12.08 Witnesses

a) At any step of the grievance procedure as set out in Article 12.05, in the
case of policy grievance under Article 12.06 and in the case of arbitration
under Article 13 of this Agreement, either of the parties may require the
attendance as a witness of the employee or employees concerned and
have the assistance of any other witnesses, and all reasonable
arrangements shall be made to permit the parties or the Board of
Arbitration to have access to the Boards premises to view any working
condition which may be relevant to the settlement of the grievance.

b) The Board agrees that where there is any written statement against any
member of the Union by another member of the Union, the employee
against whom the statement is made shall receive a copy of such
statement.

12.09 Time Limits

If a grievance is not submitted under Step 2 of Article 12.05 within three (3)
working days of the occurrence which gave rise to the grievance, or is not
advanced to Steps 3 or 4 within three (3) working days after a decision was
made or should have been made at the prior step, or is not submitted under
Step 5 within five (5) working days after a decision was made or should have
been made at Step 4 (or is not submitted under the procedure provided for in
Articles 12.06 or 12.07 within ten (10) working days of the occurrence which
gave rise to the grievance), then the grievance shall be deemed to be
abandoned and all rights of recourse to the grievance procedure shall be at an
end.

12.10 Extension of Time Limits

The time limits specified in Articles 12 and 13 of this Agreement may be
extended by mutual agreement of the parties in writing.

12.11 Replies in Writing

Replies to grievance stating reasons shall be in writing commencing at Step 3 of
Article 12.05 above.

12.12 Mutually Agreed Changes

Any mutually agreed changes to this Collective Agreement shall be reduced to
writing and signed by the Secretary-Treasurer or designate and the President of
the Union and such changes shall form part of this Collective Agreement and
are subject to the grievance and arbitration procedures.
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ARTICLE 13: ARBITRATION

13.01 Composition of Board of Arbitration

a) The grievance shall be referred to a Board of Arbitration of three (3)
members. One (1) member shall be appointed by the Board and one (1)
member appointed by the Union. The second member shall be appointed
within five (5) work days of the first member’s appointment. The third
member, who shall be the Chairperson of the Arbitration Board, shall be
appointed by the two (2) members appointed by the parties.

b) Where mutually agreed to by the parties, a single arbitrator is agreed to,
pursuant to Section 92 of the Industrial Relations Act.

13.02 Failure to Appoint

Should the parties’ appointee be unable to agree on a Chairperson within five
(5) days of the appointment of the member last appointed, then the Chairperson
shall be appointed by the Minister of Labour of the Province of British Columbia.

13.03 Board Procedure

The Board of Arbitration may determine its own procedure but shall give full
opportunity to all parties to present evidence and make representations to it.

13.04 Decisions of the Board

a) Grievances submitted to a Board of Arbitration shall be in writing and
clearly specify the nature of the issue.

b) The Board of Arbitration shall deliver its award in writing to each of the
parties within twenty (20) days after all the evidence has been submitted.

c) The award of a majority of the Board of Arbitration shall be the award of
the Board, and failing a majority award, the award of the Chairperson of
the Board shall be the award of the Board and shall be final and binding
upon the parties, but in no event shall the Board have the power to alter,
modify or amend this Agreement in any respect.

13.05 Expenses of the Arbitration Board

Each party shall pay the fees and expenses of its appointee and shall pay one
half (1/2) of the fees and expenses of the Chairperson.
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13.06 Substitution of Penalty

Should the Board of Arbitration determine that an employee has been
suspended or dismissed for other than just and reasonable cause, the Board of
Arbitration may direct the Board to reinstate the employee and pay them a sum
equal to their wages or salary loss by reasons of such suspension or dismissal
or such lesser sum as, in the opinion of the Board of Arbitration, is fair and
reasonable. Further, the arbitrator shall have the authority as outlined in
Section 98 of the LABOUR RELATIONS CODE of British Columbia.

13.07 Written Statements

An employee shall be provided with a copy of any written statements that may
be detrimental to that employee or result in disciplinary action against them.

ARTICLE 14: DISCHARGE, SUSPENSION AND DISCIPLINE

14.01 Complaints Against CUPE Local 459 Members

a) When any person or groups of persons make written complaints pertaining
to any member of CUPE, LOCAL 459 the Employer shall inform the
employee concerned and the Union of the existence of the complaint and
of its nature, provided that such action is consistent with the disclosure
provisions of relevant Statutes and Regulations. In the event the
Employer initiates disciplinary action, the employee shall be notified in
writing by the Employer, with full disclosure of the reasons, grounds for
action andlor penalty, with a copy to the Secretary of the Union.

b) Any verbal complaint which will give rise to any disciplinary action against
an employee must be put in writing by the complainant before any such
disciplinary action is undertaken.

c) Any employee appearing before the Employer or Employer’s
representative as a witness in an investigation may choose to be
accompanied by a representative of the Union.
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14.02 Disciplinary Procedures

Both parties agree that an employee is considered innocent until proven guilty.
Therefore, in the event the Board initiates a disciplinary action against an
employee who has completed their probationary period the following procedure
shall be followed:

a) Verbal Warnings

Whenever the Board or its authorized agent deem it necessary to censure
an employee indicating that disciplinary action may be taken, an employee
shall be given a verbal waming first unless the employee’s actions causing
the discipline would warrant more severe disciplinary action.

b) Written Warnings

A written warning to an employee may be appropriate after an employee
has received a verbal warning and no improvement was noted or where
the circumstances warrant a written warning in the first instance.

c) Suspension

When a suspension to an employee is warranted it shall normally be given
after an employee has received a verbal warning and written warning as
stated previously in this article. However, the Board may suspend an
employee in the first instance if the incident warrants it.

The Board may immediately suspend an employee where:

1. The Board reasonably believes that immediate suspension is
necessary to prevent repetition of the alleged act or omission for
which the employee is suspended.

2. The Board reasonably believes that immediate suspension is
necessary to prevent damage or harm to the Board or any person.

3. If the Board deems it necessary to immediately suspend an
employee with a view to investigating whether or not an employee
should be dismissed, such suspension shall be with pay.

d) Discharge

When discharge of an employee is warranted it shall normally occur after
an employee has received a verbal warning, written warning and
suspension as stated previously in this article. However, the Board may
discharge an employee in the first instance if the incident warrants it.

20 / 9 — 2022 Co//ecthe Aç’rcenienr
— /6 - CUPE Lund 359 & School District No. 62



14.03 Written Adverse Reports

a) The Board shall notify an employee in writing of any expression of
dissatisfaction concerning their work within ten (10) working days of the
event of the complaint, or as soon as reasonably possible. This notice
shall include particulars of the work performance which lead to such
dissatisfaction.

The employee’s reply to such complaint, accusation or expression of
dissatisfaction shall become part of the employee’s record.

b) The record of an employee shall not be used against the employee at any
time after eighteen (18) months including written warnings, adverse
reports or suspensions with notice. However, if the Board immediately
suspends an employee for a particular infraction, that letter of suspension
shall remain on an employee’s file for a period of thirty-six (36) months.

c) Failure to grieve previous discipline or to pursue such a grievance to
arbitration shall not be considered an admission that such discipline was
justified.

14.04 Designation of Supervisor

Every employee shall be notified of the name of their immediate designated
supervisor.

14.05 Right to Have Steward Present

a) An employee shall have the right to have their steward present at any
discussion with supervisory personnel which the employee believes might
be the basis of disciplinary action. Where a supervisor intends to interview
an employee for disciplinary purposes, the supervisor shall make every
effort to notify the employee in advance of the purpose of the interview in
order that the employee may contact their steward, PROVIDING that this
does not result in an undue delay of the appropriate action being taken.
This Clause shall not apply to those discussions that are of an operational
nature and do not involve disciplinary action.

b) A steward or Local Union Officer shall have the right to consult with a
C.U.P.E. staff representative and to have them present at any discussion
with supervisory personnel which might be the basis of disciplinary action.
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14.06 Crossing of Picket Lines During Strikes

a) The Board shall not request, require or direct employees within this
bargaining unit to perform work resulting from legal strikes nor shall the
employee be required to cross any bona fide trade union’s picket lines
legally established by the Statutes of British Columbia.

b) Failure to cross such a picket line or handle goods from an employer
where a strike or lockout is in effect by a member of this Union shall not be
considered a violation of this Agreement, nor shall it be grounds for
disciplinary action other than loss of pay. There shall be loss of benefits if
the period involved exceeds one (1) month.

c) Both parties agree to attempt to obtain a permit from the striking union for
permission to provide emergency services where and when required.

d) The union and employer will jointly designate an employee or employees
to provide emergency services to facilities or property during any job
action. The salary for the work performed by these employees will be paid
directly to the Local.

14.07 Political Action

No employee shall be disciplined for participation in any political action(s) called
for by the Canadian Labour Congress, its affiliated or subordinate bodies other
than loss of pay. There shall be loss of benefits if the period involved exceeds
one (1) month.

14.08 Access to Personnel Files

An employee shall have the right at any reasonable time to have access to and
review their personnel file and shall have the right to respond in writing to any
document contained therein. Such reply shall become part of the employee’s
record.

14.09 Whistle Blower Protection

No employee shall be dismissed, disciplined or penalized as a result of
reporting illegal violations in connection with pollution, WCB regulations, theft or
other illegal violations unless it is determined that the employee is in any way
involved in the infraction. It is agreed that the union shall advise the employer
of any violation it may be aware of prior to reporting any alleged violations, and
to afford the employer reasonable opportunity to correct the violation.
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ARTICLE 15: SENIORITY

15.01 Seniority List

The Board shall maintain seniority lists of all employees as follows:

a) Regular Employees

Name and date of commencement of regular service for regular
employees and accumulated years of service.

b) Temporary Employees

Temporary employees shall accrue seniority on the secondary seniority list
on an hourly basis. Upon achieving regular status, such hours will be
converted utilizing a ratio of 7 hours = 1 day formula to produce an
adjusted date of commencement of regular service for the regular
employee seniority list. However, hours worked prior to June 26, 2000 are
not included for the purposes of producing the adjusted date of
commencement.

c) Temporary employees shall not be covered by Article 17 of this
Agreement.

d) Seniority shall operate as indicated herein on a bargaining unit wide basis.

15.02 Probationary Period

a) Newly hired ‘regular’ employees shall be considered on a probationary
basis for a period of three (3) months from the date of hiring and during
which time they are not eligible to apply on any temporary posted
positions. During the probationary period, probationary employees shall
be entitled to all rights and privileges of this Agreement and the grievance
procedure may be implemented. The employment of such probationary
employees may be terminated, if determined unsuitable as a regular
employee by the Board as defined in Article 1.02.

b) By mutual agreement between the Employer and the Union, the
probationary period may be extended up to six (6) months.
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15.03 Loss of Seniority or Continuous Service Record

Regular employees shall not lose seniority rights nor have their continuous
service interrupted if they are absent from work because of sickness, accident,
layoff or leave of absence approved by the Board. Regular employees shall
only lose their seniority or continuous service in the event:

a) They are dismissed for just and reasonable cause and are not reinstated.

b) They resign.

c) They fail to return to work, or give notice not to return to work, within seven
(7) calendar days following layoff and after being notified by double
registered mail to do so, unless through illness or other just cause. It shall
be the responsibility of the individual to keep the Board informed of their
current address.

d) They are laid off for a period longer than eighteen (18) months. At this
time such employees who wish to remain with the Board shall declare this
and shall retain their regular seniority (permanent) while on the secondary
seniority list.

e) Approved Leaves of Absence without pay in excess of six (6) months will
cause the seniority accumulation to cease after six (6) months.
Consequently, the employees starting date of employment may differ from
the recognized accumulated years of service.

1) Work in an excluded position for the employer for more than six (6)
months.

g) In the event that an employee working in an excluded position for the
employer rejoins the bargaining unit the seniority which that individual
earned as a union member will be recognized pursuant to Article 15.01.

15.04 Loss of Seniority for Temporary Employees

Temporary employees shall not lose their accrued hourly seniority unless:

a) They refuse more than eight (8) call-ins without having notified the
employer in writing that they are unavailable for a period of time or without
good reason for the refusal, or

b) They do no work for the employer for eight (8) months or more.
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ARTICLE 16: PROMOTIONS AND STAFF CHANGES FOR REGULAR
EMPLOYEES

16.01 Method of Making Appointments

a) Any appointments from within the regular staff are to be made in
accordance with the provisions relating to promotions hereinafter
contained.

b) When a new position is created or when a vacancy occurs, which shall
include the resignation of an incumbent within the system, the Board shall
immediately notify the Secretary of the Union in writing and the Board shall
post notice of the position in the Board’s offices, shops and on all bulletin
boards for seven (7) working days so that all employees will know about
the vacancy or new position, subject to Article 25.08.

c) A non-employee shall not be hired to fill a vacancy until at least seven (7)
working days after the closing date in the notification referred to in (b)
above nor until any applications submitted by present employees prior to
the closing date have been screened and the applicants interviewed.
Should the Board decide to fill the vacant position or when the Board
established a new position, the following shall apply:

In the case of termination or retirement by a regular employee or the
creation of a new position, the Board shall endeavour to fill the position
within a three (3) week period after the date of decision.

d) Wherever possible the Board shall fill a vacancy prior to the date upon
which the incumbent employee leaves the position.

e) An employee may, prior to taking their annual vacation, submit a letter to
the Secretary-Treasurer or designate, indicating the position(s) the
employee might wish to be considered for in the event that the vacancy
occurs during their vacation. The employee shall indicate where they can
be contacted, if possible, and when they will be available for an interview.

f) Temporary Postings

When a position of a temporary nature in excess of thirty (30) calendar
days occurs, either as a new position or to replace an absent employee,
the position shall be posted.

A regular employee who accepts a temporary position shall return to their
regular position upon completion of the temporary position.

Positions of more than seventeen and one half (17.5) hours per week that
are extended beyond one year shall be posted as regular positions.
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g) CUPE Observer

The Board agrees that when the Human Resources Manager attends
interviews for CUPE positions, CUPE will be requested to attend as an
observer and the cost will be paid for by the Board.

16.02 Information Regarding Job Openings

The vacancy notice referred to in Article 16.01 (b) shall contain the following
information: nature of position; required qualifications, knowledge, education
and skills; shift; wage rate or pay grade and the closing date for the submission
of application for the position.

16.03 Transfers and Promotions

a) Job opportunity should increase in proportion to length of service.
Therefore, in the transfer and promotion of regular employees, the
applicant with the greatest seniority and having the required qualifications,
skills and abilities to perform the job applied for shall be awarded the
position.

b) In cases of promotion requiring higher qualifications or certification, the
Board may give consideration to the senior employee who does not
possess the required qualifications but will prepare for qualification prior to
filling the vacancy. In this event the trial period outlined in Article 16.04
may be extended by mutual consent between the Union and the Board.

c) In the case of employees applying for promotion who were employed by
the Board prior to job evaluation and whose education standard is not that
required for the position, the employee’s experience with the Board shall
count as education.

d) School-based Assignments

In the case where there are two or more positions of equal hours in the
same classification at a school and one of the positions becomes
available, the vacant assignment will be offered on a seniority basis to
qualified employees in that classification presently working at that school,
prior to the position being posted.

e) New Hours Availability

Qualified employees who are currently working less than full time shall be
offered, on a seniority basis, any hours that become available within a
school or work site before hiring new employees, providing operational
requirements permit.
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f) Education Assistant Transfers During School Year

Transfers of Education Assistants between schools (positions), may be
deferred to a mutually agreeable (between Management and CUPE)
effective date, generally occurring at a natural break in the school year or
at the start of the next school year. The purpose of this provision is to
mitigate negative impact’outcomes related to student learning and
experience.

For the duration of the deferral, the employee shall benefit from the
superior terms and conditions of employment, of either the new position or
their current position, where applicable.

16.04 Trial Period on Promotions and Transfers

Promotions and transfers shall be made on the basis of the first two (2) calendar
months being a trial period. Conditional on satisfactory service, the regular
employee shall be declared permanent after the period of two (2) months. In the
event the successful applicant or the Board does not feel that the regular
employee is proving satisfactory, then the employee shall be returned to the
employee’s former (or an equivalent) position, wage or salary rate and without
loss of seniority. An employee’s trial period may be extended by mutual
agreement between the employee and the employer if it is felt more time is
needed to meet the requirements of the position. Any other employee promoted
or transferred because of the rearrangement of positions shall also be returned to
their former (or equivalent) position, wage or salary rate, without loss of seniority.
An employee will be given at least three (3) working days notice before the
transfer or reassignment commences.

16.05 Union Notification

a) The Secretary of the Union shall be notified of all appointments,
designations as a regular employee, hirings, layoffs, transfers, promotions,
demotions, recalls and terminations of employment within five (5) working
days of same occurring.

b) Upon request, unsuccessful applicants to a job posting shall be advised in
writing as to the reasons why they were not awarded the position.

c) The Union shall be notified of the names of all internal applicants to job
posting competitions.
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16.06 Accommodation of Disability

a) In circumstances where a member of the CUPE bargaining unit may be
unable to perform the regular duties of their position due to a disability, the
Employer and the Union, together with the affected employee, shall meet
to discuss and to consider the available evidence regarding the existence
and nature of the disability and, if necessary, options with respect to the
accommodation of the employee. The parties agree to work together to
consider how the employee’s disability can best be accommodated without
causing undue hardship to the Employer or the Union. The affected
employee shall participate and cooperate fully in this process.

b) The parties to this protocol, and the affected employee, shall share with
each other all information relevant to the accommodation of the affected
employee, including medical information pertaining to the employee’s
disability, and information regarding the requirements of the employee’s
position.

c) The parties agree that they will attempt to accommodate employees who
possess the_required qualifications, skills and abilities for a position as
follows, in order of preference:

1. In their current position;

2. In their current classification;

3. In another classification with equivalent hours/rate of pay;

4. In another classification which does not have equivalent hours/rate of
pay.

d) In considering the feasibility of the options set out in c) above, the parties
shall consider such options as the modification of duties, shifts, equipment,
and/or retraining of the employee.

e) It is understood and agreed that nothing in this protocol will require the
Employer, the Union or the affected employee to agree to an
accommodation which would impose undue hardship on the Employer or
the Union.

f) Agreements between the parties regarding the accommodation of
employees shall be reduced to writing. These agreements shall contain
provisions regarding the process which will be followed by the parties in
the event that there is a change in the accommodated employee’s
circumstances, including a lessening or worsening of the employee’s
disability.
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16.07 On-the-Job Training

The Board will encourage on-the-job training in each school, shop or office area
so that employees shall have the opportunity to receive training and qualify for
promotion or transfer in the event a vacancy occurs. Any training courses that
are of a general nature and interest shall be posted. The posting shall contain
the type of course, time and duration and qualifications required. The senior
qualified applicant shall be selected where possible. The Board may assign a
current employee to do on-the-job training wherever practical.

16.08 Training on New Equipment

Where new equipment, related procedures and/or skills are introduced the
employee shall be granted training time with a qualified instructor. The duration
of training time shall be determined by the complexity of machine operation.
During the training time the employee shall not be expected to fulfil their regular
duties. A qualified substitute shall perform the regular employees duties during
the training time when necessary to do so.

16.09 Information on Special Needs Students

The appropriate information necessary in order to assist employees in their
dealings with Special Needs students will be shared with the employee.

16.10 Information on Assignments

An Education Assistant newly assigned to a particular special needs student will
receive initial background concerning the student and the assignment either
through the I.E.P. committee, previous Education Assistant, teacher or
combination of the above.

16.11 Consultation between Education Assistants and Teachers

a) Consultation time regarding assigned duties shall be provided to
Education Assistants to meet with the Teachers and/or team.

b) Education Assistants requested to attend operational meetings and/or
required to meet outside of normal hours of work will be paid the regular
scheduled rate up to a maximum of thirty-five hours per week.

16.12 Transfers and Promotions of Temporary Employees

If the employer is unable to fill a vacancy pursuant to Article 16.03 with a regular
employee, the employer may then consider temporary employees by the test
described in Article 16.03.
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16.13 Bus Wash Goes With Route

Unless added premiums are required, all bus wash hours of a vehicle allotted to
a route shall be completed weekly by the operator who is currently posted to
that route. Bus wash shall be a minimum of two (2) hours a week effective July
1,2020.

ARTICLE 17: LAYOFFS AND RECALLS FOR REGULAR EMPLOYEES

17.01 Definition of Layoff

A layoff shall be defined as a reduction in the work force or in the regular hours
of work as defined in this Agreement.

17.02 Role of Seniority in Layoffs

Both parties recognize that job security shall increase in proportion to length of
service.

Therefore, in the event of a layoff, regular employees shall be laid off in the
reverse order of their bargaining-unit-wide seniority. A layoff list shall be
maintained for a period of eighteen (18) months and a copy of same shall be
given to the Secretary of the Union.

17.03 Bumping Procedure

a) An employee about to be laid off may bump any employee with less
seniority PROVIDING the employee exercising the right is able to satisfy
the requirements of the job description and specifications of the less senior
employee. When an employee exercises their bumping rights upon
assuming the new position, that employee shall be paid at the current rate
of pay for that position with reasonable orientation time allowed. Bumping
shall be done in consultation with the Union.

b) When a position has been eliminated, an employee may bump an
employee in a higher pay grade position providing they have previously
held a permanent appointment in that classification and they are qualified.

A qualified employee may bump an employee in the same or lower
classification where there is a greater number of hours if no position is
available in the same classification with the same hours.
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c) In order to minimize disruption of the student’s educational needs,
Education Assistants who are laid off and who bump into another position
may be requested to defer placement in the bumped position to a future
date, no later than the following September. Such deferment shall be
conditional upon the employee’s agreement to a temporary interim
assignment. Agreement shall not be withheld unreasonably.

For the duration of the interim assignment, such employee would continue
to receive all wages, rights and benefits of the laid off position or the
interim position, whichever is greater.

17.04 Role of Seniority in Bumping

a) If an employee is exercising their right to bump or is going to be bumped,
that employee shall retain their original position for future bumping
purposes for a period of eighteen (18) months.

b) If an employee has bumped into another position, they may elect to return
to their original position if it becomes vacant within an eighteen (18) month
period.

c) A bumping list shall be maintained for a period of eighteen (18) months
and a copy of same shall be given to the Secretary of the Union.

d) When the permanent start date is the same between two or more
employees temporary hours worked shall be counted to establish the order
of seniority.

17.05 Status of Laid Off Employees

a) Both CUPE, Local 459 and the Board recognize that it is in the interest of
both parties that laid off employees declare their intention regarding:

1. Bumping

The laid off employee shall declare within three (3) working days
after receiving layoff notice, their intention to bump.

In order to ensure the employee is in a position to consider all
possible options, the employer shall include relevant information with
the layoff notice with respect to positions held by employees junior to
the laid off employee.

Any employee subsequently bumped as a result of the initial layoff
shall have all rights of a laid off employee.
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2. Employees who do not exercise their bumping right shall declare,
within ten (10) working days from the date of layoff, whether or not
they wish to be placed on the available spare lists.

b) Failure to follow the above procedure, or failure to secure a posted
position, would result in the loss of seniority in accordance with Article
15.03.

17.06 Severance Pay

An employee may opt for severance pay on the date the layoff was to occur in
which case they shall be deemed to have resigned and has no further recourse
to recall privileges. An employee who has elected severance pay rather than
the right to recall shall be entitled to severance pay in a pro-rated amount equal
to one (1) week pay for every year of service up to a maximum of twenty-five
(25) weeks.

17.07 Recall Procedure

Employees shall be recalled in the order of their seniority PROVIDED they are
qualified for the position subject to Article 16.01 (b). A reasonable orientation
time will be allowed.

17.08 No New Employees

New employees shall not be hired until those laid off have been given an
opportunity of recall PROVIDED they are qualified for the position. A
reasonable orientation time will be allowed.

17.09 Notice of Layoff

In the event it becomes necessary to layoff a regular employee, the Board shall
give not less than twenty (20) working days notice in writing to the employee
before the layoff is to be effective. If the laid off employee has not had the
opportunity to work twenty (20) full days after notice in writing of layoff, they
shall be paid in lieu of work for that part of the said twenty (20) days during
which work was not available to them.

The provisions set out herein shall not apply in the case of factors beyond the
control of the Board and in the case of annual scheduled layoff of employees in
regular positions of less than twelve months.

17.10 Reduction of Regular Hours

In the case of reduction of regular hours, an employee shall be able to bump
into a position of equal hours or less, if one exists. The Union shall be notified
in writing within ten (10) days.
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17.11 Continuation of Benefits

a) The Board agrees to pay the coverage as noted in Article 28 for all
employee benefit plans for laid off regular employees for a period up to
two (2) months. In the event of a longer layoff, regular employees so
affected shall have the right to continue this coverage through direct
payments in advance up to a maximum of eighteen (18) additional months.

b) For employees recalled on a temporary basis, benefits shall continue as
outlined in Article 32.02.

17.12 Refusal of Work

Any laid off employees who are called on temporary assignments and who
refuse to report without good reason shall be terminated after seven (7)
refusals.

ARTICLE 18: HOURS OF WORK

18.01 Normal Hours of Work

The normal work week shall consist of five (5) eight (8) hour days for a total of
forty (40) hours per week. The normal work week for clerical staff, Education
Assistants and Student Engagement Facilitators consists of five (5) seven (7)
hour days for a total of thirty-five (35) hours per week. The normal work day will
be scheduled between the hours of 7:00 a.m. and 5:00 p.m.

The normal work day hours may be altered for positions that have an approved
flex-time schedule by written agreement between employee and their supervisor
with a copy given to the Human Resources Department and the Union.

18.02 Four Hour Minimum Work Day

a) The Employer is committed to providing a minimum of four hours of work
for a regular/continuing employee reporting for work and for a temporary
employee reporting for work who has posted into the position.

b) Exemptions from the four hour minimum:

1. Student/noon hour supervisors.

2. Crossing guards.
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3. Small schools with fewer than 75 students in which case a two hour
minimum will apply.

4. Other positions by mutual agreement.

c) The four hours shall be consecutive but may exclude a lunch period up to
one hour or a shorter period as defined elsewhere in the Collective
Agreement.

d) School Bus Operators are exempt from the requirement for consecutive
hours. The daily hours for School Bus Operators shall be completed
within a period of twelve (12) consecutive hours.

e) Where posting of additional hours is required, additional hours of less than
four hours may be posted as “additional hours” and are available to
employees who are able to accept the hours in addition to their current
assignment. Where posting of additional hours is not required, additional
hours shall be assigned as per the Collective Agreement.

18.03 Exceptions to Normal Hours

a) The normal work week for the Facilities Finance Clerk, Transportation
Clerk, Facilities Clerk VI and Warehouseperson and Payroll Clerks shall
consist of five (5) eight (8) hour days for a total of forty (40) hours per
week.

Article 18.01 and Article 18.06 may not be applicable to clerical support
staff working in Community Education, Work Experience, Adult Education
or as Student Engagement Facilitators, School Bus Operators, First
Nations Home/School Co-ordinators and Activity Supervisors.

b) The Board may hire, on a temporary basis, employees known as Activities
Supervisors. This category of employees shall be used in security
measures within School Board facilities as follows:

1. Such employees may be called to work anytime.

2. Overtime rates shall only apply if the employee works beyond eight
(8) hours in any one day or forty (40) hours in any one week.

3. Such employees would be entitled to two (2) consecutive days of rest
if five (5) consecutive days have been worked.
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c) Flexible Hours

The Board agrees to the principle of flexible working hours subject to
operational requirements.

18.04 Assumption of Day Shift

When there is a school closure and no community activities in the school to
which a Custodian is assigned, the said employee shall be able to assume day
shift PROVIDING prior authorization is granted by the Facilities Supervisor or
their designate. Such permission shall not be unreasonably withheld.

18.05 Hours of Shift Workers

a) One-half (1/2) hour meal time shall be included as part of the regularly
scheduled work period for employees on evening shift or night shift
PROVIDED the major portion of the shift is worked between 3:30 p.m. and
7:30 a.m. AND PROVIDED the employee is requested to stay on the
premises by the Facilities Supervisor or Designate. Said meal period shall
be taken at the place of employment unless prior permission is received
from the Facilities Supervisor or Designate prior to leaving the place of
employment.

b) In the event an emergency night shift is required, then subject to Article
18.07, no employee working on a night shift shall work alone EXCEPT
where contact is made with them at intervals to ensure their safety. The
time interval between contacts shall be determined by mutual agreement
between the Board and the Union.

18.06 Work Week

All employees shall work five (5) consecutive days Monday through Friday
according to posting with the understanding that where the conditions of a
special situation require it, the work week may be changed for designated
periods of time. Notice of such change shall be in writing and shall be given as
soon as possible, but in any event, not later than quitting time one (1) week in
advance.

18.07 Shift Change

All employees shall be notified in writing one (1) week (5 working days) in
advance of a change in their shift EXCEPT as otherwise agreed to between the
parties. This does not apply in the case of relieving in an established position.
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18.08 Rest Periods

All employees shall have a rest period of fifteen (15) consecutive minutes as
defined below:

Employees who work:
Less than two hours No Rest Period
Two and up to and including four hours 1 Rest Period
More than four and up to and including five 1 Rest Period and 1 Unpaid Meal
hours Period
More than five and up to and include eight 2 Rest Periods and 1 Unpaid Meal
hours Period

Afternoon and Night Custodians who
work:
More than four and up to and including six 1 Rest Period and 1 Paid Meal
hours Period
More than six and up to and including eight 2 Rest Periods and 1 Paid Meal
hours Period

Note: Each portion of a split shift applies to the above criteria.

18.09 Time Allowances — Custodial (User Group Permits)

a) The Employer shall create 1 (one) Full-time Equivalent 12 (twelve) month
regular Permit Time Custodian position as of July 2018. For the purposes
of this Agreement, we shall refer to this position as Permit Time Custodian
(“PTC”).

b) The PTC shall be assigned to schools, by management, across the
District, as appropriate, to provide Permit Time custodial services.
Wherever possible, the PTC assignments shall be scheduled in advance
for the school-year.

c) Extra permit time may be requested by a Head Custodian, subject to the
approval by the Custodial Supervisor or their designate for additional
permit time to service User Groups such as those examples listed below:

a. Summer User Groups(ie. summer camps, daycare, etc.)
b. School gym usage
c. Tournaments
d. NLC space
e. Fund raising events
f. Fun Fairs
g. Etc.
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d) In the event of a dispute arising from the interpretation, application or
alleged violation of this Agreement, this dispute shall be resolved by way
of mutual agreement between the parties.

ARTICLE 19: OVERTIME

19.01 Authority for Overtime as the Extension to a Regular Shift

No overtime shall be worked without authority from the Secretary-Treasurer of
the Board or their authorized representative EXCEPT in the case of a bona fide
emergency. Bona fide emergency overtime must be reported at the end of that
shift by the employee to their supervisor.

19.02 Overtime Rates

Overtime rates shall apply as follows:

a) On a regular work day:

Time and one-half for the first three (3) hours and double time thereafter in
any one day or shift. If overtime exceeds beyond two and one half (2½)
hours, the employee concerned shall be entitled to a one-half (1/2) hour
meal interval on Board time and shall receive a meal allowance in the
amount often dollars ($10.00).

b) On a statutory holiday an employee receives double time plus one (1) day
of rest with pay in lieu of the statutory holiday. If over time exceeds
beyond two and one half (2½) hours, the employee concerned shall be
entitled to a one-half (1/2) hour meal interval on Board time and shall
receive a meal allowance in the amount often dollars ($10.00).

c) Employees day of rest - double time.

19.03 Overtime for Part-time Employees

Part-time employees working less that eight (8) hours per day and who are
required to work longer than the regular working day shall be paid at the rate of
straight time for the hours so worked up to and including eight (8) hours in the
working day. Regular overtime rates shall apply after eight (8) hours in the
working day and for all work performed on statutory holidays and the
employee’s days of rest. In the case of part-time clerical staff the words “seven
(7) hours” shall be substituted for the words “eight (8) hours” wherever they
appear herein.
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19.04 Minimum Call-Out Time

a) Employees called out by the Secretary-Treasurer of the Board, or their
authorized representative, for work outside of their regular scheduled
hours shall be guaranteed a minimum of two (2) hours pay at double time.
This guarantee shall not apply to time worked immediately preceding or
immediately following the employee’s regularly scheduled hours.

b) Temporary employees shall be accorded the same conditions as noted in
Clause (a) above when working on relief of regular employees.

19.05 Time Off in Lieu of Overtime

a) An employee who is entitled to overtime pay under the provisions of Article
19.02 or 19.03 or to double time pay under the provisions of Article 19.04
may, as an alternative to receiving payment for such time, elect to take the
equivalent in time off. The amount of equivalent time off shall be
calculated on the basis of the overtime rate at which the premium time was
worked, e.g. . one (1) hour worked at time and one-half shall count as one
and one-half (1 1/2) hours off and one (1) hour worked at double time shall
count as two (2) hours off. All such time off shall be paid for at the straight
time rates which were in effect when the premium time was worked.

b) An election to take the equivalent in time off must be made in writing to the
Secretary-Treasurer of the Board. Unless and until this is done, an
employee who is entitled to time and one-half or double time under the
provisions of Article 19.02, 19.03 or 19.04 shall receive payment for same.
An election to take the equivalent in time off may be withdrawn by an
employee PROVIDED they do so in writing to the Secretary-Treasurer of
the Board in which case the employee shall receive payment for their
entire accumulated time off at the straight time rates which were in effect
when the premium time was worked.

c) An election to take the equivalent in time off shall only apply to the ‘Fiscal
year (July 1st to June 30th)” in which the premium time was worked. If
such time off is not taken during the said fiscal year the employee
concerned shall receive payment for their accumulated time off at the
straight time rates which were in effect when the premium time was
worked, or carry forward the accumulated time off to the next fiscal year.
Employees have the option to request equivalent time off to be converted
to dollars and paid out.

d) Subject to operational requirements, all overtime may be accumulated for
time off with the understanding that one (1) week may be taken off in the
period July 1st to August 31st and not more than two (2) weeks may be
taken off in any two (2) month period at other times.

20/9 — 2022 Collecilve Açreei;ient - 34 - CUPE Local 39 & School Di.tuict No. 62



e) Subject to the requirement contained in Section (d) above, the time or
times when an employee shall have the option to take equivalent time off
at their own request at a time they would not normally be working or on
any paid leave (i.e. Christmas, Spring Break, summer).

19.06 Hours of Work on Field Trips For Education Assistants, Aboriginal
Classroom Program Assistants and Student Engagement Facilitators

It is agreed that the Hours of Work - Article 18 and Overtime - Article 19 do not
apply to Education Assistants, Aboriginal Classroom Program Assistants and
Student Engagement Facilitators who are participating in School District
sponsored field trips.

Education Assistants, Aboriginal Classroom Program Assistants and Student
Engagement Facilitators will be paid as follows:

Day Trips

Up to ten (10) hours at straight time, subsequently time and one half (1 1/2) for
additional time necessary.

Overnight Trips

A minimum of eight (8) hours straight time, an additional two (2) hours at
straight time if necessary (for a maximum often (10) hours), then up to an
additional two (2) hours at time and one half (1 1/2) if necessary.

All field trips are to be approved by the District Principal - Student Support
Services/Alternate Programs prior to the date of the field trip.

ARTICLE 20: SHIFT WORK

20.01 Split Shift Premium

Employees shall receive additional compensation of eighty-four cents ($.84) per
hour for working a split shift where the elapsed time between the
commencement and the conclusion of the shift exceeds nine (9) hours. This
premium shall be increased by the percentage increase in the basic payroll
rounded to the nearest cent.

20.02 Night Shift Premium

Employees working night shift between the hours of 11:00 p.m. and 7:30 a.m.
shall receive eighty-four cents ($.84) per hour. This premium shall be increased
by the percentage increase in the basic payroll rounded to the nearest cent.
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ARTICLE 21: HOLIDAYS

21.01 List of Holidays

The following days shall be observed as statutory holidays:

New Year’s Day B.C. Day
Family Day Labour Day
Good Friday Thanksgiving Day
Easter Monday Remembrance Day
Victoria Day Christmas Day
Canada Day Boxing Day

AND any other day declared or proclaimed statutory or public holiday by the
Province of British Columbia or the Government of Canada. If by law,
declaration or proclamation, another day is substituted for the observance of
one of the holidays listed above, the day of observance shall be considered as
the holiday insofar as payment for the listed statutory holiday is concerned.

21.02 Pro-rated Statutory Holiday Pay for Part-time or Temporary Employees

Statutory holiday pay is calculated as follows:

a) For an employee who does not have a regular schedule of hours and who
has worked at least 15 of the last 30 days before a statutory holiday, by
dividing the employee’s total wages, excluding overtime wages for the 30
day period by the number of days worked.

b) For an employee who has worked less than 15 of the last 30 days before a
statutory holiday, by dividing the employee’s wages, excluding overtime
wages, for the 30 day period by 15.

21.03 Compensation for Holidays on Saturday or Sunday

When any of the above-noted holidays fall on Saturday or Sunday and is not
declared or proclaimed as being observed on some other day, the following
Monday (or Tuesday where the preceding Monday is declared or proclaimed a
holiday) shall be deemed to be the holiday for the purpose of the Agreement.

21.04 Eligibility for Statutory Holidays

Regular employees shall be entitled to a day off with pay for each of the above-
noted statutory holidays with the following exceptions:

a) Employees employed for the school term shall be entitled to a day off with
pay, if scheduled to work on that day, for each of the above-noted
statutory holidays EXCEPT for Canada Day and/or B.C. Day.
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b) Canada Day or B.C. Day shall be paid for only if the employee has been
paid for fifteen (15) days in the previous thirty (30) calendar days.

21.05 Holidays on Regular School Days

Should the schools be required to be in session on any statutory holiday,
employees required to work on such a holiday will be given another day off with
pay in lieu of the statutory holiday. The alternate day off shall be taken at a
mutually acceptable time within a twelve (12) month period.

21.06 Holidays on Day Off

When one of the holidays referred to in Article 21.01 falls on an employee’s
regularly scheduled day off, the employee shall be given another mutually
agreed day off with pay or payment in lieu of the statutory holiday. Employees
other than full-time shall receive this benefit on a prorated basis.

21.07 Christmas and New Year’s Eve

All shifts shall end at 3:00 p.m. on the last working day before Christmas Day
and New Year’s Day without loss of pay. This clause applies only to the
employees working on that day.

ARTICLE 22: VACATIONS

22.01 Vacation Year

The vacation year shall be January 1st to December 31st inclusive for all
employees except for those employees defined in Article 22.04; their vacation
year shall be the school year defined as July 1st to June 30th.

22.02 Length of Vacation

a) Annual vacations shall be granted as follows:

1. Employees with one (1) or more years of continuous service:

Three (3) calendar weeks of vacation with pay at the employee’s
current posted rate.

2. Employees with seven (7) or more years of continuous service:

Four (4) calendar weeks of vacation with pay at the employee’s
current posted rate.
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3. Employees with twelve (12) or more years of continuous service:

Five (5) calendar weeks of vacation with pay at the employees
current posted rate.

4. Employees with nineteen (19) or more years of continuous service:

Six (6) calendar weeks of vacation with pay at the employee’s current
posted rate.

5. Employees with twenty-five (25) or more years of continuous service:

Seven (7) calendar weeks of vacation with pay at the employee’s
current posted rate.

6 Employees with thirty (30) or more years of continuous service:

Eight (8) calendar weeks of vacation with pay at the employee’s
current posted rate.

7. Vacation increments shall be granted at the start of the calendar year
in which the employee’s anniversary occurs.

8. Anyone commencing or terminating employment with the Board
during the vacation year shall be entitled to proportional vacations for
that year.

9. Vacations may be taken during the year in which they are being
earned, provided that employees who leave the Board’s service after
taking their vacation and before completing the vacation year shall
have the value of any unearned vacation recovered from their
termination pay.

10. Vacation shall be advanced in hours each January for all regular
employees except those employees defined in Article 22.04; their
vacation shall be granted each pay period.

11. Regular school term, regular seasonal and regular part time
employees shall earn vacation proportionate to the number of hours
they are paid in their posted position.

b) Regular employees working extra time in call-in positions that have not
been posted shall receive vacation credits each pay.
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22.03 Pay During Christmas and Spring Break

a) Regular employees who are not required to work the days when schools
are closed in the Christmas and Spring Breaks shall receive their normal
salary during these breaks. Any salary paid for days not worked during
these breaks shall be charged to vacation entitlement. Employees shall
be notified of this provision when they are originally hired, as well as prior
to any pay period in which they may expect to receive less than normal
salary as a result of the implementation of this article.

b) New regular employees hired on or after November 151h, will not receive
their normal salary during Spring Break for the week where the leave is
charged to vacation entitlement, during their first year of employment. The
purpose of this provision is to avoid overtaken vacation, resulting in
potential claw-back of wages at year-end, in accordance with Article 22.03.

22.04 Ten Month and Seasonal Employees

a) Regular school term and regular seasonal employees will be retained on
the payroll after the end of their regular appointment until their vacation
entitlement has been used unless such employees submit a written
request, prior to the last pay period in June, to take vacation and pay at
some other time during the summer.

b) Employees whose regular position is for a period of ten (10) months or
more, but less than twelve (12) months, shall be entitled and required to
take annual vacation with pay in accordance with the provisions of Articles
1.08, 22.02, and 22.03.

c) Employees, who have received paid vacation pursuant to Article 22.03,
and have any remaining entitlement based on their regular appointment,
will be notified prior to the end of their regular appointment of entitlement
in pay and days.

d) Unless such employees submit a written request, prior to the last pay
period in June, to take such vacation and pay at some other time during
the summer, vacation time will be added to the end of the regular
appointment and the employee will be maintained on the payroll until the
vacation allocation entitlement is used up.
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22.05 Vacations

a) Regular seasonal employees shall not be entitled to their new vacation
year earnings until they have commenced employment for their season.

b) Regular school term and regular seasonal employees who do additional
work on a temporary or call-in basis shall not work during the period either
scheduled or designated as a vacation period.

22.06 Special Consideration

Employees may make application in writing to the Secretary-Treasurer or
designate for special consideration regarding annual vacations, with such
application to be submitted at least one (1) month prior to the annual holiday
period. This request shall be answered in writing within two (2) weeks.

22.07 Vacation Accumulation

Regular employees may make special application to the Board to have vacation
time deferred to a subsequent year. The maximum total deferral per employee
shall be fifteen (15) days.

22.08 Vacation Schedules

Vacation schedules shall be posted by May 1st of each year and shall not be
changed unless mutually agreed to by the employee and the Board.

22.09 Unbroken Vacation Period

Employees shall be entitled to receive their vacation in an unbroken period
unless otherwise mutually agreed upon between the individual concerned and
the Board.

22.10 Holidays During Vacation

If a paid holiday falls or is observed during an individual’s vacation period they
shall be granted an additional day of vacation for each holiday in addition to this
regular vacation time.

22.11 Approved Leave of Absence During Vacation

Where an employee qualifies for sick (PROVIDED the nature and length of time
of the illness is certified by a duly authorized medical practitioner) or
compassionate leave during vacation, there shall be no deduction from vacation
credits for such absence. The period of vacation so displaced shall either be
added to the vacation period or reinstated for use at a later date by mutual
consent.
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22.12 Work During Vacation

No employee shall be required to work during their scheduled vacation.

22.13 Termination of Employment

Should an employee’s service be terminated for just and reasonable cause, the
provisions of the Employment Standards Act shall apply.

22.14 Custodial Vacations

Custodial staff are required to take the first four (4) weeks of their annual
vacation during the period July 1st to August 31st EXCEPT where prior
approval is granted under Article 22.06.

22.15 Vacation Replacement

An employee may be temporarily replaced in cases when a vacation period
extends beyond four (4) consecutive weeks.

22.16 Regular Employee’s Accrual of Temporary Seniority for Vacation Entitlement

Regular employees who have previously worked as temporary employees shall
have such temporary hours accrued and converted into an adjusted
commencement of regular employment date for the exclusive purpose of
vacation accrual pursuant to Article 22.02.

ARTICLE 23: SICK LEAVE PROVISIONS

23.01 Sick Leave Defined

Sick leave means the number of working days an employee is permitted to be
absent from work without loss of pay due to illness or accident for which
compensation is not payable under the provisions of the Workers’
Compensation Act. Pay shall be in accordance with Article 1.09 and 1.10. The
average hourly rate shall include all premiums, allowances, differentials, and
per Article 22.02 b (3).

20/9 — 2022 Cülleiri e 1qreentenr — 1 / - CoPE Local 459 & Sc/tool Dixtuhi No. 62



23.02 Amount of Sick Leave

a) A regular employee shall be entitled to sick leave on the basis of one and
one-half (1 1/2) days for each month of service to be credited on a monthly
basis as earned, except for new regular employees Who, on the starting
date of employment, will be credited with sick leave to ensure that their
minimum accumulation of sick leave equals eighteen (18) days (prorated
for ten (10) month employees). A regular employee must have worked at
least five (5) days in one month to be eligible for one and one-half (1 1/2)
days of sick leave for that month.

b) A regular employee will not accumulate sick leave credits while on paid
sick leave, Long Term Disability, or while on Workers’ Compensation
Board benefits and not in receipt of top up.

c) A regular employee who is laid off and then accepts a temporary or call-in
assignment shall be entitled to sick leave on the basis of one and one-half
(1 1/2) days for each twenty-one (21) days of actual work, to be credited
upon completion of each period of twenty-one (21) days of actual work.
Their sick days will be adjusted in January.

d) Unused sick leave shall be accumulated by an employee up to a maximum
credit of two hundred and fifty (250) days.

23.03 Ineligibility for Sick Leave

An employee who is on layoff, leave of absence without pay, under suspension,
on strike or locked out shall not be eligible for sick leave nor shall they
accumulate sick leave credits during such period.

23.04 Deduction of Sick Leave

All absences due to illness or accident as defined in Article 23.01 on a normal
work day shall be charged against an employee’s sick leave credits. There
shall be no charge against an employee’s sick leave credits when they are
absent for less than one-quarter (1/4) day. If the employee’s absence is for
one-quarter (1/4) day but less than one-half (1/2) day, one-quarter (1/4) day
shall be charged against their sick leave credits. If the employee’s absence is
for one-half (1/2) day but less than a full day, one-half (1/2) day is charged.

20 / 9 — 2022 Coflccthc Aicc,nc,:t — 32 — CUPE Locol 359 & School District No. 62



23.05 Family Illness

a) In the case of illness of an immediate family member, as defined in Article
24.06, of a regular employee when no one at home other than the
employee can provide for the needs of the ill person, the employee shall
be entitled, after notifying their supervisor, to use a maximum of five (5)
days sick leave credits annually.

b) In the event of a prolonged illness, if an employee has used the maximum
days available, they shall be entitled to utilize unused vacation credits for
such purpose anytime during the vacation year.

c) Employees may elect to apply for Compassionate Care Leave Benefits
through Employment and Social Development Canada (Service Canada),
should they require additional leave for this purpose.

23.06 Medical and Dental Appointments

Deductions shall be made from an employee’s sick leave credits for medical
and dental appointments in the manner set out in Article 23.04. At least one
weeks’ advance notice shall be provided to the Employer for non-emergency
medical and dental appointments.

23.07 Payment for Unused Sick Leave

a) Payout in the Event of Death

In the event of the death of any permanent employee the Board shall grant
to the employee’s named beneficiary a sum equal to an additional four (4)
weeks salary or wages computed from the date of death and calculated at
the rate to which they were entitled at the date of their death; PROVIDED
that where a permanent employee having at least five (5) years continuous
service dies while in the service, their named beneficiary shall be entitled
to the benefits accrued under the sick leave clause hereof or under this
clause, whichever is the greater amount.

If no beneficiary is named, the parties agree that any benefits payable per
this clause shall be paid to the estate of the deceased employee.

b) Earned Vacation and Sick Leave on Death

If an employee who has been granted more vacation or sick leave with pay
than they have earned and who dies, the employee is considered to have
earned the amount of leave with pay granted.
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c) Payment on Retirement

1. On retirement a regular employee having accrued sick leave to their
credit shall receive an allowance in lieu thereof equal to one (1) day
pay based on the average hourly rate to a maximum of one hundred
(100) days pay as follows:

i) Twenty-five percent (25%) for employees having completed five
(5) years continuous service with the Board.

ii) Fifty percent (50%) for employees having completed ten (10)
years continuous service with the Board.

iH) Seventy-five percent (75%) for employees having completed
fifteen (15) years continuous service with the Board.

iv) One hundred percent (100%) for employees having completed
twenty-five (25) years continuous service with the Board.

2. Base hourly rate shall include split shift differential and industrial first
aid allowances as determined by Article 1 .09.

3. In order to be eligible for retirement payout the employee must notify
the Board by February 1 of the prior fiscal period of their intent to
retire. If an employee fails to give the required notice period in order
to allow the Board to budget for the payout then the Board may opt to
pay out the retirement allowance in the year following an employees
retirement.

d) Termination of regular employee

On termination a regular employee having completed ten (10) or more
years continuous service with the Board shall be entitled to the same
accrued sick leave benefits that would apply in Article 23.07 (c) above as
well as the notice required in 23.07 (a) 3.

a) Earned Vacation and Sick Leave Termination

When the employment of a regular employee who has completed a
minimum of five (5) years and who has been granted more vacation or sick
leave with pay they have earned and who is terminated by layoff or
otherwise, they are considered to have earned the amount of leave with
pay granted to them.
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f) Notice for Method of Payout of Unused Sick Leave

The Board shall payout the approved amount of unused sick leave in the
manner requested by the employee, PROVIDED the Board is notified at
least one (1) month in advance of the actual date of termination or
retirement, AND PROVIDED the Board’s commitment ends on the
termination date.

23.08 Sick Leave Credits

a) An employee shall be advised per their electronic pay slip of their sick
leave credits.

b) A list of each employee’s credit shall be sent to the Union upon request
showing the number of days used in the previous year and the current
credit. This request shall not be more frequent than semi-annually.

23.09 Doctor’s Certificate

A doctor’s certificate may be required for any illness.

23.10 Sick Leave During Leave of Absence and Layoff

When a regular employee is given leave of absence with pay they shall receive
sick leave credit for the period of such absence on their return to work. When a
regular employee is laid off on account of lack of work they shall not receive
sick leave credits for the period of such absence but shall retain their cumulative
credit, if any, existing at the time of such layoff.

23.11 Notification to Board

Failure of an employee to report absence due to illness or accident, as defined
in Article 23.01, to the Secretary-Treasurer of the Board or their authorized
representative prior to the commencement of their shift, may result in the loss of
sick leave until such absence is reported.

23.12 Central Call-in

No employees shall be required to find their own replacement when on
approved leave of absence.

23.13 Employment Insurance Rebate

The Board agrees to remit the employees’ share of the Employment Insurance
rebate to the Union on a monthly basis.
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ARTICLE 24: LEAVE OF ABSENCE

24.01 Calculation of Hourly Rate of Pay

Wherever in this Article an employee is entitled to leave of absence with pay,
the pay shall be in accordance with Article 1.09.

24.02 Maternity and Parental Leave

a) Amount of Leave

An employee, on written request supported by a certificate of a medical
practitioner stating that the employee is pregnant and estimating the
probable date of birth of the child, is entitled to a leave of absence from
work, without pay, for a period of seventeen (17) consecutive weeks or a
shorter period the employee requests, commencing eleven (11) weeks
immediately before the estimated date of birth or a later time the employee
requests.

b) Regardless of the date of commencement of the leave of absence taken
under 24.02 (a) the leave shall not end before the expiration of six (6)
weeks following the actual date of birth of the child unless the employee
requests a shorter period.

c) A request for a shorter period under 24.02 (b) must be given in writing to
the Board at least one (1) week before the date that the employee
indicates they intend to return to work and the employee must furnish the
Board with a certificate of a medical practitioner stating that the employee
is able to resume work.

d) Where an employee gives birth or the pregnancy is terminated before a
request for leave is made under 24.02 (a), the Board shall, on the
employee’s request and on receipt of a certificate of a medical practitioner
stating that the employee has given birth or the pregnancy was terminated
on a specified date, grant the employee leave of absence from work,
without pay, for a period of six (6) consecutive weeks, or a shorter period
the employee requests, commencing on the specified date.

e) Where an employee who has been granted leave of absence under this
section is, for reasons related to the birth or the termination of the
pregnancy as certified by a medical practitioner, unable to work or return
to work after the expiration of the leave, the Board shall grant to the
employee further leaves of absence from work, without pay, for period
specified in one or more certificates but not exceeding a total of six (6)
consecutive weeks.
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f) The Board may require an employee to commence a leave under Section
(a) above where the duties of the employee cannot reasonably be
performed because of the pregnancy and to continue the leave of absence
until the employee provides a certificate from a medical practitioner stating
that they are able to perform their duties.

g) Parental/Adoption Leave

1. Employees, on their written request for Parental Leave, are entitled
to a leave of absence from work, without pay, for the period specified
in 24.02 (c).

a) An employee who has used entitlement under 24.02 (a) may
choose further Parental Leave of thirty-five (35) weeks duration.

b) With the exception of a birth parent pursuant to sub (g) 1) a)
above, either parent may choose Parental Leave of thirty-seven
(37) weeks duration.

c) Only one of the parents may access Parental/Adoption Leave.

2. A request under 24.02 (g) (1) must:

a) Be made at least four (4) weeks before the day specified in the
request as the day on which the employee proposes to
commence parental leave, and

b) Be accompanied by:

i) A certificate of a medical practitioner or other evidence
stating the date of birth of the child or the probable date of
birth of the child it a certificate has not been provided
under 24.02 (a), or

U) A letter from the agency that placed the child providing
evidence of the adoption of the child.

3. The employee is entitled to parental leave pursuant to 24.02 (g) or a
shorter period if the employee requests, commencing:

In the case of a natural parent, immediately following the end of the
maternity leave taken under 24.02 unless the employer and
employee agree otherwise
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b) In the case of a natural parent, following the birth of the child
and within the fifty-two (52) week period after the birth date of
the new born child, and

c) In the case of an adopting parent, following the adoption of the
child and within the fifty-two (52) week period after the date the
adopted child comes into the actual care and custody of the
parent.

4. a) If it is certified by a medical practitioner or the agency that
placed the child that an additional period of parental care is
required because the child suffers from a physical,
psychological or emotional condition, the employee is entitled to
a further parental leave of absence from work, without pay, for a
period not exceeding a total of five (6) weeks as specified in the
certificate, commencing immediately following the end of the
parental leave taken under 24.02 (g).

h) Combined Maternity and Parental Leave

Notwithstanding 24.02 (a) and 24.02 (g), an employee’s combined
entitlement to a leave of absence from work under this Part shall not
exceed a total of fifty-two (52) weeks.

i) Employment Deemed Continuous

The services of an employee who is absent from work in accordance with
this Article shall be considered continuous for the purposes of seniority,
vacations and layoff and any pension, medical or other plan beneficial to
the employee, and the Board shall continue to make payment to the plan
in the same manner as if the employee were not absent where:

1. The Board pays the total cost of the plan, or

2. The employee elects to continue to pay their share of the cost of a
plan that is paid for jointly by the Board and the employee.

j) Reinstatement

1. An employee who resumes employment on the expiration of the
leave of absence granted in accordance with this Article shall be
reinstated in all respects by the Board in the position previously
occupied by the employee, or in a comparable position, and with all
increments to wages, benefits and seniority to which the employee
would have been entitled had the leave not been taken.
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2. Where the Board has suspended or discontinued operations during
the leave of absence granted under this Article, and has not resumed
operations on the expiry of the leave of absence, the Board shall, on
resumption of operations and subject to seniority provisions of this
Collective Agreement, comply with Section 24.02 (a) of this Article.

k) Restrictions

1. The Board shall not:

i) Terminate an employee, or

U) Change a condition of employment of an employee without the
employee’s written consent because of an absence authorized
by this Article or because of the employee’s pregnancy unless
the employee has been absent for a period exceeding that
permitted under this Article.

2. The burden of proving that:

i) The termination of an employee, or

H) A change in a condition of employment of the employee without
the employee’s written consent is not because of an absence
authorized by this Article or because of an employee’s
pregnancy, is on the Board.

I) Maternity Supplemental Employment Benefit Plan

The parties agree, pursuant to the Employment Insurance Act, that the
objective of the plan is to supplement the Employment Insurance benefits
received by employees due to an interruption of earning caused by
pregnancy.

The Board agrees to enter into a Supplemental Employment Benefit (SEB)
Plan required by the Employment Insurance Act. This Article and its
related benefits are subject to acceptance by the Employment Insurance
Commission of the proposed SEB plan.

When a pregnant employee takes the maternity leave to which they are
entitled pursuant to the applicable legislation, the Board shall pay the
employee 95% of their current salary, for the first two weeks of the
employee’s maternity leave.
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For the remainder of the fifteen (15) weeks of Employment Insurance
maternity benefits the Board shall pay the difference between 95% of their
current salary and the amount of Employment Insurance maternity
benefits.

To be eligible for the SEB plan an employee must apply and qualify for
Employment Insurance Maternity benefits. The SEB Plan applies only
during an employee’s normal work period. An employee must be a regular
employee.

m) Parenthood Leave

A regular employee with a permanent appointment and a minimum of two
years service with the Board with a dependent child/children shall be
granted upon request a parenthood leave of absence without pay for a
stated period of time up to a maximum of twenty (20) school months.

An employee requesting such leave will give a minimum of three months
notice for the commencement of the leave. This notice may be waived by
mutual agreernent.

Parenthood leave shall also be granted in the case of adoption or legal
guardianship.

The employee may elect to continue benefits per Article 28.

24.03 Jury Duty or Court Witness

The Board shall pay an employee who is required to serve as a juror or who is
subpoenaed as a witness in any court proceedings, who is accompanying a
minor dependent child, or who is required at any location off the worksite to file
a report or provide evidence concerning incidents related to their employment at
the school district, their regular wages for those days or hours lost so long as
the employee is not involved in personal litigation and as long as the absence is
approved by the employer in advance. In retum the employee shall remit to the
Board such payments as may be received by them for such services. The
employee is not required to return to work and complete their normal shift if they
were requested to attend court past 1:00 p.m. for day shift or if the employee
attended court in excess of five (5) hours for evening shift.
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24.04 Special Leave With Pay

a) Regular employees shall be allowed leave of absence with pay and
without loss of seniority and benefits for the following reasons:

Reason: Leave of Absence:
Self-Directed Professional Development 1 working day each year, after
Day completing one year of service,

effective July 1, 2020
Employee’s marriage 3 working days
Marriage of employee’s parent, child, The day of the wedding
brother or sister
Adoption of employee’s child 3 working days
Moving employee’s household Maximum of 1 working day (day

of move) per calendar year
Serious household emergency 1 working day
Formal hearing to become a Canadian 1 working day
citizen
Employee, employee’s spouse and/or 1 working day — day of graduation
dependant’s secondary or university, ceremony
coflege or technical institute graduation
Education examination in line with work Time required for examination up

to a maximum of 1 working day
Paternity 3 Working days

b) Paid Emergency Leave - It is recognized by both parties that on occasion
matters of public emergency arise such as search and rescue, firefighting,
etc.

An employee who has been called on to perform such services during
working hours may be paid their regular salary PROVIDING that
documentation, confirming the emergency service was performed by the
employee, is presented to the Board upon return to work.

24.05 General Leave

a) The Board may grant leave of absence without pay and without loss of
seniority as per Article 15.03 to any employee requesting such leave for
good and sufficient cause. All such requests shall be submitted in writing
to the Secretary-Treasurer or designate. Such approval shall not be
withheld without just cause.
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b) Employees on approved leave shall have the right to pay one hundred
percent (100%) of the premium for their benefits up to a maximum of
twelve (12) months by direct payment to the Board.

c) Approved Leaves of Absence exceeding twelve (12) months - Employees
absent due to approved leave of absence shall retain regular employment
status for up to twelve (12) months. Following a period of twelve (12)
months, regular employees shall relinquish their normal regular positions
with the commitment that once the leave expires the employee may use
the bumping procedure to be re-employed as a regular employee.

24.06 Compassionate or Bereavement Leave

a) Regular employees shall be granted leave with pay in the event of a death
or serious illness in the immediate family as defined by the Employment
Standards Act, Section 52.1, as amended. Such leave shall not exceed
five (5) days leave with pay.

b) “Immediate Family” shall be defined as spouse, child, parent (including in-
laws), guardian, grandchild, grandparent or any person who lives with an
employee as a member of the employee’s family.

24.07 Funeral Leave

A regular employee who is required to attend a funeral as a pallbearer shall be
granted one (1) day of leave with pay for a maximum of two leaves annually for
this purpose. Any additional leave shall be granted without pay. A regular
employee who wishes to attend a funeral as a mourner shall access leave
under Article 24.06 Compassionate Care or Bereavement Leave.

24.08 Educational Leave for Labour Relations

a) As it is in the interests of the School Board to have well trained employees for the
proper functioning of the establishment, so too it is in the interests of the School
Board and the Union to have experienced, responsible, well-trained shop
stewards and executive committee members in their undertakings in labour
relations.

b) Given sufficient notice, the Board will consider granting leave to those employees
approved by the Union to attend courses. Approved leave of absence shall be
without pay but without loss of seniority or benefits up to a maximum of six (6)
weeks per person per year.
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24.09 Leave of Absence For Sickness or Iniury

Employees absent due to a bona tide sickness or injury, PROVIDED such
sickness or injury is attested to by a licensed physician, shall retain regular
employment status. Following a period of twelve (12) months, a regular
employee shall relinquish their normal regular position with the commitment that
once certified capable, the employee may use the bumping procedure to be re
employed as a regular employee. It is understood that seniority will cease to
accumulate after the twelve (12) months leave.

24.10 Deferred Salary Leave Plan

CUPE employees will have access to the Deferred Salary Leave as provided in
the Sooke School District Policy book.

24.11 Military Leave

For service in Armed Forces Militia or Reserve, an employee may be granted
up to ten (10) days per year with pay. Any pay earned while serving on such
leave shall be reimbursed to the Board up to the cost of the member’s salary.

ARTICLE 25: PAYMENT OF WAGES AND ALLOWANCES

25.01 Pay Days

The Board shall pay salaries and wages every second Friday in accordance
with the Schedule attached hereto, and forming part of this Agreement. On
each pay day each employee shall be provided with an electronic itemized
statement of their wages and deductions. If the pay Friday is a holiday, the
payment shall be made on the preceding working day.

25.02 Performing Duties in Higher Classification

An employee who is temporarily assigned to perform the duties of a higher
rated classification than their own shall receive the higher rate of pay on the first
and following days. All temporary assignments shall be made in writing.

25.03 Expense Allowance

A living out allowance, to be based upon reasonable actual expenses, shall be
paid to persons temporarily living away from home upon instructions of the
Board for the purpose of performing their duties.
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25.04 Mileage Allowance

a) Employees shall not be required, as a condition of employment, to supply
a vehicle to perform their duties. Where an employee agrees to a request
by the Board to use their private vehicle to carry out their duties and to
transport school board equipment and/or materials for the majority of the
month they shall be paid sixty dollars per month in addition to the mileage
allowance.

b) If the Board assigns an employee to more than one place of employment
in any one day and the distance involved, lack of public transportation or
other factors in the opinion of the Board makes it necessary for the
employee in question to use their own private vehicle to travel between the
said locations, the employee shall be paid a mileage allowance based on
the shortest distance the employee must travel between the said locations
to perform their duties as per Board Policy G-261.

c) Employees posted at more than one work site shall have travel time
between sites considered as part of their shift.

25.05 Education Allowance

a) Subject to the prior approval by the Board, the Board shall pay full cost of
the fees, and cost of a replacement if necessary, for courses taken and
passed by employees for the betterment of the skills as applicable to
Board requirements.

b) Occupational First Aid Tickets

One hundred percent (100%) reimbursement of course fees and materials.
One hundred percent (100%) reimbursement at straight time rates for
hours spent on course and mileage reimbursement at applicable rate.

25.06 “Dirty Work” Premium

A premium of one dollar ($1.00) per hour effective January 1, 2020 additional
compensation shall be paid to employees when spray painting, punching boiler
tubes, relining furnaces or refinishing wooden gym floors. Upon instructions
from the Board or its designated official, an employee performing other duties
considered as “dirty work” shall be paid the same premium. This premium shall
be increased by the percentage increase in the basic payroll rounded to the
nearest cent.

20? 9 — 2022 Co/hcri’c irce,,ie’ir — 53 - CUPE Local 159 & S, hcwl District No. 62



25.07 Supervision Allowance

a) All Employees Except Tradesperson

General Supervision:

All employees who supervise shall be paid a rate of thirty cents ($0.30) per
hour effective January 1, 2020, thirty-five cents ($0.35) per hour effective
January 1, 2021 and forty cents ($0.40) per hour effective
January 1, 2022, per employee. This rate shall become part of their
regular hourly rate.

i) For all employees the supervision premium will be incorporated for
the term of employment (i.e. supervision premium would continue
while on vacation or illness).

U) Supervision to be adjusted if necessary in the months of September
and January.

b) Tradesperson

Tradesperson shall receive a premium of one dollar and forty-eight cents
($1.48) per hour. This premium shall include up to and including two (2)
tradesperson/workers and be increased by the percentage increase in the
basic payroll rounded to the nearest cent.

Casual supervision pursuant to Article 25.07 (a) shall be paid to the senior
tradesperson designated as supervisor of a group of workers that number
three (3) or more.

c) Outside Bargaining Unit

When an employee is designated to temporarily relieve in or perform the
principal duties of a position which is outside the bargaining unit, the
employee shall receive a rate of pay for the position filled which is rated at
470 points. The employee shall be deemed to be covered by this
Collective Agreement during the period of temporary transfer. Seniority
shall not be a governing factor.

d) Casual Supervision

Employees whose job description does not include supervision duties or
whose supervision requirements are in excess of the job description who
are required to supervise in excess of one-half day shall be paid a
premium of thirty-two ($0.32) cents per hour providing pre-approval is
given by the Secretary-Treasurer or designate.
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e) Foreperson Premium

An employee designated in the position of foreperson shall receive an
additional premium of three dollars and fifty-five cents ($3.55) effective
January 1, 2020, in addition to the regular hourly salary in lieu of
supervision.

25.08 No Obligation Upon Board to Fill a Position

The presence of a job description with accompanying wage rate in the Schedule
attached hereto and forming part of this Agreement shall not impose any
obligation upon the Board to fill any category. HOWEVER no job description
and accompanying wage rate shall be eliminated or changed without prior
agreement with the Union.

25.09 Wage Determination

The wage rates shown in “Schedule A” shall be computed by the product of the
point evaluation for each position and the negotiated per point value to the
nearest cent. The per point value shall be:

January 1st, 1980 2.19 cents
January 1’, 1981

All rates shall be increased by $1.25 per hour
May Vt, 1981 All rates shall be increased by a further $0.25 per

hour
January 1st 1982 All rates shalt be increase by the percentage

increase (12.79%) as determined by the difference
in the Consumer Price Index (Canada) for the period
October 1980 to October 1981 inclusive, with a
guarantee that no rate shall be increased by less
than $1.15 per hour

April 1 st, 1982 All rates shall be increased by $0.20 per hour
August 1st, 1982 All rates shall be increase by $0.20 per hour
January 1st 1983 All rates shall be increased by 3%
January 1st, 1985 All rates shall be increased by 1%
July Vt, 1985 All rates shall be increased by 1%
January Vt, 1986 All rates shall be increased by .5%
July 1 st 1986 All rates shall be increased by $0.31 per hour
July 1’, 1987 All rates shall be increased by 2.80%
July 1st, 1988 All rates shall be increased by 3.2%
July 1st, 1989 All rates shall be increased by $0.70 per hour
January 1 st, 1990 All rates shall be increased by $0.30 per hour
July 1 st, 1990 All rates shall be increased by 4%
January 1, 1991 All rates shall be increased by3%
July 1st, 1991 All rates shall be increased by 4%
January jst, 1992 All rates shall be increased by 3%
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August 1, 1993 All rates shall be increase by $0.50 per hour
July Vt, 1994 No wage increase
July 1st, 1995 All rates shall be increased by 1.2%
March V’, 1998 Ten cents ($.10) per hour increase across the board
July Vt, 1998 One point two percent (1.2%) wage increase
January Vt, 2001 Two percent (2%) wage increase
January 2002 One percent (1%) wage increase for the common

expiry date
July 1 st, 2006 Two percent (2%) wage increase
July 1 st, 2007 Two percent (2%) wage increase
July 1st, 2008 Two percent (2%) wage increase
July 1st, 2009 Two percent (2%) wage increase
July 1st, 2013 One percent (1%) wage increase
February 1st, 2014 Two percent (2%) wage increase
May 1st, 2014 One Half percent (0.5%) wage increase
July 1st, 2015 One percent (1%) wage increase
May 1st, 2016 Economic Stability Dividend
July 1st, 2016 One Half percent (0.5%) wage increase
May 1st, 2017 One percent (1%) wage increase plus Economic

Stability Dividend
July 1st, 2017 One Half percent (0.5%) wage increase
May 1st, 2018 One percent (1%) wage increase plus Economic

Stability Dividend
July 1st, 2018 One Half percent (0.5%) wage increase
May 1st, 2019 One percent (1%) wage increase plus Economic

Stability Dividend

For the period January 1, 2002 to June 30, 2003 wage increases equivalent to
wage increases negotiated in the broad public sector, such as between the
Public Service Employee Relations Commission (PSERC) and B.C.
Government & Service Employees’ Union (BCGEU), the Health Employers
Association of B.C. (HEABC) and the health care unions, the B.C. Public School
Employers’ Association (BCPSEA) and the B.C. Teachers Federation (BCTF).
In the event of a dispute, it shall be referred to Irene Holden and Vince Ready
for a final and binding resolution.

25.10 Occupational First Aid Attendants

Where Workers Compensation Board regulations require a holder of a valid
Occupational First Aid certificate on site on a regular basis, that person shall
receive a premium of eighty-five cents (S0.85) per hour for an Occupational
First Aid Level II and one dollar and four cents ($1.04) per hour for an
Occupational First Aid Level Ill, effective July 1, 2020.
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25.11 Contractor Certificate Premium

Where the School District requires a tradesperson to hold a “contractors
certificate’ to be used in obtaining permits, a premium of sixty-five cents ($0.65)
per hour shall be paid.

25.12 Payroll Premium

The School District will pay a premium of seventy-one cents ($0.71) per hour, to
the payroll clerks responsible for preparing government required documents and
annual reports for Revenue Canada, Pension Plans, W.C.B. and other agencies.
This premium shall be increased by the percentage increase in the basic payroll
rounded to the nearest cent.

25.13 Additional Tradesperson Tickets

Tradesperson using more than one tradesperson ticket shall be paid a premium
of ninety-five cents ($0.95) per hour.

25.14 Work with Pesticides and Herbicides

Employees applying pesticides will receive an allowance of three dollars and
fifty-nine cents ($3.59) per hour while performing these functions. When this
clause is in effect, the dirty work premium as per Article 25.06 will not apply.

25.15 Electrician Premium

The Electrician II shall receive a premium of one dollar and forty-two cents
($1.42) per hour.

25.16 Premiums

Premiums to be increased by the percentage increase to basic rates for the
following Articles 20.01, 20.02, 25.06, 25.07 (a), 25.07 (b), 25.07 (d), 25.07 (e),
25.10, 25.11, 25.12, 25.13, 25.14, 25.15, 25.17, 25.18, 25.20, 25.21
(Capital Foreperson Premium), 25.22 and 25.25 (Lead Hand Premium).

25.17 Asbestos Abatement Risk

A premium of three dollars and fifty-nine cents ($3.59) per hour shall be paid
over and above the regular rate of pay for each employee when suited up and
involved in Asbestos Abatement projects.
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25.18 Designated Special Needs Buses

School Bus Operators having taken and successfully completed an approved
Special Needs Management Course shall receive a premium of sixty-three
cents ($0.63) per hour when operating a designated special needs bus
transporting special needs students to and from school effective July 1, 2020.
This will only be paid for road time.

This premium will not be paid when an Education Assistant is on board.

25.19 Fire Drills on Buses

School Bus Operators will receive two (2) hours per year, with pay, with
students on board the buses for the purposes of practising fire drills.

25.20 Extra-Curricular Busing

School Bus Operators who transport pupils during the normal work week on
extra-curricular trips shall be paid for actual time worked at the appropriate rate.
Down time shall not be considered time worked, however, and split shift
premium will apply to the first eight (8) hours worked.

25.21 Capital Foreperson Premium

Premium of five dollars and sixty-three cents ($5.63) per hour to be established
for the Grounds Foreperson to be paid while they are working on site capital
and would be funded totally from capital funds.

25.22 Computer Technician Premium

District Computer Support/Network Analyst and Equipment Technician shall
receive a premium of two dollars and thirty-one cents ($2.31) per hour.

25.23 Isolation Allowance Port Renfrew

Any non-teaching employee who lives and works in Port Renfrew shall receive
an isolation allowance of 4% per annum of their gross salary.

25.24 Replacement of Personal Tools

The Board agrees to pay for replacement of personal tools that are lost, broken
or stolen on site.
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25.25 Lead Hand Premium

Positions designated as Lead Hand will apply to projects that require:

• Supervision (beyond Article 25.07) and organization of sub trades;
Coordination of other trades;

• Organization of materials;
• Providing site inspection reports;
• Interacting with outside agencies as required;
• Keeping projects within budget and timelines.

The premium for the designated Lead Hand will be one dollar and seventy
cents ($1.70) per hour. Appointments to these positions are by the written
authority of the Facilities Supervisor or designate only.

ARTICLE 26: JOB EVALUATION

26.01 Job Evaluation Manual

The School District No, 62 (Sooke) job evaluation system is described in the
Job Evaluation Manual which shall be an integral part of this Agreement.

26.02 Pay Eguity!Job Evaluation Plan

Implementation Agreement

The parties have agreed on the principal of equal pay for work of equal value.

As part of the commitment by the parties to establish equitable classifications
and pay rates, the parties have agreed to implement a new gender neutral job
evaluation plan.

In addition the parties have agreed on an implementation of the new job
evaluation plan effective April 1, 1995.

The cost of implementation shall be borne by the Ministry of Education’s annual
funding commitment.

The parties shall negotiate the annual allocation of these pay equity funds in
order to provide an orderly process to achieve pay equity for all employees.
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ARTICLE 27: NEW OR CHANGED JOB CATEGORIES

27.01 Job Evaluation Manual

The job evaluation system as contained in the manual shall be the manner in
which changes in job categories or new jobs shall be evaluated. Copies of the
manual shall be filed at the following locations for use by employees:

• Human Resources Department
• Maintenance Shop;
• Spencer, Dunsmuir, Journey and John Stubbs Middle Schools;
• Belmont, Edward Milne and Royal Bay Secondary Schools;
• The School District 62 website.

Shop stewards shall have an updated copy of the manual.

ARTICLE 28: EMPLOYEE BENEFITS

28.01 Employee Benefits

Eligible employees working at least seventeen and one-half (17 1/2) hours per
week in categories which have a normal thirty-five (35) hours per week
schedule or twenty (20) hours per week for categories which have a normal
forty (40) hours per week, shaH have the option of participating in Medical
Services Plan and the Municipal Pension Plan subject to the provisions of any
relevant statute or regulation. All other benefits of the Agreement shall apply to
all employees in proportion to the individual’s hours of work.

28.02 Municipal Pension Plan

All full-time employees shall become members of the Municipal Pension Plan
upon attaining eligibility to do so pursuant to the Municipal Pension Plan rules.
Part-time employees shall be offered enrolment in the Municipal Pension Plan
pursuant to the Municipal Pension Plan rules.

28.03 Medical Services

The Board shall pay one hundred percent (100%) of the cost of medical
premiums for eligible employees. These premiums shall cover the employee
for both the basic medical coverage and the extended health benefit, which
shall include an optical plan for extended health plan with two hundred dollars
($200.00) per two year period coverage and including a hearing aid benefit of
four hundred dollars ($400.00) per five (5) year period.
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28.04 Group Life Insurance

Eligible employees shall be covered by a mutually acceptable group life
insurance plan with premiums being paid fully by the Board. Any experience
rating refunds will be used to maintain the plan. Participation in the group life
insurance plan shall be a condition of employment. Group life changes to 3 x
salary effective June 1, 1994.

28.05 Dental Plan

Effective July 1st, 1983, all eligible employees shall be covered by a mutually
acceptable dental plan with one hundred percent (100%) of the cost of the
premiums being borne by the Board. Participation in the group dental plan shall
be a condition of employment for all employees who are not covered by another
dental plan.

The coverage shall be as follows:

• Plan “A” - 100%
• Plan “B” - 60%
• Plan “C” - 50%

28.06 Long Term Disability

Eligible employees shall be covered by a mutually acceptable Long Term
Disability Plan. The premiums shall be:

• Paid by the Board - 530/s

• Paid by the Employee - Average of the remaining 50% calculated:

The first monthly premium and any future first renewal premium multiplied by
12, divided by 2, divided by 26 and further divided by the number of union
employees on the premium statement, plus 2%.

Prior to the renewal or change of the annual premium, the amount of surplus or
deficit in the premiums shall be calculated and either deducted or added to the
new premium to be paid.

28.07 Contributions to Medical Services Plan, Dental, Extended Health and Group
Life Insurance

Employees on Long Term Disability or Workers Compensation shall have their
eligible benefits paid by the employer until they return to work or for a period of
fifty-two (52) weeks. These employees will have the option of paying for an
additional fifty-two (52) weeks at the employee’s total expense.
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28.08 Supplementation of Compensation Award

When a regular employee suffers an injury approved by the Workers’
Compensation Board (WCB) under the Workers’ Compensation Act, such
employee’s normal net salary shall continue to be paid by the School Board if
the employee has sick leave credits. In such cases, the difference between the
normal net salary and the WCB contribution shall be deducted from the
employee’s accumulated sick leave.

If the affected employee has no sick leave accumulated they shall receive the
WCB contribution directly from the WCB.

28.09 Jointly Trusteed Benefit Trust

The Parties have agreed to participate in a jointly trusteed benefits trust and
shall place their dental, extended health, group life insurance and accidental
death and dismemberment benefit coverage specified in this Article (note —

districts without AD&D would not include reference to that benefit) as soon as
the trust is able to take on that responsibility.

Once the trust is able to take on that responsibility, the parties agree that they
will participate on the following conditions:

a) If there is no penalty clause in the current contract(s) with existing benefits
carrier(s)/consultants(s), as soon as possible, or

b) If there is a penalty clause, the benefits will be transferred when the
current contract(s) expires.

Participation in the benefits trust will be in accordance with the Inquiry
Commissioners Reports made by Irene Holden and Vincent Ready dated May
30, 2000 and June 7, 2000 which specify the basis upon which school districts
participate in the trust and as clarified in their Recommendations Regarding
Outstanding Accord Matters dated March 21, 2001.

The Parties further agree to participate in a government funded long term
disability plan and early return to work program in accordance with the Inquiry
Commission Report(s) identified in the preceding paragraph.

The Parties agree that any references to specific benefit carriers providing the
benefits identified above will be effective only until the date of participation in
the benefits trust.
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ARTICLE 29: SAFETY AND HEALTH

29.01 Harassment

The Board recognizes the right of all employees to work in an environment free
of harassment. The Board accepts its responsibility to promote, monitor and
maintain a workplace environment free of harassment.

Harassment shall be defined as:

a) Sexual harassment

Sexual harassment means any conduct, comments, gesture or contact of
a sexual nature.

1. That is likely to cause offence or humiliation to any employee, or

2. 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.

b) Personal harassment

Personal harassment means any comment or action that is likely to
demean, belittle, or humiliate an employee.

c) Process

A complaint may be filed with a Supervisor, Administrative Officer and/or
Senior Board Official. The Human Resources Department shall be
notified of the complaint.

A meeting between the parties shall be convened to ascertain the validity
of the alleged complaint. The alleged harasser who may be accompanied
by a union/staff representative shall attend. The complainant may attend
and may be accompanied by union/staff representative.

In cases where sexual harassment may result in the transfer of the
employee, it shall be the harasser who is transferred, EXCEPT that the
harassee may be transferred with that employee’s consent.

In the event that the issue remains unresolved either employee may refer
the matter to the Grievance Committee Step (5) of the Grievance
Procedure.

Complaints of this nature shall be treated in strict confidence by both the
Association/Union and the Board.
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29.02 Domestic Violence

The parties acknowledge that when domestic violence occurs, it is a significant
social problem that can affect the health and well-being of employees and their
families.

When employees experience violence or abuse in their personal lives, it may
affect their attendance or performance at work.

On a case-by-case basis, the parties agree to work collaboratively to support
victims of domestic violence while maintaining confidentiality.

29.03 Medical Examination

All employees operating VDT, duplicating machines and computer in excess of
twenty (20) hours per week shall be sight and hearing tested on a yearly basis
at the request of the employee, the cost to be borne by the Board if beyond
current medical coverage.

29.04 Rehabilitation

When due to injury or sickness, an employee becomes partially incapacitated
and unable to perform their normal duties, the Board agrees to rehabilitate such
employee in a lesser or part-time position if such a position is available or as
soon as one becomes available. This position should be within their physical
capabilities and qualifications at a salary appropriate to the position to which
they are appointed.

29.05 District Health and Safety Committee

A District Health and Safety Committee shall be established and composed of
not less than five (5) representatives appointed by the Board and not less than
five (5) representatives appointed by the Union. The Committee shall hold
meetings when requested by either of the parties and all unsafe or dangerous
conditions shall be taken up and dealt with by the Committee. Representatives
of the Union shall be appointed from each of the transportation, maintenance,
custodial services, education assistants and clerical staff.

29.06 Safety and Health

The Board and Union recognizes the Workers Compensation Act and Industrial
Health and Safety Regulations and will work in conjunction to adhere to the Act
and the Regulations.
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29.07 Surveillance Equipment

The Board shall provide black boxes on all buses by the expiry date of this
Collective Agreement. Three (3) video cameras with two (2) hour duration.

ARTICLE 30: TECHNOLOGICAL CHANGE

30.01 Technological Change Defined

Technological change means the introduction by the Board of new types of
equipment, new methods of operation or organization, new related procedures
and/or the requirement of obtaining new skills that affect the terms and
conditions or security of employment of the employees to whom this Agreement
applies.

30.02 Advance Notice and Discussion Between the Parties

The Board shall give not less than sixty (60) calendar days notice in writing to
the Union of its intention to introduce technological change. Upon receipt of
such notice the Union shall, within ten (10) calendar days, meet with the Board
to discuss the intended technological change.

Discussion between the parties shall include the opportunity for training,
retraining or transfer in accordance with the provisions of Article 30,03, of those
employees who will be displaced by the said change.

30.03 Placement of Affected Employees

The Board shall endeavour to place an employee who is to be displaced by
technological change in other work consistent with their seniority, mental or
physical ability, or other qualifications and to provide any necessary training or
retraining. Except by mutual agreement or in an emergency, new probationary
employees shall not be hired during the sixty (60) calendar days referred to in
Article 30.02.

30.04 Severance Pay

a) The Board shall provide severance pay equivalent to one (1) week pay at
the employee’s current rate for each year of service, to a maximum of
twenty-six (26) weeks, to an employee who becomes redundant due to
the introduction of technological change, PROVIDED THAT:

b) An employee who is to be displaced by technological change shall not be
entitled to severance pay if they refused to be placed in other work or to
undergo training or retraining as provided for in Article 30.03, EXCEPT
THAT:
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c) An employee shall, if they so elects, be entitled to severance pay if the
only other work in which they can be placed, or for which they can be
trained or retrained, falls within a lower classification than the job currently
held by them.

30.05 Arbitration

If agreement is not reached by the parties following discussion under Article
30.02, or if the Union claims that the Board has violated any agreement arrived
at by the parties following such discussion, the dispute shall be referred to
arbitration under the provisions of Article 13 of this Agreement.

30.06 Shortage of Work

The provisions of this Article do not apply to employees who are laid off or
whose services are terminated due to shortage of work.

ARTICLE 31: JOB SECURITY

31.01 Contracting Out

a) In order to provide job security for the members of the bargaining unit, the
Board agrees that all work or services presently and normally performed
by the employees shall not be subcontracted, transferred, leased,
assigned or conveyed in whole or in part, to any other plant, person,
company or non-unit employee.

b) Notwithstanding the above, the Board shall have the right to contract
capital work projects.

c) The Board agrees to endeavour to provide these projects to our
bargaining unit members whenever possible.

d) 1. Society buses are used primarily for extra-curricular activities.

2. When a Society Bus is used to transport students for curricular trips
during the regular school day (e.g. typically between the hours of
8:00 a.m. to 3:00 p.m.) a District School Bus Operator will be used,
with the exception of students in the Alternative Program.

3. If a trip extends beyond the regular school day a District School
Bus Operator may be used.
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ARTICLE 32: TEMPORARY EMPLOYEES

32.01 Temporary Employee Defined

A temporary employee shall be defined as an employee who has been hired to:

a) Work on Capital Work projects.

b) Relieve in established posted positions or on a day by day call-in basis.

c) Augment the regular work force on seasonal projects.

32.02 Benefit Entitlements

Temporary employees who have acquired one thousand and forty (1040) hours
worked and who work a minimum of seventeen and one-half (17 1/2) hours per
week in categories which have a normal thirty-five (35) hours per week schedule
or twenty (20) hours per week for categories which have a normal forty (40)
hours per week schedule averaged bi-weekly shall, upon request by the
employee, be entitled to receive benefits. The employee shall reimburse the
Board the monthly premiums if the employee has not worked the minimum
seventeen and one-half (17 1/2) or twenty (20) hours, as applicable in the weeks
of that month.

32.03 Termination

a) Temporary employees may be terminated within three hundred and
twenty (320) hours worked when they fail to meet the required standards
of the position, subject to the grievance procedure.

b) Temporary employees who have in excess of three hundred and twenty
(320) hours worked may be terminated under the probationary standard of
suitability, subject to the grievance procedure.

32.04 Sick Leave

Temporary employees shall be entitled to sick leave on the basis of seven
decimal one four two nine percent (7.1429 %) of hours paid to be credited on
each pay period.

32.05 Vacation Pay and Statutory Holiday Pay

a) Temporary employees shall receive four percent (4%) of their gross
earnings as holiday pay in their first year of employment. After one
thousand three hundred and eighty-seven (1387) hours worked they shall
receive six percent (6%) holiday pay of their gross earnings.
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b) Temporary employees may request from the Employer to take time off up
to three (3) weeks without pay for purposes of vacation at any time during
the year. Requests will not be unreasonably withheld.

32.06 Refusal of Work

Temporary employees who are called on temporary assignments and who refuse
to report without good reason will be removed from the temporary list after seven
(7) refusals.

32.07 Method of Making Appointments to Regular Positions

When temporary employees apply for a regular position the applicant with the
greatest temporary seniority and having the required qualifications, skills and
abilities to perform the job applied for shall be awarded the position pursuant to
articles 15.01 (b) and 16.12.

32.08 Temporary Assignments

Subject to operational requirements the Board shall endeavour to assign the
qualified temporary employee with the greatest amount of hours worked to
posted and call-in assignments.

32.09 Work Experience Students

The parties agree to participate in a placement of students or other persons
within the School District. The following conditions shall apply to all placements:

a) 1. Participation in work experience placement requires approval in
writing by the Board (or designate) and the Union.

2. A work experience placement is designed to introduce individuals
to specific work experiences and skills by placing the individual in a
working environment in order that the individual can experience first
hand the demands of the workplace, jobs and skills they will face
when entering the workforce.

3. Such placement shall not exceed twenty (20) working days without
mutual agreement between the parties.

b) Participation in a work experience placement by an employee is
completely voluntary.

c) A work experience placement is not to be made when such placement will
replace a regular or spareboard employee. Such placement shall not be
used to avoid hiring a bargaining unit employee.
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d) A person placed within the District in a work experience is not an
employee with rights under the Collective Agreement, nor entitled to any
preference over any regular or spareboard employee with respect to any
rights or benefits resulting from employment.

ARTICLE 33: UNIFORM AND CLOTHING ALLOWANCE

33.01 Wet Weather Clothing

The Board will issue for use (but to remain the property of the Board) gumboots,
rubber clothing and overalls as deemed sufficient by the Board or its designated
official for employees who are required to work outside.

33.02 Office Employees

The Board shall supply all the print machine rooms at schools and the Board
Office with a smock and gloves.

33.03 Safety Equipment

The Board shall supply rubber gloves and safety glasses where deemed
necessary by the Board or its designated official.

33.04 Maintenance of Work Clothing

It shall be the responsibility of the Board to clean, launder and maintain all
clothing and equipment issued as per Article 33.01 above.

33.05 Custodian Clothing

Each custodian shall be provided with three shirts and two pairs of pants to be
worn on the job by all custodians. The School District agrees to pay thirty-seven
cents ($.37) per shift effective July 1, 2000, per custodian to clean uniforms and
keep in good repair.

33.06 School Bus Operators

a) Each School Bus Operator shall be provided with a suitable jacket jointly
approved to be worn on the job when operating school buses.

b) Jackets shall be replaced when lost or as needed.
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33.07 Safety Footwear

a) Any regular employee working in a position for thirty (30) working days
requiring safety footwear, shall be entitled to a tax-free payment, though
payroll, of one hundred and fifty dollars ($150.00), payable in January of
each year. The purpose for the Employer making this payment is to offset
the out-of-pocket costs of eligible employees purchasing WorkSafeBC
approved safety footwear.

b) Temporary employees who are entitled to the benefits under Article 32.02
are eligible for this allowance as well.

33.08 Uniform and Clothing Allowance

The Board will provide a clothing allowance up to $60.00 (sixty) to cover the cost
of a bathing suit and aqua shoes for the employees who enter a pool with a
student in a swim program.

ARTICLE 34: GENERAL CONDITIONS

34.01 Bulletin Boards

The Board shall provide bulletin boards which shall be placed so that all
employees will have access to them and upon which the Union shall have the
right to post notices of meetings and such other notices as may be of interest to
the employees.

34.02 Fire Insurance

The Board’s fire insurance policy will cover the tools and equipment or clothing
owned by employees and used in the performance of their duties with the Board.

34.03 CUPE Members on Joint Committees

Where committees are created by the Board which have joint Board and CUPE
representation, CUPE shall select its members to that committee, who shall be
released by the employer to attend meetings subject to operational
requirements.

34.04 Pre-Retirement Counselling

The parties shall jointly maintain a programme of pre-retirement counselling.

a) The programme shall be administered jointly.

b) The parties shall maintain all counselling currently available and
incorporate mutually acceptable methods in this programme.
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34.05 Access to Worksite

Representatives of the Union shall have the right to transact Union business on
school property and utilize District facilities and equipment for meetings and other
union-authorized activities.

Such use shall be granted with permission of the appropriate administrative
officer or supervisor in accordance with the current 9oint-use” agreement and will
not be unreasonably denied.

34.06 Internal Mail

The Union shall have access to the district courier service and employees’ mail
boxes, free of charge, for communication with bargaining unit members. Such
access shall not be unreasonably denied.

ARTICLE 35: PRESENT CONDITIONS AND BENEFITS

35.01 Present Conditions and Benefits

Present conditions and benefits shall remain in effect.

ARTICLE 36: COPIES OF AGREEMENT

36.01 Copies of Agreement

The Union and the Board desire every employee to be familiar with the
provisions of this Agreement and their rights and obligations under it. The
printing should be done by a Union Shop within thirty (30) days of signing, and
the printing costs of the final approved contract will be shared equally with the
Union and the Board.

ARTICLE 37: TERM OF AGREEMENT

37.01 Agreement Period

This Agreement shall be binding and remain in full force and effect from the
1St day of July, 2019 to the 30th day of June, 2022. After the expiry of the term
of this Collective Agreement and subject to the limitations necessarily resulting
from the exercise of the rights of the parties under Part 5 of the Industrial
Relations Act, including the right to strike or lockout, the terms and conditions set
out in this Collective Agreement shall be observed and not be varied EXCEPT by
mutual consent during the period that the Union remains the certified bargaining
agent for employees covered by this Collective Agreement.
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37.02 Changes in Agreement

Any changes deemed necessary in this Agreement may be made by mutual
agreement at any time during the existence of this Agreement.

37.03 Negotiations

If negotiations extend beyond the anniversary date of the Agreement, both
parties shall adhere fully to the provisions of this Agreement during the period of
bona fide collective bargaining.

37.04 Retroactivity

All changes in the new Agreement shall be adjusted retroactively unless
otherwise specified.

ARTICLE 38: PROFESSIONAL DEVELOPMENT

38.01 Professional Development Days

a) All employees shall be entitled to take part in two (2) district supplied
professional development days per school year.

b) Professional Development

The Board and the Union have had an ongoing discussion regarding
Professional Development and the Board’s right to direct employees to
attend employer-directed Professional Development. CUPE 459 maintains
that the two designated Professional Development days shall be by selection
of the employees’ choice. Whereas the parties cannot agree and as a
method to attempt to resolve this issue without having to utilize a third party,
the parties agree to this trial LOU.

Professional Development Days in Spring will be by employee selection of a
group of courses selected and approved by the Joint Professional
Development Committee. All CUPE 459 members/District employees shall
select the courses they wish to attend on this day.

Professional Development Days in Fall will be by employer direction on
courses selected and approved by the Joint Professional Committee. All
CUPE 459 members/District employees’ course selection will be at the
direction of the Employer.
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c) The parties agree that employees may be able to access up to the equivalent
of 1 additional day for further Professional Development that will assist
employees in their existing jobs or other jobs that fall within the CUPE
compliment of School District #62.

The application process shall be as follows:

• Employees will submit a wriffen application a minimum of sixty (60)
days prior to the day of the course to Human Resources. This
application must identify the rationale for providing the additional
Professional Development day.

• The applications shall be reviewed by a Committee comprised of two (2)
management and two (2) CUPE members for approval based on these
criteria: cost, applicability to a job in the District/CUPE, duration, and
operational requirements (such as, but not limited to, availability of
replacement staff).

• The rejected application shall be returned to the applicant(s) with copies
to the Union outlining the reason for rejection.

d) After completing one (1) year of service, all employees shall be entitled to
one (1) self-directed professional development day per Article 24.04.

e) Professional Learning Fund

The Employer and the Union agree that professional learning is beneficial to
both parties and should be encouraged. Professional learning supports the
development of professional competence and enhances the ability of
employees to provide high quality service in the district.

The Employer and the Union agree that, commencing July 1, 2021, any
surplus below one hundred and fourteen thousand eight hundred and thirteen
dollars and eight-three cents ($114,813.83) from the Self-Directed
Professional Development Day shall be put into a Professional Learning
Fund.

The Fund will be used to provide funding for any associated costs of the Self-
Directed Professional Development Day.

The Professional Development Committee, currently one (1) representative
from CUPE and one (1) representative from Management, shall be
responsible for administering the funds. Any unused funds will be carried
over into the following year.

It is to be understood that this Article is not applicable to any requests as per
clause 25.05(a) of our Collective Agreement.

1019 — 2022 G’/k’criic AqICClIL’fl1 — 74 — C1IIE Local 39 c .S( 11001 Ass titci No 62



38.02 Joint Professional Development

Joint Committee - Activities and fund disbursements shall be initiated and
monitored by a loint professional development committee.

The Joint In-service Committee is mandated to create an appropriate in-service
model based on the needs of the parties including selection of appropriate
facilitators.

The Committee is composed of five (5) union appointees and representatives
from management. The parties provide co-chairs for the Committee.

38.03 Time off for Professional Development

The parties agree that employees shall be entitled to time off with pay for
professional development subject to funding in the professional development
account.
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IN WITNESS WHEREOF the Corporate Seal of the Board has been hereunto affixed,
attested to by the hands of its proper Officers in that behalf and has been executed by
the duly authorized Officers of the Union the day and year first above written.

THE CORPORATE SEAL of the BOARD OF
EDUCATION OF SCHOOL DISTRICT
NO. 62 (SOOKE) was hereunto affixed by and in
the presen

Chairpersoir
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}

Secretai

SIGNED, and SEALED by the President and
Secretary-Treasurer of the CANADIAN UNION OF
PUBLIC EMPLOYEES, LOCAL NO. 459
(SOOKE SCHOOL BOARD EMPLOYEES)

flt14c19%I
President C,,’

ryJTThasur

iIocope 451
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LETTER OF UNDERSTANDING # I

between

BOARD OF EDUCATION OF
SCHOOL DISTRICT NO. 62 (SOOKE)

and

CANADIAN UNION OF PUBLIC EMPLOYEES
LOCAL NO. 459

Re: Loss of Seniority or Continuous Service Record

The parties may agree to vary the terms of Article 15.03 by prior written agreement for
employees requesting leave of absence to work in a temporary excluded School District
No. 62 (Sooke) position or in a temporary seconded position with another employer.

day of

______ _________________,2020.

FOR THE UNION:

is

(1999-2003 #1)
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LETTER OF UNDERSTANDING #2

between

BOARD OF EDUCATION OF
SCHOOL DISTRICT NO. 62 (SOOKE)

and

CANADIAN UNION OF PUBLIC
LOCAL NO. 459

EMPLOYEES

Re: Facilities Advisory Committee

The parties agree that the facilities advisory committee will meet at least three times a
year to allocate amounts of money for renovation projects funded by the Annual
Facilities Grant (AFG). The committee is also mandated to set priorities for equipment
replacement, new equipment and site improvement projects.

A CUPE representative assigned by the union from the maintenance department will be
a member of the committee.

(1999-2003 #3)

/tf • 2020.day of

FOR THE UNION:
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LETTER OF UNDERSTANDING #3

between

BOARD OF EDUCATION OF
SCHOOL DISTRICT NO. 62 (SOOKE)

and

CANADIAN UNION OF PUBLIC EMPLOYEES
LOCAL NO. 459

Re: Special Needs Education Assistant Appointment

When operational requirements are such that a student with special needs requires an
Education Assistant with special skills the employer shall be able to appoint an
Education Assistant with the required special skills to accommodate the student until a
posting is completed provided the posting is filled within thirty (30) days.

be offered in seniority order to qualified employees. If no one
person may be appointed.

day of

___________________________,

2020.

Such appointments must
volunteers the most junior

FOR THE UNION:

(1999-2003 #4)

109—2022 Collective lgreement - 79 - C’U)’E Local 459 & School Di.ctricr No. 62



LEUER OF UNDERSTANDING #4

between

- BOARD OF EDUCATION OF
SCHOOL DISTRICT NO. 62 (SOOKE)

and

CANADIAN UNION OF PUBLIC EMPLOYEES
LOCAL NO. 459

Re: District Policy # E112 — Supervision of Students

The parties agree the School District’s Policy #E1 12 that students shall not be left
unsupervised in the school premises after school hours is in place. Supervision may be
direct or indirect and not necessarily in the same room. The supervision is to be
provided by staff whose duty would normally encompass student supervision. Staff
such as custodians should not be expected to supervise students.

te4 this

_____________

day of__________________________ 2020.\J
F

FORTHE 0 RD: FOR THE UNION:

(1999-2003 #6)
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LETtER OF UNDERSTANDING #5

between

BOARD OF EDUCATION OF
SCHOOL DISTRICT NO. 62 (SOOKE)

and

CANADIAN UNION OF PUBLIC EMPLOYEES
LOCAL NO. 459

Re: AVID Tutor Program

Background:

In September 2005, the Sooke School District will begin implementation of the AVID
program. This program requires tutor support which will be provided by our students;
students who are currently enrolled in a post-secondary program or volunteers.

For the pilot year of 2005/06, the Board of Education and CUPE Local 459 have agreed
to the following to facilitate the tutor support. The parties will meet in June 2006 to
evaluate the implementation of the Tutor Component of the AVID program in the Sooke
School District.

The Sooke School District has three pilot sites (Dunsmuir, Spencer and Belmont) for a
five-year research study that will investigate the effectiveness of the AVID
(Advancement Via Individual Determination) program for grade 9-12 students. This
study is being funded entirely by the Millennium Foundation. In September 2005 the
program will begin at Dunsmuir and at Spencer Middle Schools with one grade 9 AVID
class in each school.

Tutors will be responsible for working with the AVID teacher and students to facilitate
collaborative study groups in a manner that is consistent with the principles of the AVID
program.

AVID tutors do not work one-on-one with specific students. The Researchers specified
AVID students could NOT have a Special Education designation that required learning
support and could not be receiving regular Learning Assistance. AVID students are C-
to C+ students who do not stand out in any particular way.

Their role is to facilitate collaborative study groups of 3-5 students that focus on one of
the core academic subjects.
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The goal of an AVID structured tutorial is four-fold:

a) to teach students the social skills needed to work collaboratively to solve
homework or other class work problems;

b) to empower students to answer their own questions by posing questions which
help students to think more deeply about what they are learning;

c) to guide students in high level discussions of critical topics as a means of
developing vocabulary, enhancing discussion skills and fostering thought
processes which will enable students to succeed in rigorous high school courses;

d) to reinforce writing skills through review of class notes, learning logs, quick writes
and essay editorial sessions.

1. Criminal Record Checks will be done for all AVID Tutors and will be paid for by the
District.

2. AVID Tutors who are registered as students within our school district will
become CUPE members but all of their terms and conditions of employment will
be as outlined in this LOU. The Collective Agreement articles that will be
applicable are Articles 2,3,4,5,6.7, 12, 13, 14, and 29

3. The District will pay to CUPE the initiation fee of $15 per year per AVID Tutor if
they are to become a CUPE member as per #2.

4. All AVID Tutors will be paid a bursary of $750 upon completion of their
assignment, subject to continued funding from the Millennium Foundation.

5. All AVID Tutors will be hired for a maximum of a 1-year term. AVID Tutors can
be re-hired for repeated 1-year terms as necessary.

Education Assistants
for by the District.

Any
paid

who are assigned to take AVID training will have the costs

çd t\s ‘c\
FORTHE 89AR9

day of us 2020.
V

FOR THE UNION:

Cf

Wnt
(2003-2006 #9)

r
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LE17ER of UNDERSTANDING #6

between

BOARD of EDUCATION of
SCHOOL DISTRICT NO. 62 (SOOKE)

and

CANADIAN UNION of PUBLIC EMPLOYEES
I..OCAL NO. 459

Re: Payroll Supervisor, Strong Start Coordinator and Wraparound Coordinator

The parties met on May 9’, 2008 to have a discussion related to three (3) positions that were
not agreed to between the parties as per their status re: excluded versus included in the
bargaining unit.

The positions identified as:
Payroll Supervisor
Strong Start Coordinator
Wrap Around Coordinator

During these discussions the parties agreed to the following:

1. That the Payroll Supervisor shall remain outside the scope of the bargaining unit
and the union agrees to withdraw all grievances and Labour Relations Board
applications to same.

2. That the Strong Start Coordinator and all future Strong Start based employees shall
be included into the scope of the CUPE bargaining unit. In extending this voluntary
recognition, the employer does not concede it was obliged to post and fill the initial
position under the Collective Agreement. It extends recognition without prejudice to
the stand it may take in the creation of new positions, other than Strong Start, in the
future.

3. That the Wrap Around Coordinator and all future Wrap Around based employees
hired to implement or carry out duties based on the Wrap Around philosophy shall
be included into the scope of the CUPE bargaining unit. In extending this voluntary
recognition, the employer does not concede it was obliged to post and fill the initial
position under the Collective Agreement. It extends recognition without prejudice to
the stand it may take in the creation of new positions, other than Wraparound, in the
future.

4. That the positions identified in numbers 2 and 3 above shall enjoy all rights and
privileges of the Collective Agreement except as outlined below.
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(a) Hours of Work: The parties agree to recognize a modified four-hour minimum
hours of work. The hours recognized by the parties shall be averaged over a
twenty eight (28) day pay period that would average out to one hundred and
sixty (160) hours worked for a full time position.

(b) In order to facilitate the requirements of the positions it is recognized that
some work may occur on evenings and/or weekends. No additional premiums
will be required for such work.

(c) That the persons who currently occupy these positions shall continue in these
positions and their seniority shall be recognized as the programs original start
date.

(d) For a period of twenty-four months (until July 2010) the incumbents shall not
be able to exercise their seniority in posting elsewhere in the District.

(e) The Board reserves the right to deny an employee the right to bump into a
Wraparound and/or Strong Start Coordinator position if this would create a
negative impact on either program.

(f) If the positions are cancelled and the incumbents are issued layoff notice the
provision of Article 17 shall apply.

(g) The wage rate shall be as per Schedule “A” for Strong Start and for the
Wraparound Coordinator. Both these rates will remain as is for a period of two
years to ensure that the services currently provided can continue, except that
the general across-the-board increases of 2% will be applied as of July 1/08.

Both positions will be reviewed in February 2009 by the Joint Job Evaluation
Committee as per our Collective Agreement. The final rates of pay will be
determined by that process.

frN\\Dtdthis
ç dayof

THEBO RD:

\a —.-‘

—

.2020.
—I

FOR THE UNION:

Since these are unique positions for which the District will be unable to retain on-call
employees, short-term absences will be filled by contracting out to other agencies as opposed
to using our on-call lists unless there are qualified on-call employees available in the District.

(2010-2012 #8)
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LETTER of UNDERSTANDING #7

between

BOARD of EDUCATION of
SCHOOL DISTRICT NO. 62 (SOOKE)

and

CANADIAN UNION of PUBLIC EMPLOYEES
LOCAL NO. 459

Re: After School Care Program

The District has five employees who work in our After School Care Program, which is
funded by Community Link. These employees have recently voted to join the CUPE
bargaining unit, and these are the terms that the District proposes to ensure that the
program can continue in its present form.

The positions are titled After School Care Coordinators and After School Care
Assistants. The job description for each is attached.

The following agreement is proposed to resolve the above mailers:

1. That the current After School Care Workers and all future After School Care
Workers shall be included into the scope of the CUPE bargaining unit. In
extending this voluntary recognition, the Employer does not concede it was
obliged to post and fill the initial position under the Collective Agreement. It
extends recognition without prejudice to the stand it may take in the creation
of new positions, other than the After School Care Program, in the future.

2. That the positions above shall enjoy all rights and privileges of the Collective
Agreement except as outlined below.

(a) Hours of Work: The parties agree that these positions will be added to
clause 18.02 as being exempted from the four (4) hour minimum.
Wherever it is possible, the District will add these hours to another
position to try to ensure that the incumbent has a four (4) hour work
day. However, if this is not possible, it will be able to stand alone as its
own position exempt from the four (4) hour minimum requirement.
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(b) That the persons who currently occupy these positions shall continue in
these positions and their seniority shall be recognized as the programs
original start date in these positions, unless they already have an earlier
seniority date by virtue of being in our bargaining unit in another
position.

(c) As per Schedule “A” there shall be two (2) wage rates for the After
School Care Coordinator position which is responsible for overseeing
the program, collecting fees, and completing paperwork, and for the
After School Care Assistant position(s) at each site. These will be the
interim rates as per our Job Evaluation plan. Once these positions have
been in place for 6 months, a final review will be done to confirm the
rate of pay as per our Job Evaluation plan.

(d) Since these are unique positions for which the District will be unable to
retain on-call employees, short-term absences will be filled by the
senior qualified employee at the location as per clause 16.03(e).

(e) Employees who are adding the hours for these positions to another
assignment may work up to forty (40) hours per week at straight time.

__________________________________

2020.

FOR THE UNION:

am

this day of

(2010-2012 #9)
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LEUER OF UNDERSTANDING #8

Between the

BOARD OF EDUCATION OF
SCHOOL DISTRICT NO. 62 (SOOKE)

And the

CANADIAN UNION OF PUBLIC EMPLOYEES
LOCAL NO. 459

Re: Nature Kindergarten - Early Childhood Educator (ECE)

The parties met on April 18, 2012 to discuss issues related to the Nature Kindergarten
ECE position.

The following agreement is proposed to address the uniqueness of this position.

That the Nature Kindergarten ECE and all future Nature Kindergarten based
employees shall be included into the scope of the CUPE bargaining unit. In
extending this voluntary recognition, the employer does not concede it was
obliged to post and fill the initial position under the Collective Agreement. It
extends recognition without prejudice to the stand it may take in the creation
of new positions, other than Nature Kindergarten ECE, in the future.

2. That the position identified above shall enjoy all rights and privileges of the
Collective Agreement except as outlined below.

(a) Hours of Work: The parties agree to recognize a modified four (4)
hour minimum hours of work. The hours recognized by the parties
shall be averaged over a twenty eight (28) day pay period that would
average out to one hundred forty (140) hours worked for a full-time
position.

(b) In order to facilitate the requirements of the positions it is recognized
that some work may occur in evenings. No additional premiums will
be required for such work.

(c) If the position is cancelled and the incumbent is issued layoff notice,
the provisions of Article 17 Layoffs and Recalls for Regular
Employees shall apply.
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(d) The wage rate shall be as per Schedule A. This position will be
reviewed in January, 2013 by the Joint Job Evaluation Committee as
per our Collective Agreement. The final rate of pay will be
determined by that process. Should there be a general wage
increase to CUPE positions in the future it will be attached to this
position.

Dated this

_______________

day of t , 2020.

FOR THE 0 RD: FOR THE UNION:

(2010-2012 #11)
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LETTER OF UNDERSTANDING #9

between

BOARD OF EDUCATION OF
SCHOOL DISTRICT NO. 62 (SOOKE)

and

CANADIAN UNION OF PUBLIC EMPLOYEES
LOCAL NO. 459

Re: Agreed Understanding of the Term Education Assistant

For the purposes of this Collective Agreement, where applicable, the term Education
Assistant (EA) has the same meaning as Teaching Assistant as found in the 2010-2012
Collective Agreement and is not intended to alter or amend any terms or conditions of
employment.

The parties will meet to review existing position titles and develop a schedule of
position(s) that require the incorporation of the position title Education Assistant (EA).

____________________,2020.

FOR THE UNION:

3;%n

day of

(2012-2014 #10)
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LETTER OF UNDERSTANDING # 10

between

BOARD OF EDUCATION OF

SCHOOL DISTRICT NO. (62)

and

CANADIAN UNION OF PUBLIC EMPLOYEES

LOCAL NO. 459

Re: Article 15.03(b) Loss of Seniority or Continuous Service Record -Resignation

The parties agree that in the event that a regular employee voluntarily resigns their regular
position and is on an on-call list (casual list), Article 15.03 (b) shall be interpreted as
follows:

When an employee has a regular position and is also on an on call list (casual list) and they
choose to resign their regular position, they will in fact be resigning from all positions and/or
status with the school district, both the regular position and the on-call (casual) status.

The employer confirms when accepting the employee’s voluntary resignation from their
regular position the following will apply:

I. Lose all seniority (regular and secondary)
2. Terminate from the School District (entirely)
3. Need to re-apply to be hired (no guarantee)

Clarification: If an employee holds more than one regular position and they voluntarily
resign from one of the regular positions but still hold another regular position, they do not
lose seniority nor are they terminated from the School District. The above process does not

________________________,2020.

FOR THE UNION:

(2014-2019 #15)

apply

day of
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LETTER OF UNDERSTANDING # 11

between

BOARD OF EDUCATION OF
SCHOOL DISTRICT NO. 62 (SOOKE)

and

CANADIAN UNION OF PUBLIC EMPLOYEES
LOCAL NO. 459

Re: Definitive Master of this Collective Agreement

The Definitive Master of this Collective Agreement shall be a digital Microsoft Word
document. The Executive Director of Human Resources shall hold custody of one copy
of this digital document and the Secretary-Treasurer of CUPE 459 shall hold custody of
an identical copy of this digital document.

_______________,2020.

FOR THE UNION:

day of

(2014-2019 #17)
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LETTER OF UNDERSTANDING #12

between

BOARD OF EDUCATION OF
SCHOOL DISTRICT NO. 62 (SOOKE)

and

CANADIAN UNION OF PUBLIC EMPLOYEES
LOCAL NO. 459

Re: Compressed Work Week Transportation Department (Mechanic’s)
Article 18.03 Exceptions to Normal Hours

The parties agree that, where operationally feasible and by mutual agreement of the
transportation department (mechanics) and the Transportation Department Manager,
the following compressed work week configuration and schedule will be in effective from
the date of the signing of this LOU. The intent of this compressed work week
configuration is to ensure that there is a minimum of one mechanic available at all times
during school bus operating hours. The extended hours and shift overlap should ensure
adequate mechanic coverage at all times during the school week.

1. Two mechanics (A&B) will work 4 days per week at ten (10) hours per day. Re:
Article 18.03

2. The daily schedule of work hours will be between 6:30 am to 5:30 pm daily or
as scheduled by the Manager

3. Mechanic A will work Monday through Thursday each week 40 hours (6:30 am -

5:00 pm) ½ hour lunch break
4. Mechanic B will work Tuesday through Friday each week 40 hours (7:00 am -

5:30 pm) ½ hour lunch break
5. It is agreed that working greater than 8 hours in the day does not attract the

overtime provisions of the Collective Agreement up to 10 hours per day.
6. Overtime will be applied for hours worked beyond the regularly scheduled 10

hour shift. Article 19.02 Overtime Rates
7. Overtime will be applied as per the Collective Agreement for any hours worked

in the week beyond 40 hours. Should a statutory holiday fall on a Monday or
Friday for the respective Mechanics they will receive pay for 10 hours at their
regular rate of pay. If the Statutory holiday falls on your non-working day you
are expected to take the next regularly scheduled work day off, i.e. stat falls on
a Monday for the Tuesday — Friday mechanics schedule would mean the
mechanic is off Tuesday.

8. All full day leaves will be processed as 10 hour days. (Vacation, sick, time in
lieu, unpaid time, etc.)
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It is understood by the two parties that any issues regarding this compressed work week
that are not addressed clearly or specifically here, or that may arise, wifl be subject to
future discussion.

day of ,/jt’fc L€f
-, 2020.

FOR THE UNION:

K

25

‘A”

(#18 (2018))
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LETtER OF UNDERSTANDING #13

between

BOARD OF EDUCATION OF
SCHOOL DISTRICT NO. 62 (SOOKE)

and

CANADIAN UNION OF PUBLIC
LOCAL NO. 459

EMPLOYEES

Re: Article 31.01 Contracting Out Transportation Services

The parties (the Board and the Union) have discussed and agreed to the following changes
to Article 31.05 Contracting Out.

To be effective the date of signing of the Letter of Understanding (LOU).

Article 31.01(d)

1. It is preference of both parties to use school district resources wherever possible.
Circumstances may warrant the contracting out of bus services to transport School
District No. 62 (Sooke) students. In consultation with the Union, an external provider
may be engaged under any one of the following conditions.

i. It is determined that no school district bus and/or driver is available;
H. Trip distance or duration that operational requirements cannot accommodate;
Hi. The requirement to accommodate cargo and safety factor.

2. For greater certainty, contracting out will be considered for field trips involving football
teams, band groups or skiing due to cargo and safety related issues. If the parties
disagree during consultation, the grievance procedure will apply.

day of

____

FOR THE UNION:

/1
/J iii l<Ct e22a-ocZ

Prêident

1!t Vice PfhidentManager, Labour Relations
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LETTER OF UNDERSTANDING # 14

between

BOARD OF EDUCATION OF
SCHOOL DISTRICT NO. 62 (SOOKE)

/

and

CANADIAN UNION OF PUBLIC EMPLOYEES
LOCAL NO. 459

Re: CUPE Schedule B positions to Schedule A & Premium Title Corrections

The parties (the Board and the Union ) have discussed and agreed that positions on
Schedule B that meet Schedule A gender neutral wage rates, will be moved over to
Schedule A as their pay rates now correspond to the gender-neutral pay band rate. In
addition, Premium titles are not gender neutral and will be updated accordingly.

To be effective as of Julyl, 2019.

1. The Employer will transfer the following positions to Schedule A:
a. Electrician
b. Equipment Operator
c. Grounds Maintenance II
d. Head Custodian Day Shift
e. Heating Mechanics
f. Irrigation Technician
g. Lead Hand Grounds Maintenance
h. Utility Driver

2. The above changes will not result in any costs to the Board or Union. The
rates for these positions and premiums as presently allocated will not change
without agreement.

3. Article 25.12 Grounds Foreman Premium will be renamed Capital
Foreperson Premium. Article 25.07 e) Foreman’s Wage Determination will
be renamed to Foreperson Premium.

4. The Capital Foreperson premium will be paid to work on capital and would
be funded in its entirety through capital funds. The Forepersons premium
will not be granted simultaneously if the employee is in receipt of the Capital
Forepersons premium.
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As per Article 25.02 of the Collective Agreement, an employee who is
temporarily assigned to perform the duties of a higher rated classification
than their own shall receive the higher rate of pay on the first and following
days.

5. In the event of a dispute arising from the interpretation, application or alleged
violation of this Agreement, the dispute shall be resolved by way of mutual
agreement between the parties.

Dated thI’3 day of L’&2JJt2hiJ 2020 by:

(\. -U
E414E ARD: FORTHE UNION;

idenH

Manager, Labour Relations 1 Vice President
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LE17ER OF UNDERSTANDING # 15

between

BOARD OF EDUCATION OF
SCHOOL DISTRICT NO. 62 (SOOKE)

and

CANADIAN UNION OF PUBLIC EMPLOYEES
LOCAL NO. 459

Re: Spring Closure Week (the 3 years) 201 9-2020, 2020-2021, 2021 -2022

This Letter of Understanding documents the agreement between the parties to facilitate
an additional one week closure of schools and worksites within School District #62
(Sooke) for the weeks of March 23 -27, 2020, March 22-26, 2021; and
March 28-April 1, 2022.

Whereas:

A. Historically the Spring Break in Sooke School District has been for a period of
one week.

B. The Board of Education has received a motion that will result in the School
District closing schools and facilities for a period of one week additional to the
spring break week commencing in the 3 years as noted above. During the
closure week all CUPE employees are required to take the time off with or
without pay at the option. Due to the evolving needs of the School District
exceptions will be approved only for necessary operational contingencies this
also includes emergencies as they arise.

C. The Union is concerned that its members will either be required to take
vacation or to take a leave of absence without pay during extended spring
break, resulting in a loss of income.

D. The Parties wish to reduce or eliminate the impact on CUPE employees by
permitting employees to work extra time throughout the school year in order
to take the extra week spring break without loss of income.

E. The Parties have reached an agreement setting out how this will be
accomplished.
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THEREFORE, THE PARTIES AGREE AS FOLLOWS;

All continuing and temporary employees in posted positions during the each
of the school years identified above, at all worksites, will participate in the
Agreement and bank additional time worked to allow them to be paid their
regular pay during the closure week. All CUPE support staff will return to
work on the first regular school day (work day) following the final week Spring
Closure Break.

2. Elementary, Middle and Secondary schools will be increasing their
instructional day by the minutes identified on the following page per day
throughout the school year to facilitate the reduction of 5 school days,.
Employees in posted positions may decide not to participate in the LOU on a
one-time basis by signing and returning a form (to be provided) up to, but not
later than 4:00 pm 30 September of each year. Such employees who opt out
will be required to use vacation and I or banked time I order to be paid for the
closure week in each of the 3 years identified. If a signed form is not
received by this date, employees will automatically be enrolled with no further
provision for option out. Any banked prior to option out will be paid out or
transferred to the employee’s overtime banks at straight time rates.

3. Employees will work their additional time during the available weeks between
school start up I September and June 30 of each year (other than during
Christmas Break and Spring Break) except as otherwise determined within
this Letter of Understanding.

4. Employees who are not in posted positions and are working on-call will not
accumulate additional time in order to be paid for the closure week. These
employees will be paid for all hours worked during each two-week pay
period.

5. Pay rate for the closure week and the spring break week will be paid based
on the employees’ rate of pay at the start of the closure week.

6. The overtime provisions of Article 1 g will not apply for additional time worked
in connection with this Letter of Understanding.

7. If a regular CUPE employee is required to work during the closure week, a
four hour minimum will be applied a per the language of the collective
agreement (Article 18.02 Four Hour Minimum Work day). The additional time
worked previously for the closure week will be paid out at straight time wages
no later than the last pay period in April.
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8. Employees on a leave of absence approved by the Employer (i.e. including
confirmed sick leave) shall be deemed to have accumulated the required
minutes as though they were working.

9. Unforeseen issues arising out of the application and administration of this
Letter of Understanding will be addressed in a timely manner and resolved by
the Board and the Union in a mutually satisfactory manner.

10. For all employees who work during the instructional day (between the bells)
the additional time to be worked will be at the end of the instructional day.
For those positions who work outside of the bells or instructional day they
may either work the time prior to their regular shift start time or at the end of
the regular shift end time, In order to facilitate an alternative work schedule
all members of a department will be required to either start early or end later.
i.e. the custodial department or transportation department etc. all start early
or all end later not individualized start and end times.

11. This Letter of Understanding applies only to the 201 9-2020, 2020-202 1 and
2021-2022 school years. If the Board decides to continue with an extended
spring break after these school years, the parties will determine whether to
continue the arrangement in its present form or modity it as may be
appropriate in light of prevailing circumstances and the lessons learned from
these years’ of experience. The parties agree to meet yearly during the term
of this agreement (no later than September 10) to review and modify the
agreement if required.

Signcdthis
- dayof_______________ 2019.

For (he Hoard For the Union

Mark Brennan Maggie Clark, I” vice-President;
Labour ReIation.s Manager

— CUPE Local 1/459

Weekly Hours Additional Minutes
(5 day week off)

40 12
35 11
30 9
28 8
20 6
5 2
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SCHEDULE A

Pay Point Total 1-May-19 1-Jul-19 1-Jul-20 1-Jul-21
Job Title

Grade Range Points 1.75% 2.00% 2.00% 2.00%
GG0001 143-162 21.66 22.10 22.54 22.99
C00002 163-182 22.04 22.48 22.93 23.39

CG0003 183-202 School Meals Program Coordinator 199 2239 22.83 23.29 23.76

CG0004 203-222 22.75 23.20 23.67 2414

C00005 223-242 Crossing Guard 236 23.12 23.58 24.05 24.53

CG0006 243-262 Supervision Assistant (eff 04/02/19) 252 23.47 23.94 24.42 24.91

C60007 263-282 Utility Driver/Warehouseman 269 23.84 24.31 24.80 25.30
Cafeteria Worker 277
Elementary School Clerk

CG000s 283-302 Pest ControL/Pest Management 287 24.20 24.68 25.17 25.68
Curriculum Secretary 290
Library Assistant 297

C00009 303-322 Aboriginal Education Secretary 314 24.57 25.06 25.57 26.08
After School Care Assistant (aft 11/26/1 8) 317

CGOO1O 323-342 Receptionist Board Office 328 24.92 25.42 25.93 26.44
After School Care Coordinator (elf 1 1/26/1 8) 332
Environmental Technician (Facilities) 332
Grounds Maintenance II 332
Student Info Secretary - Westshore 334
Equipment Operator I (elf 3/6/19) 336
Head Custodian - Day Shift 337
Health Care Assistant

C00011 343-362 Energy Specialist 349 25.29 25.80 26.31 26.84
Aboriginal Classroom Program Assist (elf 3/1/17) 351
Irrigation Technician 355
Early Childhhod Educator Assistant

C00012 363-382 Education Assistant 373 25.66 26.17 26.69 27.23
EA - French 373
Finance Accounts Clerk - Purchasing (eff 11/29/18) 373
Supervision Assistant - Paid EA rate 373
Nature Kind. Early Childhood Educator (eff 4/18) 376
Strong Start Facilitator (elf 4/2115) 376
EA - Science (elf 6/4/18) 377
Career Coordinator 377
Clerk Middle/Secondary (elf 19/1/1 7) 379
Early Childhood Educator
Help Desk Analyst 1
Strong Start Outreach Coordinator

CGOO13 383-402 Facilities Clerk 384 26.02 26.54 27.07 27.62
Landscape Horticulturalist 391
Student Info. Sys. Clerk 397
Help Desk and Computer Support 400
Transportation Clerk/Dispatcher 402
Finance Department Clerk (elf 1/1/201 9) 404
EA - Behaviour

20/9 — 2022 Collect/ic Agreen,ent — /00 — (‘LIPE Local 459 & £ haul District No. 62



Pay Point . Total 1-May-is 1-Jul-19 1-Jul-20 1-JuI-1
Grade Range Job Title Points 1.750 2.00% 2.00% 2.00%

CGOX13 Building Trades Education Assistant 397 26.73 27.00 27.27 27.82
(Consent Award 50% of increase - July 1/15 until meet band)

CGOO14 403-422 Academy/Student Info Secretary (eff 4/27/18) 403 26.37 26.90 27.43 27.98
Clerk Accounts BeImonVEMCS/Royal Bay 413
Equipment Operator 2 (eff 7/1/1 5) 409
Facilities Accounting Clerk 409
Visual Language Interpreter 412
Student Data Analyst and Support (eff 7/1/14) 41 8

CGOO1S 423-442 Admin. Asst - Student Sup. Serv. 428 26.74 27.27 27.82 28.37
Secretary 2 429
EA - Braille 435
EA Low Incidence Mentor 439
Communication Facilitator (eff 4/8/15) 440
HR DataSystems Assistant

CGOO16 443-462 Intervenor (eff 2/18/15) 449 27.09 27.64 28.19 28.75
Secretary IV - International Student Pro (eff 4/19/15) 449
Electrician I 450
Alternative Augmentative Communication and
Adaptive
Technology Assistant (eff gIl 5/17)
EA - District Inclusion Assistant (elf 4/1 3/1 5) 459

CGOX16 Lead Hand - Building Trades 451 28.44 28.73 29.01 29.30
Lead Hand - Mechanical Trades 457

(Consent Award 50% of increase - July 1/15 until meet band)

CGOO17 463-482 EA - ASD Mentor (eff 4/9/15) 465 27.44 27.99 28,55 29.12
Lead Hand Grounds Maintenance (elf. 1/17/1 8) 470
Designated (Transportation) 471
Heating Mechanic 478
Senior Server Administrator
ITTeam Lead

CGOX17 Capital Foreperson 477 28.78 29.07 29.36 29.65
(Consent Award 50% of increase - July 1/15 until meets PG 17 band)

cGool8 483-502 Cook Teaching Kitchen (eff 6/13/is) 483 27.81 26.36 28.93 29.51
Student Engagement Facilitator (tormeriy YFC) 498

CGOXIS Cook Teaching Kitchen - Grandfathered 483 28.88 28.88 29.46 30.05
(Red Circled - no increase until meet band)

CGOO19 503-522 Payroll Technician (elf 26/11/18) 503 28.17 28.74 29.31 29.90
Secretary IV - Westshore Centre br Learning 504
Senior Secretary III - Secondary/Middle School 504
Wrap Around Coordinator (elf 4/8/iS) 515
Senior Payroll Technician
Youth Care Worker
Senior Budgeting Analyst

CGOX19 Lead Hand - Electrician sic 28.78 29.07 29.36 29.94
(Consent Award 50% of increase - July 1/15 until meets P019 band)
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SCHEDULE B

Calculation of Male Pay Line May 1/19 Jul 1/19 1-Apr-20 1-Jul-20 1-Apr-21 1-Jul-21
Salary Grid GN Plan Consent ConsentJob Title 1.75% 2.00% 2.00% 2.00%Award Award

BD0001 327 Bus Driver 24.15 24.64 25.13 25.63
COMSP1 394 Comp Support Network Analyst 24.14 24.62 25.11 25.61
CF0001 440 Custodial Foreman 27.08 27.62 28.18 28.74
Cl 0001 272 Custodian I 21.95 22.39 22.84 23.30
EQRPO1 389/396 Equipment_Repair Person 26.59 26.86 27.07 27.62
GRFOR1 488 Grounds Foreperson 2835 28.63 28.93 29.51
FVMOO1 450 Fleet Vehicle Mechanic 27.24 27.64 28.19 28.76
GM1 001 405 Grounds Maintenance I 23.05 23.51 23.98 24.46
GFC01 217 Gym Floor Crew - 22.74 23,20 23.66 24.14

HCASH1 357 Head Custodian Afternoon Note 1 25.04 25.54 25.67 26.19 26.28 26.80
LABOO1 197 Labourer 20.90 21.32 21.75 22.18
MAIN3 398 Maintenance III 22.77 23.23 23.69 24.17

Blue Circled .50% 1.00% 1.00% 1.00%

GN Trades May 1/19 Jul 1/19 1-Apr-20 1-Jul-20 1-Apr-21 1-Jul-21
CARPE1 441 Carpenter (eN Sept.13! 2018) 27.46 27.73 28.01 28.29
JNROO1 437 Joiner (eN July 1, 20W) 26.52 27.74 28.02 28.30
LHPOO1 400 Lead Hand Painter 28.21 28.50 28.78 29.07
PTROO1 365 Painter 26.98 27.25 27.52 27.79
PLUMB1 401 Plumber 26.76 27.03 27.30 27.57
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Allowances and Premiums

Description 1zJ_19 Jan 1/20 JuJyjg0 Jan 1/21 July 1/21
2.00% 2.00% 2.00%

Hourly Premiums
Additional Tradesperson Ticket Premium 1.03 1.06 1.08
Casual Supervision Premium 0.32 0.32 0.33
Computer Technician Premium 2.52 2.57 2.62
Contractor Certificate Premium 0.71 0.72 0.73
Dirty Work Premium 0.91 1.00 1.02 1.04
Electrician Premium 1.55 1.58 1.61
First Aide Premium II (OFA2) 0.72 0.85 0.87
First Aide Premium Ill (CFA3) 0.91 1.04 1.06
Foreperson Premium 3.44 3.55 3.62 3.69
Capital Foreperson Premium 6.12 6.24 6.37
Lead Hand Premium 1.73 1.77 1 .81
Night Shift Premium 0.91 0.93 ó.95
Payroll Premium 0.77 0.78 0.80
Pesticide Premium 3.90 3.98 4.06
Special_Needs Bus Premium 0.63 0.63 0.64
Split Shift Premium 0.91 0.93 0.95
Supervision Premium 0.25 0.30 0.31 0.35 0.36
Tradesperson Premium 1.46 1.48 1.51

Other - No Increase
Cleaning Allowance 0.37 0.37 0.37
Meal Allowance 10.00 10.00 10.00
Labour Market Adj - IT Tech 2 3.59 3.59 3.59
Labour Market Adj - IT Tech 5.47 5.47 5.47
Isolation Allowance - 4% 1.04 - -
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APPENDIX “A”

2019-2022 Provincial Framework Agreement

Provincial Framework Agreoment (“Framework”)

between

BC Public School Employers’ Association (“BCPSEA”)

and

The 1(12 Prosldonts’ Council and Support Stat t Unions (tho Unions”)

BUPSEA and the Unions (‘the Parties”) agree to recommend the Followiiii: framework (or
Inclusion in the collective agreements between local Support Staff Unions who are members of
the K 12 Pry sidents’ Council and Bo.ird s of Education

1. Term

July 1, 2019 to June 30, 2022

2. Wages incroasos

General W090 increases as follows

Year one. 20%- July 1, 2019

Year two; 20% - July 1, 2020

Year three 20%
- July 1, 2021

3. Local Bargaining

Provide funding to the local support ¶;tafI tubles for servIce enhancements that
are bonoficlal to students end as otherwise consistent with thu 2019 Sustainable
Services Nogotiating Mandate In tho amount of

Year Amount
2019/2020 $0 - —

202012021 $7,000,000
2021/2022 1 $7000000

The $7 million Is an ongoing annual amount

This money will be prorated according to student FTE providing that each district
receives a minimum of 515,000 annually.
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4. Benefits

I—
A one-time joint committee of up to four (4) representatives appointed by
BCPSEA and up to four (4) representatives appointed by the support staff
unions.

Any residual from the 2019-2022 for benefits standardization Will be allocated to
training Initiatives under (ho Support Staff Education Committee

Further, the Parties agree that the existing funds held In the Support Staff
Education and Adjustment Committee as set out below will be transferred to the
PEST and utilized for addiction treatment support programs. The PEST wl
determine appropriate terms of use for accessing the kinds which wilt include.
but not be limited to: priority access for support staff employees (vs School
Districts), treatment cost consideration, and relapse response.

a. 2010-2012 FLOU — remaining balance of $477,379
b. Work Force Adjustment — remaining balance of $646,724

5. Safety In the Workplace

The Parties ngree that, In accordance with WorkSafe BC regulations, safety in
the workplace is an employee right and is paramount The Parties commit to
providing a healthy and safe working environment which Includes procedures to
eliminate or minimizo the risk of workplace violence The Parties wiJI work
collaborativoly to support local districts and unions to comply with all WorkSafe
BC requirornonis.

information relating to refusing unsafe work, and workers’ rights and
responsibilities, and employer responsibilities, as provided by WorkSafeBC is
attached to this PM for information purposes

The Parties will establish a Joint Health and Safety Tas4cforce of not morn than
five (5) members appointed by CUPE and lIve (5) members appointed by
BCPSEA. Each Party will consider the appointment of subject matter expects In
occupational health and safety, and special education

Provide annual ongoing funding to explore and implement enhancements to the
Standardized Extended Health Plan including consideration of an addiction
treatment support program as below

Year
201912020

L2o20,202 I
I 202112022

______

Amount
Si ,00Q000
1tPPO,O0O
$-,0o0.0oo
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Either Partj may bring resource people as required. with advanced notice to the
other party. These resource people wiN be non.voting and at no added cost to the
committee

The work of this joint taskforce will be completed by Jamsaw 1, 2020 and w
Include:

Developing a joint communication to school districts and local unions on
the obligation to report and investigate incents Indudrng Incidents of
workplace si&nce

• Reviewing and developing a Joint Health and Safety Evaluation Tool for
the 1(12 sector to ensure compliance with WorkSafe BC regulations

• identifying and developing appropriate fining This may include use of
the evaluation tool, non-violent crisis intervention. ABA. incident reporting
and investigations, and employee rights and responsibilities under
WorkSafe BC regulations including the right to refuse unsafe work.
Training implementaton will fall under the mandate of the SSEC.

Utilizing the developed Health and Safety Evaluation Tool for K-12 sector, a joint
evaluation shall be performed by a union member appointed by the local union
and a representative appointed by the employer. This evaluation shall be on paid
time (up to a maximum of three and a h&f (3.5) hours) and to be completed by
March 31, 2021. The union agrees to cover any other costs incurred for the union
member.

Copies of compLeted evaluations shafl be provided to local presidents and
employers as outlined on the evaluation tool.

The parties agree to commence the work of this taskln upon approval of the
Provincial Framework Agreement by both parties pha to the commencement of
this PFA Costs associated with this committee w* be provided from existing
SSEAC funds These funds will be reintursed with the funds provided under
Section 9 CommIttee Funding

6. Support Staff Education Committee (SSEC)

wcture

The committee shall comprise of not mote than frye (5) members appointed by
CUPE an I five (5) members appointed by BCPSEA. One of the CUPE
appointees wfll be from the Non-CUPE Unons
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Either Party may bring resource people as required, with advanced notice to the
other party. These resource people will be non-voting and at no added cost to the
committee

Mandate.

The mandate of the committee Is to manage the distribution or education funds
for the following

a Implementation of best practices to integrate skiU development for support
staff employees with district goals and student needs,

b. Developing and delivering education opportunities to enhance service
delivery to students.

c. Identifying, developing and delivering education oppodunfties to enhance
and support employee health and safety. induding non-violent crisis
intervention,

d. Skills enhancement for support staff

e. LA curriculum module development and delivery

f. These funds shall not be used to pay for education that Districts are
required to provide under Occupational Health and Safety Regulations

Tcsms or Refererc&

The SSEC shall develop, not later than December 31, 2019, terms of relerence
for the committee. If no such agreement can be reached the SSEC shaH make
recommendations to the Provincial Parties.

E.undina:

There will be a total of $1 million of annual funding alocated for the purposes set
out above commencing July 1, 2019 for the term of this agreement

7. Job Evaluation (JE) Committee

The Parties will continue and condude the work of the provincial job evafuabon
steeiing committee (the JE Committee) during the term of this Framework
Agreement. The objectives of the JE Committee for phase two are a folows

Review the results of the phase one pibt and outcomes of the committee
work. Address any anomalies identified with the JE tool, process, a
benchmarks
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• Expand the pilot to an additional ten (10) dsthcts Uidudng at least two (2)
non-CUPE locals to confirm the validity of the tool and the benclwnadcs.

• Rate the provincial benchmarks and create a job hierarchy for the
provincial benchmarks.

• Identify the job hierarchy for local job descriptions for aft school districts
• Compare the local job hierarchy to the benchmark-matched hierarchy.
• Identify training requirements to support inpiementation of the JE plan

and develop tra:ning resources as required.

It is recognized that the work of the committee Is potentially lengthy and onerous
To accomplish the objectives expeditiously the Parties agree that existing JE
funds can be accessed by the JE committee to engage consultant(s) on a fulibme
basis if necessary to complete this work

It Is further recognized that this process does not Wnpact the established
management rght of employers to determine local job requirements and job
descriptions nor does this process alter any existing collective agreement rights
or established practices

Once the objectives outlined above are completed. the JE Committee wi2l
mutually determine whether a local, regional or provincial approach to the steps
outlined below Is appropriate.

The committee, together with consultant(s) if required, will develop a method to
convert points Into pay bands. The confirmed method must be supported by
current compensation best practices

The disbursement of available JE funds shall commence by January 2. 2020 or
as mutually agreed.

The committee will utilize available funds to provide 50% ci the wage differential
for the position falling the furthest below the wage rate established by the
provincial JE process and will continue this process until all JE fund monies at
the time has been disbursed The committee wili follow compensation best
practices to avoid problems such as inversion

The committee wiø report out to the Parties at key milestones during the term of
the Framework Agreement. Should any concerns arise during the work of the
committee they will be discussed and resolved by the Parties at that time

The parties confirm that the $900,000 of ongoing annual funds established under
the 2014-20 19 Provincial Framework Agreement will be used to implement the
Job Evaluation Plan. An additional $3 million of ongolng annual funds wiN
commence on July 1,2021.
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8. ProvincIal Labour Management Committee (PLUC)

The Parties agree to establish a PLMC to discuss and problem solve issues of
mutual provincial interest The purpose of the committee n to promote the
cooperalive resolution of workplace sues, to respond and adapt to changes in
the economy, to foster the development of work related skills and to promote
workplace productivity.

The PLMC shall not discuss specific grievances or have the power to bind either
Party to any decision or conclusion. This committee will not replace the existing
local grievance/arbitration processes.

The parties agree that the PLMC will consist of up to four (4) representatives
appointed by SCPSEA and up to four (4) representatives appointed by the
Support Staff Unions. Either Party may brtng resource people as required. with
advanced notice to the other party and at no added cost to the committee.

The PLMC will meet quarterly or as mutually agreed to for the life of the
agreement and agree to Include Workplace Health and Safety ass standing
agenda item.

9. CommIttee Funding

There will be a total of $100,000 of annual funding aHocated for the purposes of
the Support Staff Education Committee and the Provincial Labour Management
Committee. There will be a one-time $50,000 allocation for the purposes of the
Joint Health and Safety Taskforce

10. Support Staff Initiative for Recwimient & Retention Enhancem.nt (SSIRRE)

The Partie; commit to a Support Staff Initiative for Recruitnent & Retention
Enhancement (SSIRRE) with the following objectives

a. Gathering data of existing support stat! recruithient and retention
challenges ,ind projected demand in the sector

b. Gathering data of existing offcnngs for applicable post-secondary
programs, vocational programs and identity potential gaps in program
offerings to meet projected demands

c. Partnering with postsecondary schools and vocabonal training providers
to promote support staff positions in school districts

d Marketing the support stat! opportunities within the sector (eg Make a
Future)

e Targeted support for hard to fill posJbons
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The represenlattves of the PLMC wil mutually select a consultant to perform the
work of the inftiatve. The consultant will report to the PLMC on key milestones
and as otherwise requested. During the term of the agreement $300,000 Will be
allocated tot the purposes set out above.

11. Early Care and Leaning Plan

In support of the Province’s Early Care and Learning (ECL) Plan, the parties will
pursue collaborative opportunthes for the 1(12 sector to support effective
transitions for care and learning from the early years to kindergarten e.g. beforeand after school care

12. UnpaId Work

In accordance with the Employment Standards Act, no employee shall be
required or pemikted to perform unpaid hews of work.

13.Employoe Fimity Assistance Program (EFAP) sorvlcos and tho PEBT

The Parties request that the PEBT Board undertake a review to assess (he
administering of all support staff Employee Family Assistance Program (EFAP)plans.

14. Demographic, CbsslflcaUon and Wage Information

BCPSEA agrees to coordinate the accumulation and distribution of demographic,classification and wage data, as specified k the Letter of Understanding dated
December 14. 2011, to COPE on behaff of Boards of Education. The data
currently housed g the Employment Oats and Analysis Systems (EDAS) will bethe source of the requested information.

16.Publlc Education B.neflts Trust

a PEBT Annual Funding Date The established ongoing annual funding
payment of 519,428.240 provided by the Ministry of Education will
continue to be made each April 1. This payment shall be made each April
1 of the calendar year to provide LTD and JEIS benefits In accordance
with the Sethors Statement On Accepted and Policy Practices of the
PEBT.

b. The Parties agree that decisions of the Public Education Benefits Trust
medical appeal panel are final and binding The Parties further agree that
admnisfraWe review processes and the medical appeal panel will not be
subject to the grievance procedure In each collective agreement
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c. Sick leave and JEIS eligibility for sick leave or indemnity payments
requires participation In the Joint Early Intervention Service (JEIS)
according to the JEIS policies of the PEST.

16. Employee Support Grant (ESG)

The Parties agree to the principle that Support Staff union members who havelast wages as a result of not crossing lawful picket lines during full days of aBCTF strik&BCPSEA )odcout Will be compensated in accordance with the letterof agreement iii Appenda A

17.Adoption of Provincial Framework Agreement (PFA)

The rights and obfigation of the local parties under this Provincial FrameworkAgreement (PFA) are of no force or effect unless the collective agreement hasben ratified by both parties no later than November 30, 2019.

18. FundIng

Funding for the Provincial Framework Agreement will be included In operatinggrants to Boards of Education

19.Provlncial Bargaining

The parties agree to amend and renew (he December 14. 2011 Letter ofUnderstanding for dedicated funding to the K-12 Presidents’ Council to facilitatethe next round of provincial bargainIng. 5200.000 will be allocated as of July 1,2020.

Dated this 12 day of July, 2018.

The undersigned barganng representatives agree to recommend this letter ofunderstanding to their respective prinopals.

K-12 Presidents’ Council and BC Public School Employers’Support Staff Unions AssocIation S Boards of Education

Warren Wdliams (Local 15- Metro) Leanne Bowes, BCPSEA

Tracey Mathrnson Renzo del Negro, BCPSEA

Rob Hewitt Tammy Sowinskl, OLRC
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Leslie Franklin (Local 703 - Fraser Valley)
Nicole Edmondson (Local 3500 - Okanagan)
Paul Simpson (Local 379 - Metro)

Marcey Campbefl ( Local 728 - Metro)

Sytvia Lindgren (Local 523 - Okanagan)

Rolanda Lavallee ( Local 2145— North)

Len Hanson. (Local 2298— North)

Joanne (Jody) Welch. (Local 401- North Island)

Fred Schmidt (Local 382 - South Island)

Jane Massy (Local 947 - South Island)

Michelle Bennett ( Local 748 — Kootenays)

Brent Boyd. (Local 407 - Metro)

Patti Price (Local 1091 — Metro)

Rod Isaac (Local 411 - Fraser Valley)

Marcel Marsolais ( Local 409— Metro)

Anne Pwvs (Local 440 - Kootneys)

Rob Zver ( Local 606- North Island)

Bruce Scott (VNMEA)

Tin DeVwo. (IUOE Local 963)

Corey Thomas

Locee Wilcox

Cohnne Iwata (minute taker)

Kyle Uno, S036 Surrey

Robort Weston, S040 New Westhiinster
Jason Reid, S063 Saanch

Marcy VanKou9hnett. SD2O Kootenay
Columbia

Alan Chell, BCPSEA Board of Directors

Ken Dawson, PSEC

Elisha Tran (Minute Taker)
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Letter of Agreement (letter)

Between:

BC Public School Employers Association (‘BCPSEA)

And:

The CUPE K - 12 Presidents’ Council and Support Staff Unions (the Unions)

Re: Employee Support Grant (ESO) after June 30, 2019

This Employee Support Grant (ESG) establishes a process under which employees
covered by collective agreements between Boards of Education and the Unions shall be
entitied to recover wages lost as a result of legal strike activity by the BC Teachers’
Federation çBCT) or lockout by BCPSEA after June 30, 2019

1. The ESG will be avaiable provided that
a A board and local union have a collective agreement which has been

ratified by both parties no later than November 30, 2019 and.
b. There has been no successful stnke vote by the BCTF or local support

staff union prior to local union ratification.

2. Employees are expected to attend their worksite if there is no lawful BCTF picket
lint

I Employees who have lost wages as a result of not crossing lawful picket lines
during hill days of a BCTF strik&BCPSEA lockout shall be compensated This
compensation shall be in accordance with the following:

a In the event that employees are prevented from attending work due to a
lawful picket line, eniplayecs will be paid for ill scheduled hours that the
employee would have otherwise worked but for tim labour dispute. Their
pay will be 75% of their base wage rate.

b. The residual 25% of the employcoi’ base wage rate will be placed in a
dstnct fund to provide professional development to support staff
employees Funds will be dispersed by the district following agreement
between the district and the local union.

4 Within forty-five (65) days of the conclusion of the labour dispute between
BCPSEA and the BCW, boards will reimburse each employee for all scheduled
hours tar which the employee has not otherwise been paid as a result of strike or
lockout
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5 If the employee disputes a payment received from the board, the union may
submit the dispute with particulars on the employee’s behalf to a committee
comprised of an equal number of representatives appointed by BCPSEA and the
Unions

6, If the joint committee Is unable to resolve the employee’s claim it will submit the
dLspute to a mutually agreed upon arbitrator who must resolve the dispute within
ten (10) days of hearing the differences between the board and the union.

Original signed on by

BCPSEA K-12 Presidents’ Council
leanne Bowes Warren Vd%lliams
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Letter of Agreement çLenefl

Between

BC PUblIC School Employers Association (BCPSEA

And

The CUPE K- 12 Presidents Council and Support Staff Unions rthe UniorW)

Re: Public Sector General Wage Increases

If a public sector employer as defined in a. I of the Pubhc Sector
Employers Act enters into a collective agreement with an effective date
after December 31, 2016 and the first three years of the collective
agreement includes a cumulative nominal (not compounded) genera?
wage Increase of morn than 6%, the general wage increase in the 2019•
2022 Provincial Framework Agreement will be adjusted on the third
anniversary of the 2019.2022 Provincial Framework Agreement so the
cumulative nominal (not compounded) general wage increases are
equivalent This Letter of Agreement is not triggered by any general wage
increase awarded as a result of binding tnterest arbitration.

2. A general wage increase and its magnitude in any agreement is as
defined by the PSEC Secretariat and reported by the Secretariat to the
Minister of Finance.

3. For certainty, a genera) wage increase is one that apples to all members
of a bargai&ng unit and does not include wage comparability adjustments.
targeted beer wage redress adjustments, labour market adjustments,
service improvement allocations, and is net of the value of any changes
agreed to by a bargainwig agent for publIC sector employees to obtain a
compensation adjustment.

4. This Letter of Agreement Will be effective during the term of the 2019-2022
Provincial Framework Agreement.
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This Information Is provided for reference only and is current as of the date of drafting.
Please visit wwwwnrksifebc.corn for current information.

WORK

Refusing unsaic work
siikers ha c the rtglii to iciuse LlIn,iIc e.rt If ‘nih hj:is ig.ii’n.itk cause hi lh.ilic\c that ‘rIiriiiing a job or
ink uh ))LI or ‘llicinc the at ink, you must mijit pifoiiii lie oh ot tisk. \‘.‘LI umuil iuiinmcdiitcly notiI your
%LJ)lSIs(1r 01 CliijilO%C(, SIILI smII Ihc,t i.uke time .ippt.’pimie ‘icp in tlelctmiiinc if tiw %‘t.rk is utnaic and reined

liii’ ittLitiotl

As an eiumphner. %utkci. ale >otui eyc anti c.n iii the hoist line ot workplace health and ,mkt Whucii
s oskers reline st oik hec.ni.e they belie e I t’ unsafe, coit sitter It un oIml\)nunIt to i:uvnt I I IC and ctirret I a

S1ILIIIII,lii tIi.tI could hi.I\t. C,iuiSt%l hitrin

a iStiltri lcIaics t’ik IILtILISC IT’S uiisafc, ‘s oikplacc pwtt1uire s ill alh,s flit’ I”tlt’ In Ik llIOlk’IIY

tiittlcl,It’oil a,id ciinettc.h As a s’Mlker, ou have the right to reIue to pcrhirmn a specit jiib or task you
hi.elie,.c is L,In.IIL 55 itliont ixurig disciplined by >uui cIflpt’vr. u.tir ctnp!tssci or MIpcTsnI’r nu;,> Ieiiqniranly

assign a Uns I isk lit soil. ii liii 11)5% I’’fl *

Steps to follow when work might be unsafe:

I. Report the unsafe condition or procedure
As a n,tl.eu. you IULISI itminictimilely rqsn Ilw LIii%mfc LoInhilIa,ui Iii a %utvnIMs[ t’r cnipknet

:\ a upelsusot or enI1,hosel. soil lutist inscstIyitc ilic iii.iiicu nut us it it siss:h’le II yi)Li detide time iiL,rkt’T’s

ii not valid, urpori back to the is titLes

2. II a worker still views work as unsafe after a supervisor or employer has saki It Is
safe to perform a Job or task

a sti1tvior ut ernpluyrr, you insist iiiicstigate the h’fIuhlICii) null cilsult any ullsalQ coiidiiiiiti is ti\ctl
1 Ins iiivt’*iigatlon must take place in the presente iii the wi’rket tinda ssomkci Iqncstlutativc of thscjnsnt healths
ausil uuafctv ctquiinhiicc ot :i sistiker CliLiSeti by the sioster’, ur.udc union. If there is nut ,cihdy tuIuIilijlttcc or
repIcseniin: Ilaule UnIon al the sst’tkphacc. the worker s in first reported hut’ unsafe euiidititm can choose Ii)

base assuilici uniter Iwt—.1ht it the niscstig.ition.

3. II a worker still views work as unsafe, notify WorkSafoBC
If tIme imiatter is not ses’l nI. tIme si titter and the super’ unr or employer must cduI4ct .Wwk5*fdi.’. A
pwseuttui’si olflcct will (lien itsesligate and take steps to fund a workable solution.

htws /Avww,wvknfebc
work?orps8ret1Jrnt:fi:hilps1A%?F: ;‘f v.w.’ çrkp1ebc con%2Fen%2Fsearcti%23q%Qqfç%2

Note: WorkSa(eBC establishes a range of employer and employee rights and
responsibilities. Please visit ww,’j work’:sfebc corn for current information.
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WORK

Worker Rights and Responsibilities:

On a worksite, everyone has vdrytng levels of responsibility for workplace health and

safety. You should know and understand your responsibilities — and those of others. If

youre a worker, you also Ihive three key rights.

IUII I ihIs -

• The right to know about hazards in the workplace

• The right to participate in health and safety activities In the workplace

• the !Q!ftFL!i2Y5c unsafe work without getting punished or fired

1)11 I l’t’SWII%iI)iIi I

As a worker, you play an important role in making sure you — and your fellow workers

— stay healthy and safe on the job. As a worker, you must:

• Be Me,t to hazards, Report them Immediately to your supcivisor or employer.

• Follow safe work proccdures and act safely in the workplace at all times.

• Use the protective clothing, devices, and equipment provided. Ge sure to wear

them properly.

• Co-operate with jont occupational h42dltIl and alçty committees, worker health and

safety representatives, WorkSafeBC prevention officeis, and anybody with health

and safety duties.

• Get treatment quicky should an injury happen on the job and

provider that the injury is work-related,

• Follow the treatment advice of health care providers.

• Return to work sarely artcr an injury by modifying your duties

starting with your full, regular responsibilities.

• Never work under the influence of alcohol, drugs or any other

you’re overly bred.

20)9 — 2022 Co/In ‘tire .igieenseiit

tell the health care

and not immediately

substance, or if

- 1)7- CUi’E Loei1 459 & £ Mc’,’! Disr,üt Nc,, 62



Employer Responsibilities:

Whether a business is larqe or small, the law requires that it be a safe and healthy
place to work. TI you are an employer, It is your responsibility to ensure a healthy and
safe workplace.

0111 l’V%IJOll%il)iIttit’%

• Establish a valid occupational rIcalli and fety PF!J1JrLMfl.

• ham your employees to do their work safely and provide proper supervision.
• Provide supervisors with the necessary support and traininy to iirry out health arid

safety responsibilities.
• Lnsure adequate first aid equipment, supplies, and trained attendants are on site to

handle injuries.
• Regularly rrmpec your workplace to make sure everything Is working properly.

• Fix problems reported by workers. -

• Transport injured workers to the nearest location fur medical treatment.
• Report all Injuries to VIorkSafeBC that required medical attention.
• Investigate Incidents where workers are injured or equipment is damaged.
• Submit the necessary forms to WorkSafeflC.

Supervisor Responsibilities:

Supervisors play a key role with very specific health and safety responsibilities that
need to be understood.

A supervisor is a person who instructs, directs, and controls workers In the performance
of their duties. A supervisor can be any worker — management or staff — who meets
this definition, whether or not he or she has the supervisor title. If someone in the

wo’rkplace has a supervisors responsibilitIes, that person is responsible for worker

health and safety.

‘Ill tt’Il)iIiIil)iIit It’s

• Ensure the health and safety of all workers under your direct supervision.
• Know the WorkSafeBC requirements that apply to the work under your supervision

and make sure those requirements are met.
• Ensure workers under your supervision are aware ot all known hazards.
• insure workers under your supervision have the appropriate person& protective

equipment, which is being used properly, regularly inspected, and maintained.

buos:llwww.worRftc&QrpjeniMdjth.iatty/create-manageJrights-resoonsibihties
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201 9-2022 Local Memorandum of Agreement

Local Memorandum of Agreement

rho parties agree to the blowing dianges to the July 1.2014— June 30. 2019 local
CoHoctive Agreement between the Board of Education of Saiool Disbict No 62 (Sooke)
and CUPE Local No. 459

Each signed off item is attached for reference.

NOTE: AN changes to the colecfiw agreement we shown m bold Any language
removed (mm the collective agreement Is shown as saudc4wewgh.

The bollowfng clause&wtlc)es have been reviewed by both parties and we agreed to.
Once the coH.cbve agreement has been Imalized. these dausaWaflldos wit loan pa.1 of
th, new collective agreement.

1. Change all pronouns Ni the Colective Agreement to be gender neutral. For
Ulustration purposes we pmvde an example of the changes applied to
Ankle 12.03-Permission to Leave Work below.

12,03 Permlsilon to Leave Work

a) The Board agrees that stewards slid not be Pthidered, coerced, restrained or
Intedered with In any way k the pedormwce of thefr duties while
investigating disputes and presenting a4usftnents as provIded Ni this NUde.
The Union recognizes that each steward Is emplo’ytd ful4frne by the Board
and h&eha they wit not leave hCTher their work &.zing working hours
EXCEPT to perform htther their duties under this Agreement. Therefore, no
steward shall leave hieTher their work without obtainthg the pemission of
h4aThec their supervisor, wtich reply shad be given within an hour.

2 Change headers to move histodai reference to bottom of Letters of
Understanding. Foe example. Leuer of Understwdmg #3 f490G-2003-$4)
would become Letter of UnderstandingS) The same formatting change
wiU be applied to an Letters of Understandcg to ens.n consistent
formatting

3. AdditIon of language to Ankle 2306 Ni order to provide Employer with
advance notice of leaves taken under VU provision. Language changes we
outlined below.
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MeA Appendix U- Loaf £bnumndwn aA.eem.nt

23.06 MdIcaI and Dental $000InITMMS

Deductions thai be made 1mm an employee’s sldc leave asdits for medIcal and
dental appointments fri the namer set out ki ArtIcle 2304. At ant one weeks
advance notice shall 6. provldid to the Employ., for nonemergency
medical and dental appointments.

4. The patties have agreed to add new language adtnoMedging the padrns’
mutual Interests fri *tckrg together to support employees/members
experiencing domesuc violence. Language thwiges am outhned below

29.02 Domestic Violence

The parties acknowledge that when domestic violence occurs, ft is a
significant social problem that can affect the health and nil-being of
employees and their families.

When employees experience violence or abuse In their personal lives, It
may affect their attendance or performance at wart

On a case-by-cas. basis, the parties agree to work collabocatlveiy to
support victims of domestic violence while maintaining confidentiality.

5. The parties agreed to update, dafly. ensure ctins&ency and to specify the
definition of an ‘Enmed4te family membe? wtNn the Collective Agreement
and specthcaly related to Article 23.05 and 24.06 The definitiOn Is aligned
with the current defn%ion of the an Cr the Employment Standards Act
The parties agreed to add language refnrcrg Compassionate Cam t.eavo
Benefits as welL Language changes are ouflEed below

23.05 FamIly Illness -

a) In the case of dness of in knmedbte family member, as defined In
Article 24.06, aepous.s-dependec#-chddmn of a regular employee
when no one at home cther than the employee r provide for the needs
of the l pew, the enloyee that be entSed, after notifying their hisThec
supervisor. to use a maxlmr of five (5) days sádc leave credits annually.

b) In the event of a prolonged linen, if en enAoyee has used the maximum
days available, he/she they dial be entitled to utdtzc unused vaca5on
credits for such purpose anytmo duMg the vacattn flat. leeow
absences elena haM dayrmas.

c) Employees may elect to apply for Compassionate Can Lean Benefits
through Employment end Social Development Canada (Service
Canada). should they require additional leave for this purpose.
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McA. Appendix B — Local Memorandum of Agreement

b)

Leave.

6. Similar to item #5 above, the parties have agreed to add reference and
incorporate the Employment Standads Ad Section 52.1 de&*ion of
immediate family and compassionate care leave. related to Arbde 24 06
Fwthor. the parties agreed to add the specific defriton of ‘immediate
family’ to this Article and ensure consistency thtough me Coaodive
Agreement. The parties also agreed to amend the frsbde name to Wbdude
referenco to ‘Bereavement’. Language changers are outlined bqow

24.06 Comcanionate or B.reavgrncnl Leave

a) Regular employees shal be granted lean with pay hi the event at a death
or serious illness in the thimediate (fly, as defined by th.
Emp?oym.nt Seandcds Act, Section 5Z1, as amended. Such leave
shall not exceed five (5) days leave with pay. knmediate Iamd/ may
include a marital. foster or athar non-b’ooC tetabonship wheltw or net at-s
fennel-er legal nature.

Immediate family shall be defined as meTha. father, fri”ond wde,
ened4

64610&3fl01P’4fl “‘ SF In ——allot-- and-a’”.a-—.

b) “immediate Family” shall be defined as spouse, child, parent (including
in-laws), guardian, sibling, grandchild, grandparent or any person who
lives with an employee as a member of the employee’s famUy.

7. The parties agreed to amend Article 24.07 Firers! Leave, to extend the
maxinum paid leave pericd (mm one-haN day (lfl) to a one (1.0) full days
leave. We connected U’fl article to ArtIcle 24.06 wtikh now incorporates
bans related to a death hi the famdy. Language d’iangn are outUned
below

24.07 Funeral Leave

A regular employee who LS requEed to attend a knersi as a pallbearer shaH be
granted one-haM (113) one (1) day leave with pay for a maximum of two leaves
annuafty for this purpose. Any additional leave shall be granted without pay. A
regLiar employee who wishes to attend a funeral as a mourner may,4epeading
upon I-c4eF-sirvuns*an6e.,-begewIed one haN (113) day leave 44b pay. shall
access leave under Article 24.06 Compassionate Care or Bereavement

8. The parties agreed lo amend ArtIcle 22.03 to address an Issue thet arises,
particutarty for new regular 10 month employees, where hi their fsst year of
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employment, then may end up in a vacation deficit situation at the end of
June. Language changes era oulhnsd below:

22.03 Pay During Christmas and 5rlna Break

Regular employees who are not roqurod to work the days when schools are
closed in the Christmas and Spring Breaks shall receive their normal salary
during these breaks. My salary pa!d for days not worked during these breaks
shal be charged to vacation entitlement. Employoos shati be notified of this
provision when they are ocighialy hired, as well as prior to any pay period in
which they may expect to receive loss than format salary as a resutt of the
implementation of this snide.

New regular employees hired on or after November 15th, will not receIve
their normal salary during Spring Break for the week where the leave Is
charged to vacation entitlement, during their first year of employment. The
purpos. of this provision is to avoid overtaken vacation, resulting in
potential claw back of wages at year-end, in accordance with ArtIcle 22.03.

0 The parties agreed to introduce now language to tho Collective Agreement
to address scenarios where an Education Assistant apphos on a role in a
different school part way through the school year. The purpoue is to avoid
negative outcomes for students Language chnnges era outlined below:

16.03 Irinsfers and Promotions

1) Iducation Assistant Tmnsftc, Durina $choc1 Year

Transfers of Education Assistants between schools (position,), may
be deferred to a mutually agrnabl. (between management and
CUPE) effctive dale, generally occurring at a natural break in the
school yes or at the start of the next schooi year. The purpose of
this provision is to mitigate negative impact I outcomes related to
student learning and experience.

For the duration of the deferral, the employee shall benefit from the
superior tents and condItions of employment, of either the new
position or their current position, where applicable,
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10. The panics agreed Lo renew. delete or amend the Local Lean of
Understand Wig as per bl4ow

CWI 4 st*l k*4SOflJfl U — Ii..,, Msj 73, WIt

tries DI’ UNIflM$TAIC*IG

LOU1 Hi Lost CI Sfl 041t10r tonwoaas Lena Hecet -if. -
L0U2 Ru Fwcl4nMwno.1 Conwia., A. ..
LOJ 3 1W 5puai Nikj EkL4Lj’. A..LaiI Assi, dgiJ . Rqnn
I CU 4 Pa flai,iJ PnI rv WI 2 S. • wn.nn ci S&.i.,,’. Mine.
till) C lb (:ln,,un n 07(o) mw i—s. Ca
LUIJ 7 Ho rajrcl Sopbo, Wsowiq 5ljn Ccauhiau. mt Viopcini

Cusdwi..Ioi .k.n.w .,.3 Anus
Lou I H. Mu, Sdiool Ca.o Piogn’- n.e. .. Anend
LOU S H P,cns4ona CrstotYIwt,l

-Roll mb Ama. S
LIlt) ‘0 110 NobtIlo ifldc,gIftt — ta y CfllJIOi b.t.C314, tttt, Akt..
LOU ‘I II. Awecd UnJ.t,,.ajina din. T•niu ESsatcn Ass ,tal R.aa,.
LOU ‘7 H. Co tiiiullln Iti Pull. .d 0. ui.”tu PnawSu. Knee
LOU’) flu AlCe 22 Ci — Fain
Lou Ii Ha 5011flu Cnura Wr*k 2’3l5 DeiiW
LOUiS 1k AsuJc ‘!C3 fl I orni ci 6crn.tj ‘Cattus ?tN flpnfsI

flc1bfloIt,n H.,...,
LOU iii Re SpiIn Cb.L,,.Wwá 2310 .o.m
LOU ‘7 R. Oelirnt’. kInw 0’ this CalcI,.. Agnnel -Run..
LOU iS Re Cowestrl woflt Wenk TwMpcnaXn iWçwtwn. ,L<.v-: s

Mid. 15 #13 F,ce.p(n.. in Hounal I -Renew

L(flIX Ha Nremj.dWjev.,aI,cc.ej. NwM 1:1,3
.Roui ni,, Aide’. Il O.%..nco P,cc..n

LOLl XX il 11ev n’s lu $jaM ISQO ‘TaiAJvn .n —CtnbL.J
U.w uL4) Pw...l1Y 14o1 mb CA .svJ rep4a AiU.I. SM

IOU XX Ha Al J* .11 r. I rnm.’g flid (T.wwçnfla-v’ %c.4c.. Mean
LOU X* fin flf)IIflQ tt*otoW ilIt 3 yare) OIe 701V, j0173011, 3aIS-In

LuLl )u* He Spir.j Ij*utw Week 111) i.ai.) 7019 3230 2030 2031,3021 NI’S

In eddWon to the above, the parties .grced to carry-forward Letter of
Understanding 15-AVID Tutor Program.
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11 .The parties agreed to eliminate Afllcl. 22.02 b) Length of Vacation
effoctlvo December 31. 2019. The eradication of this clause shall
take effect December 31, 2019 and the final payment under this
Mide, for those eligible employees, shall be payable no later than the
r pay ponod In 2020

bhmlnjflod EffecOve December 31, 2019:

RTICI. 2; VACATIONI

202-b)-Lnghpf-Vnatlqn

3r44otwllhelandlngihoforogoingrno empley.eshaNr.c&veloe.3han.4*
pec-nIum.(6%h •e1gld per centum.(S%frlewpec-ceNum43Q%), wo4v•
per.centum-f12%) er-fourteen-pa ealum444%).of-Ne/heeaminge-ln
reep.ot-to-years-ef-wvk.-per-Micle 33.03 (e)

2rMji&ment-paymonle-novesaay-due4oArtk4o221O2.4b)4-sha44-be
lwae6 at lhe.end-oWt*-vaoelion-year.

3, Enminqs-w1I44ndudnU-groee.pay-eMoept beot-mea)rbatNngeu4-end
miloage-&loweneee

12. The partos have-agreed to amend the vacation allotment to provide
for s new tier for those employees with 30 or more years of continuous
service as follows, effective January 1,2020.

22.02 Length or Vçaijpn

a) Annual vacations shall be granted as follows:

I. Employcci with OflC (1)01 more years of continuous scrvicc

Three (3) calendar weeks olvacation with pay at the employee’s
cuncnt posted rate.

2. Employees with scvai (7) or more years olcontinuous service:

Four (4) calendar weeks olvacation with pay it the employee’s
current posted rate.

3. Employees with twelve (12) or more ycars of continuous service:

Five (5) calendar weeks of vacation with pay at the employee’s
cunent posted rate.

3 Employees with nineteen (19) or more years of continuous service
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Six (6) calendar weeks of vacation with pay at the ccplotfl
current posted rate.

5. Employees with twenty-five (25) or more years of contin’ous
sen-icc.

Seven (7) calendar wecks of vacation with pay at the employees
cuncnt posted rate.

Employees with thirty (30) or more ycan o(cntlnuous
servIce:

Eight (8) calendar weeks of vacation With pay at the employee’s
current posted rate.

-

7. Vacation increnents shall be panted at the stan of the calendar
year in which the employee’s anrnverwy ocaus.

8. Anyone commencing or terminating employment with the Board
dusing the vacation year shall be emitted to pmponioosl vacations
for that year.

8. Vacations may be taken during the year in which they are being
earned, provided that employees who leave the Bones scnice
after taking their vacation and before completing the vacation 3W
shall have the value of any unearned vacation recovered from their
termination pay.

9. Vacation shall be advanced in hours each January for all regular
employees except those employees defined in Article 22.03; their
vacation shall be wanted each pay period

10. Regular school tam, regular seasonal and regular part time
employees shill earn vacation proportionate to thc number of
bows they are paid in their posted position.

Lie. Formatting and numbering of the above Nude wil be cleaned up when
updating Ihe Collective Agreement, subject to ratification by parties.
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13. The parties have agrood to increase the time available for bus drivers
for cleaning thor buses on a weekly basis, effective July 1,2020

16.13 Bus Wash Goes with RQute

Unless added premiums are required, all bus wash hours ore vehicle
allotted to a route shall be completed weekly by the operator who is
currently posted to that route. Bus wash shall be a minknum of onnn6a
hel%tS) two (2) hours a week effective July 1, 2020.

14. The parties have agreed to amend the language of Article 1502 to
include a new clause regarding extension of probationary period.

15.02 Probationary Period

Newly hired regula( employees shall be considered on a probationary
basis for a period of three (3) months 1mm the date of hiring and during
wtlch lime they are not eligible to apply on any temporary posted
positions. During the probationary period, probationary employees shall
be ontillod to all rights and privileges of this Agreement and the grievance
procedure may be implemented. The employment of such probationary
employees may be termInated, If determined unsuitable as a regular
employee by the Board as defined In Micte 1 .02

By mutual agreement between the employer and the Union, the
probatIonary period may be extended up to six (6) months.

24.04 Soeclai Leave With Pay

a) Regular employees shall be allowed leave of absence with pay and
wiThout loss ol seniodty and benefits for the following reasons:

Reason: Leave of Absence:

Self-Directed Professional Development I workIng day each year, after

Or’ completing one year of service,
Qffective July 1, 2020

Employee’s marriage
. : working days

Marriage of employee’s parent, child. The day of the wedding
brother or sister .

Adoption of employee’s child 3 working days
Moving employee’s household Maximum off I working day (day of

move) per calendar year
Serious household emergency 1 working day
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Formal hoaring to become a Canadian ‘1 wvddng day
citizen
gmployeo, employee’s spouse andtor 1 working day — day of graduation
dependent’s secondary or university, ceremony

or tethnlcal Institute graduation
Education examination ki kne with work time required for examination up to

n maximum of I wo&ng day
Paternity 3 Working days

15. The parties have agreed to amend the language of Article 3301 as
follows.

25.16 Premiums

Premiums to be increased by the percentage increase to bask rates for
the following articles 20.01, 20.02. 25.06. 25.07(a), 25.07(b), 25.07(d).
25.07(e),25.10, 25.11, 25.12. 25.13, 25.14. 25.15. 25.17, 25.18.2521.
(Foreman Premium). 2522, and 25.25 (Lead Hand Premium).

25.06 DIrt, Work Premium

A premium of eighty-fouc-cenls($O.84) one dollar ($1.00) per hour
effective January 1,2020 additional compensation shaft be paid to
employees when spraying paint. punchIng boiler tubes, reäning furnaces,
or reCnisNng wooden gym floors. Upon instnidion from the Board or Its
designated official, an empfoyee performing other duties considered as
Tirty Work shall be pad the same premium. This premium shaH be
increased by the percentage Increase in the basic payroll rounded to the
nearest cent.

25,07 SupervisIon Allowance

a) All Employees Except Tradespenon

General Supervision:

All employees who supenriso shall be paid at a rate of twer4y4Iwee-c.nia
(30.23)-thirty cents ($0.30) per hour effective January 1,2020, thIrty-
five cents ($0.35) per hour effective January 1.2021 and forty cents
($0.40) per hour effective January 1,2022, per employee this rate
shall become part of their regular hourly rate.

e) Foreman’s Wage Oetermnation

An employee designated in the position of foreman shall receive an
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additional Premium of thcee4oliadwand &MleewcenIe-4346), three
dollars and fifty-five cents ($3.55) effective January 1. 2020 in addition
to the regular hourly salary In flu of supeMsion

25.10 Occupational First Aid Attendants

Whore Wotker& Compensation Board regulations require a holder of a
valid Occupational First Aid certificate on eke on a regular basis, that
person shall receive a premium of Ody-on-cen;s4066).elghty.flv.
cents ($85) per hour for an Occupational First Aid Level II and-e3ghly-
four Gents-($034) one dollar and four cents ($1.04) per hour for an
Occupational First Aid Level Ill effectIve July 1, 2020

25.15 DesIgnated Special Needs Busts

School Bus Operators having taken and successfully completed an
approved Special Needs Management Course shall receive a preahm of
fifly-elghl oents4$O4S) sixty-three cents ($0.63) per hour when
operating a designated special needs bus transporting special needs
students 10 and from schoo! effectIve July 1, 2020. This Will only be paid
for road time.

This premium will not be paid when an Education Assistant Is on board.

25.25 teed Hand Premium

StA
-_. - — .

Nole-TNspnm4um4e
to the be&o rate during the rtertm of this CoPectve Agreement.

age kluene

33.01 Wet Weather Clothing

The Board will Issue for use (but to remain the properly of the Board)
gumboots, rubber dotNng and overalls as deemed sufficient by the Board
or its designated official for employees who are required to work
outside.

16. The partes have agreed to amend the language of Article 33.07, to
take effect January 2020. as follows.

33.07 Safety Footwear

Any-employee-workrng-in a petition for lirty (30) nikktg days requi#ng
safely footwear wiill be eniiled Is a c._tuicaiN up to three hundied
dCcobgee4ewa
thepwohneo4-mutualy a9pnd eWefsaw-Empkyess will be
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M0A App.nt)x II - Local MemocwWum WAgwnmalt

requfrwpcov(dethe-Roecdw4ui-e-c.o&fl ccdec-lateGliw
r&mbnemen

Any regular employ.. working In a position for thirty (30) workIng
days requiring safety footwear shall be entitled to a tax4n. payment,
through payroll, of one hundred and fifty dollars ($150.00), payable In
January of each year. Tb. purpos. for the Employer making this
payment Is to offset the out of pocket costs of eligible employees
purchasing WorksafeBC approved safety footwear.

Temporary employees who are entitled to the benefits under Article
32.02 are eligible for this allowance as well.

ARTICLE 36: PROFESSIONAL DEVELOPMENT

36.01 ProfessIonal Development Dan -

a) All employees shah be entailed to take pad in two (2) dabid wppbed
professional development days per schOol year.

b) After completing one year of service, all employees shall be entitled
to one (1) self-directed professIonal development day per Article
24.04.

c) Professional Learning Fund

The employer and the Union agree that professional learning Is
beneficial to both parties and should be encouraged. Professional
learning supports the development of professional competence and
enhances the ability of employees to provide high quality service in the
district.

The employer and the Union agree that, commencing July 1,2021, any
surplus below one hundred fourteen thousand and eight hundred and
thirteen dollars and eighty-three cents ($114,813.63) frcm the S.lf
Directed Professional Development Day shall be put Into a Professional
Learning Fund.

The Fund will be used to provIde funding for any associated costs of the
Self-Directed Professional D•velopment Day.

The Professional Development CommIttee, currently one representative
from CUPE and one representative from Uanagement, shall be
responsible for administering the funds. Any unused funds will be
carried over Into the following year.
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HISTORICAL MEMORANDUM OF SETTLEMENT

MEMORANDUM OF SE1TLEMENT

“Memorandum”

Between

BOARD OF EDUCATION for SCHOOL DISTRICT (No 62)

(Sooke School District)

“Employer”

And

CANADIAN UNION OF PUBUC EMPLOYEES, Local(459)

“Union”

The parties to this Memorandum of Settlement agree to recommend to their
respective principals the ratification of a revised collective agreement incorporating
the changes outlined below.

Continuing Provisions of the Current Collective Agreement

Except as provided by this Memorandum, the terms and conditions of the collective
agreement between the Employer and the Union that expired on June 30, 2014 will
be incorporated in their entirety-into the revised collective agreement between the
parties.

Effective Date

Unless otherwise specifically noted, all agreed changes to the collective agreement
between the Employer and the Union shall take effect on the Parties duly raUing
this Memorandum.

Changes to the Revised Collective Agreement

The July 1, 2012—June 30. 2014 Collective Agreement will continue in force and
effect until June 30,2014 except as modified by the following:

20 / 9 — 2022 Co/let tile Aç’eenienr — 130 — C(II’E Local 459 & 5 hool DLst,ict No. 62



Appendix “A” — Local Memorandum of Agreement between the Board of
Education for School District [No 62] [Sooke School District] and the
Canadian Union of Public Employees Local [459], dated June 17, 2014 which
sets out all other agreed changes to the Collective Agreement

Appendix “B” — Provincial Framework Agreement between BC Public School
Employers’ Association & CUPE BC K-12 Presidents’ Council & Support Staff
Unions dated June 7, 2014..

These changes shall be included in the 2014—2019 Collective Agreement

Ratification

This memorandum is subject to ratification by the Board of Education for School
District [No 62j[Sooke School DistrictJ, the BC Public School Employers’ Association
and the membership ofCUPE Local [459].

AGREED Juspti 2n/Y .2014

Board of Education for School
District [No 62] CUPE Local [459]

Ld

IL
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HISTORICAL APPENDIX ‘B”

2014-2019 Local Memorandum of Settlement

Local Memorandum of Agreement

between

the Board of Education for School District [No 62J [Sooke School
Disthctl

and

the Canadian Union of Public Employees Local L5]

The parties hereby agree to the following amendments to the 2012-2014
Collective Agreement

Each sgied off item is attached for reference.

a lim

Article 15.03 (d) Loss of Seniority or Continuous Service Record
Article 2S04 (a) Mileage Allowance
Estoppel letter dated June 11, 2014 revised June 17, 2014

New LOU’S:

New - LOU #11 Article 15 Seniority (Voluntary Resignation from regular
position while on a casual/on-call list)
New - LOU #12 (2) Week Spring Break

_a,J17_/
COPE Local [459]
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201 4-2019 Provincial Framework Agreement

Provincial Framework Agreement (“Framework”)

between

BC Public School Employers’ Association (“BCPSEA”)

and

The K-12 Presidents’ Council and Support Staff Unions (“the Unions”)

BCPSEA and the Unions (“the Parties”) agree to recommend the following framework
for inclusion in the collective agreements between local Support Staff Unions who are
members of the K-12 Presidents’ Council and Boards of Education.

The rights and obligations of the local parties under this framework are of no force or
effect unless their collective agreement has been ratified by both parties no later than
November 30, 2014.

1. Term

July 1, 2014 to June 30, 2019.

2. Wage Increases

Wages will increase by 5.5%. Increases will be effective on the following dates:

• Julyl,2015 1.0%

• May 1,2016 Economic Stability Dividend

• July 1,2016 0.5%

• May 1,2017 1.0% plus Economic Stability Dividend

• July 1,2017 O.5%

• May 1,2018 1.0% plus Economic Stability Dividend

• July 1,2018 0.5%

• May 1,2019 1.0% plus Economic Stability Dividend

The terms of the Economic Stability Dividend are described in Appendix A.
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3. Employee Support Grant

BCPSEA, the Unions and the Government agree to the principle that support
staff union members who have lost wages as a result of not crossing lawful
picket lines during full days of the BCTF strike/BCPSEA lockout shall be
compensated in accordance with the agreement in Appendix B

4. Benefits Standardization

The Parties agree to pursue a voluntary standardized extended health plan to be
implemented during the term of the collective agreement in accordance with the
terms laid out in Appendix C.

5. The Support Staff Education and Adjustment Committee (SSEAC)

The Parties agree to renew their commitment to the Support Staff Education and
Adjustment Committee (SSEAC). The Parties remain committed to the
exploration of the following:
a) a focus on best practices to integrate skill development for support staff

employees with district goals and student needs
b) a study of the potential for regionalization of wages
c) an exploration of the potential for a standardized extended health and dental

benefit plan
d) recommendations to address issues associated with hours ofwork and

service delivery
e) a review of practices in districts having modified school calendars and the

resulting impact on support staff
f) skills enhancement for support staff
There will be a total of $100,000 of annual funding allocated for the purposes set
out above commencing July 1,2015. The parties agree that work plans to
address the above and any resulting recommendations will require mutual
agreement.

6. Education Assistants Committee

a) The Parties agree to continue the Education Assistants Committee charged
with the responsibility of investigating and making recommendations
regarding possibilities for the creation of whole Education Assistant jobs, and
for the deployment of Education Assistant staff in accordance with recognized
best practices.

b) The Parties agree the Committee will engage with the Ministry of Education
around the development and implementation of a system of recognized
credentials and qualifications to regulate the employment of Education
Assistants.

c) The Parties agree the Committee shall consist of not more than 8
representatives appointed by Support Staff unions and not more than 8
representatives appointed by BCPSEA.
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d) The Parties agree the Committee will be resourced with a budget fixed by
SSEAC and drawn from SSEAC funds to accomplish its work.

e) The Parties agree the work of the Committee will recommence within one
year of the ratification of the framework agreement.

f) The Parties agree that the Committee will complete its work and report its
findings to the Parties.

7. Learning Improvement Fund — Support Staff

The funds stipulated in Item 1 of the LOA — Learning Improvement Fund: Support
Staff Priorities (Appendix D) are the greater of $10 million or 20% of the LIF
commencing on July 1, 2015. These funds will be allocated to School Districts in
accordance with the following principles as per established SSEAC procedures:

a) Additional hours will be allocated to EA positions of more than 10 and less
than 35 hours where required to provide support for the learning needs of
students in alignment with district objectives and the Learning Improvement
Fund Statute and Regulation. This does not preclude the creation of new full
time or part time EA positions.

b) In order to facilitate the creation of full time jobs, the Parties encourage the
bundling of duties.

c) In order to promote continuity of student coverage consideration will be given
to creating positions of equivalent length. For clarity, shifts scheduled for a
duration not ending in a whole hour or half hour, will be increased to the next
half hour.

d) Consideration may be given to the establishment of itinerant positions to
enhance services to students with special needs and provide for the
opportunity to effectively deploy EA’s in circumstances of changing enrollment
throughout the school year.

e) Support staff local unions and Boards of Education will formulate a plan for
the above funds. Plans for full time jobs for ENs are to be accompanied by
job descriptions as per existing SSEAC procedures in accordance with the
Collective Agreements.

f) SSEAC will receive the jointly agreed plans from school districts and locals.
g) If disputes arise regarding the implementation of this agreement the matter

will be referred to the SSEAC.
h) Should SSEAC fail to resolve the issue to the satisfaction of the referring

parties the matter may be sent by either party to mediation using a mutually
agreed upon mediator.

i) If permitted by legislation and regulation, a one-time allocation of $2.5 million
from these funds, on or after July 1, 2015, will be provided to the SSEAC
Skills Enhancement Fund to be distributed to school districts for job related
EA training according to established procedures. The Parties agree to write a
joint letter to the Ministry requesting that any enabling changes to legislation
and regulation be made to allow this to occur.
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8. PEBT

a) Date adjustment for the annual funding of the PEBT LTD plan:

Change the date of the annual funding payment of $19,428,240 provjded by
the Ministry of Education from January 1 to April 1 of each year, commencing
April 1, 2015. Thereafter the Ministry of Education will provide the PEBT with
$19,428,240 each April 1.
The annual contribution period will continue to be based on the calendar year.
Recognizing the impact on interest earnings as a result of the three (3) month
delay in 2015, the PEBT will be provided with a one-time interest payment by
the Ministry of Education of $300,000 on January 2,2015.

b) Employee Family Assistance Program (EFAP) services and the PEBT

The Parties request that the PEBT Board undertake a review to assess the
viability of administering all support staff EFAP plans.

9. Shared Services

The Parties will write a joint letter to the Ministry seeking agreement to include
representatives from the support staff unions in a consultation process involving
shared services undertakings that may have an impact on support staff positions.

10. Demographic, Classification and Wage Information

BCPSEA agrees to coordinate the accumulation and distribution of demographic,
classification and wage data, as specified in the Letter of Understanding dated
December 14, 2011 to CUPE on behalf of Boards of Education. The data
currently housed in the Employment Data and Analysis Systems (EDAS) will be
the source of the requested information.

11. Standardized Job Evaluation Study

The Parties will establish a provincial joint job evaluation steering committee (the
JE committee) within thirty (30) days following the signing of this framework
agreement. The committee is responsible to create a provincial job evaluation
plan which may include a regional or local approach. The JE tool will be based
upon the CUPE gender neutral job evaluation plan. The Parties agree the plan
can be modified to fit the needs of the K-12 sector.
The committee will report out to the Parties at key milestones during the
development of the plan. Should any concerns arise during the development they
will be discussed and resolved by the Parties at that time.
Upon successful completion of the plan the Parties will identify one local in each
of the seven established CUPE regions to pilot the plan prior to full
implementation.
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12. Job Evaluation Fund

To fund the development work of the JE committee during 2014 the Parties
agree to a one-time allocation of $50,000 from SSEAC.
To facilitate the implementation of the provincial job evaluation plan a fund will be
established within SSEAC with an initial one-time allocation of $250,000 on July
1, 2015 and annually each year thereafter during the term of the framework
agreement, for a total of $1,000,000 in one-time funding.
In addition to the one-time allocations, ongoing annual funds of $900,000 will be
added to the job evaluation fund for implementation purposes at January 2, 2019.
Any residual ongoing funds that are available after the implementation of the
standardized benefit plan will be added to the job evaluation fund.

13. Provincial Bargaining

The parties agree to amend and renew the December 14, 2011 Letter of
Understanding for dedicated funding of $200,000 to the K-i 2 Presidents’ Council
to facilitate the next round of provincial bargaining. This funding will be allocated
as of July 1, 2016.

14. Unpaid Work

In accordance with the Employment Standards Act, no employee shall be
required or permitted to perform unpaid hours of work.

15. Workload Concerns

The Parties agree that employees should be provided with a reasonable
workload. Employees with workload concerns are encouraged to bring these
concerns to their supervisor or union in order that the concerns can be
addressed.

16. Modified Calendar

The parties recognize calendar changes are an area of concern for local support
staff unions. For future calendar amendments during the term of the collective
agreement the Parties agree to review and compile best practices on existing
modified calendars.
The Parties recommend that where boards of education are considering making
calendar changes that may have an impact on the income of support staff
employees, the support staff union will have the opportunity to provide input prior
to the decision being made.
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Dated this 71h day of June, 2014.

The undersigned bargaining representatives agree to recommend this letter of
understanding to their respective principals.

K-12 Presidents’ Council and BC Public School Employers’
Support Staff Unions Association & Boards of Education

[Original signed by Bargaining Committees]
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201 4-2019 LETTER OF AGREEMENT

BETWEEN:

BRITISH COLUMBIA PUBLIC SCHOOL EMPLOYERS’ ASSOCIATION

AND

K-12 PRESIDENTS COUNCIL

Re Economic Stability Dividend

Definitions

1. In this Letter of Agreement:

“Collective agreement year’ means each twelve (12) month period commencing on
the first day of the renewed collective agreement. For example, the collective
agreement year for a collective agreement that commences on April 1, 2014 is
April 1, 2014 to March 31, 2015 and each period from April ito March 31 for the
term of the collective agreement.

“Economic Forecast Council” means the Economic Forecast Council appointed
under s. 4 of the Budget Transparency andAccountabilltyAct, [S.B.C. 2000] c. 23;

“Forecast GDP” means the average forecast for British Columbia’s real GDP
growth made by the Economic Forecast Council and as reported in the annual
February budget of the government;

“Fiscal yea?’ means the fiscal year of the government as defined in the Financial
Administration Act [1996 S.B.C.] c. 138 as ‘the period from April 1 in one year to
March 31 in the next year’;

“Calendar yea?’ Is a twelve (12) month period starting January jSt and ending
December 31st of the same year based upon the Gregorian calendar.

“GDP” or “Gross Domestic Product” for the purposes of this LOA means the
expenditure side value of all goods and services produced in British Columbia for a
given year as stated in the BC Economic Accounts;

“GWI” or “General Wage Increase” means a general wage increase resulting from
the formula set out in this LOA and applied as a percentage increase to all wage
rates in the collective agreement on the first pay day after the commencement of
the eleventh (1 ith) month in a collective agreement year;
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“Real GDP” means the GDP for the previous fiscal year expressed in constant
dollars and adjusted for inflation produced by Statistics Canada’s Provincial and
Territorial Gross Domestic Product by Income and by Expenditure Accounts (also
known as the provincial and territorial economic accounts) and published as “Real
Gross Domestic Product at Market Prices” currently in November of each year.

The Economic Stability Dividend

2. The Economic Stability Dividend shares the benefits of economic growth between
employees in the public sector and the Province contingent on growth in BC’s real
GDP.

3. Employees will receive a general wage increase (GWI) equal to one-half (1/2) of
any percentage gain in real GDP above the forecast of the Economic Forecast
Council for the relevant calendar year.

4. For greater clarity and as an example only, if real GDP were one percent (1%)
above forecast real GDP then employees would be entitled to a GWI of one-half of
one percent (0.5%).

Annual Calculation and publication of the Economic Stability Dividend

5. The Economic Stability Dividend will be calculated on an annual basis by the
Minister of Finance for each collective agreement year commencing in 2015/16 to
2018/2019 and published through the PSEC Secretariat.

6. The timing in each calendar year will be as follows:

(i) February Budget — Forecast GDP for the upcoming calendar year;

(ii) November of the following calendar year — Real GDP published for the
previous calendar year;

(iii) November - Calculation by the Minister of Finance of fifty percent (50%) of
the difference between the Forecast GDP and the Real GDP for the
previous calendar year;

(iv) Advice from the PSEC Secretariat to employers’ associations, employers
and unions of the percentage allowable General Wage Increase, if any, for
each bargaining unit or group with authorization to employers to
implement the Economic Growth Dividend.
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7. For greater clarity and as an example only:

For collective agreement year 3 (2016/17):

(i) February 2015 — Forecast GDP for calendar 2015;

(U) November 2016— Real GDP published for calendar 2015;

(iii) November 2016 - Calculation of the fifty percent (50%) of the difference
between the 2015 Forecast GDP and the 2015 Real GOP by the Minister
of Finance through the PSEC Secretariat;

(iv) Direction from the PSEC Secretariat to employers’ associations,
employers and unions of the percentage allowable General Wage
Increase, if any, for each bargaining unit or group with authorization to
employers to implement the Economic Growth Dividend

(v) Payment will be made concurrent with the General Wage Increases on the
first pay period after respectively May, 1, 2016, May 1, 2017, May 1, 2018
and May 1, 2019.

Availability of the Economic Stability Dividend

8. The Economic Stability Dividend will be provided for each of the following collective
agreement years: 2015/16 (based on 2014 GDP); 2016/17 (based on 2015 GDP);
2017/18 (based on 2016 GOP); and, 2018/19 (based on 2017 GDP).

Allowable Method of Payment of the Economic Stability Dividend

9. Employers must apply the Economic Stability Dividend as a percentage increase
only on collective agreements wage rates and for no other purpose or form.
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Letter of Agreement (“Letter”)

Between:

BC Public School Employers Association (“BCPSEA”)

And:

The K - 12 Presidents’ Council and Support Staff Unions (“the Unions”)

And:

Her Majesty the Queen in Right of the Province of BC as
Represented by the Ministry of Education (“the Government”)

Re: Employee Support Grant for May/June 2014

BCPSEA, the Unions and the Government agree that employees covered by
collective agreements between Boards of Education and the Unions may recover
wages lost as a result of legal strike activity by the BC Teachers’ Federation
(“BCTF”) or lockout by BCPSEA during May and June 2014 as set out in this
letter.

2. Subject to the terms of this Letter:

(a) Within thirty (30) days of ratification of a new collective agreement by a
board of education, the local union and BCPSEA, the board will reimburse
each employee covered by that collective agreement between the board
and the local union for all scheduled hours that the employee would have
worked and for which the employee has not otherwise been paid in May
and/or June 2014, but for the labour dispute between BCPSEA and the
BCTF.

(b) If the employee disputes a payment received from the board, the union
may submit the dispute on the employee’s behalf to a committee
comprised of an equal number of representatives appointed by BCPSEA
and the Unions.

(c) If the joint committee is unable to resolve the employee’s claim it will
submit the dispute to (NAMED ARBITRATOR) who must resolve the
dispute within ten (10) days of hearing the differences between the board
and the union.
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3. This Letter expires on November 30, 2014 and is of no further force and effect
except where a board and union have a collective agreement which has been
ratified by both parties no later than November 30, 2014.

Original signed on June 7, 2014 by:

[Original signed by Renzo Del Negro] [Original signed by Marcel Marsolais]

BCPSEA K-12 Presidents’ Council

[Original signed by Paige MacFarlane]

Ministry of Education on behalf of Her
Majesty in Right of the Province of BC
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Letter of Agreement (“Letter”)

Between:

BC Public School Employers Association (“BCPSEA”)

And:

The CUPE K -12 Presidents’ Council and Support Staff Unions (“the Unions”)

And:

Her Majesty the Queen in Right of the Province of BC as
Represented by the Ministry of Education (the “Government”)

Re: Employee Support Grant for after June 30, 2014

This Letter establishes a process under which employees covered by collective
agreements between Boards of Education and the Unions may be entitled to
recover wages lost as a result of legal strike activity by the BC Teachers’
Federation (“BCTF”) or lockout by BCPSEA after June 30, 2014.

2. To that end, the parties to this Letter agree that each member of the union
employed as of the date of ratification of a collective agreement between a board
and local unions or who retired prior to September 30, 2014 may receive
payment pursuant to the terms of this Letter.

3. Within thirty (30) days of the conclusion of the current dispute between BCPSEA
and the BCTF, boards will reimburse each employee covered by a collective
agreement between the board and a local union for all scheduled hours that the
employee would have worked and for which the employee has not otherwise
been paid after June 30, 2014 but for the labour dispute between BCPSEA and
the BCTF.

4. If the employee disputes a payment received from the board, the union may
submit the dispute on the employee’s behalf to a committee comprised of an
equal number of representatives appointed by BCPSEA and the Unions.

5. If the joint committee is unable to resolve the employee’s claim it will submit the
dispute to (NAMED ARBITRATOR) who must resolve the dispute within ten (10)
days of hearing the differences between the board and the union.
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6. This Letter expires on November 30, 2014 and is of no further force and effect
except where a board and a union have a collective agreement which has been
ratified by both parties no later than November 30, 2014.

Original signed on June 7, 2014 by:

[Original signed by Renzo Del Negro] [Original signed by Marcel Marsolais]

BCPSEA K-12 Presidents’ Council

[Original signed by Paige MacFarlane]

Ministry of Education on behalf of Her
Majesty in Right of the Province of BC
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Provincial Support Staff Extended Health Benefit Plan

TERMS OF REFERENCE

BETWEEN:

BRITISH COLUMBIA PUBLIC SCHOOL EMPLOYERS’ ASSOCIATION

AND

K-12 PRESIDENTS COUNCIL

Re: Exploration of a Greater Standardization of Benefits Plans

The parties agree to move to an optional standardized provincial extended health
benefits plan (standardized plan) which would include the majority of support staff
members. To further such change the parties agree to form a working committee with
the goal of achieving agreement on a standardized extended health benefits plan.

Terms of Reference:

1. The committee will consist of no more than 4 members of the K-i 2 Presidents’
Council and no more than 4 members of the BCPSEA bargaining teams. Each
party will identify its representatives by June 10th, 2014.

2. The parties agree the committee will utilize the services of Morneau Shepell to
assist in the process. Each party shall retain the right to invite a member of its
organization to participate in the discussions where that person would bring in
valuable expertise.

3. Local unions who decide to join the standardized plan must elect to do so by July
1, 2016 or a later date as mutually agreed by the Parties.

4. Where the local union in a district determines their existing plan has superior
benefits and that local union elects not to participate in the standardized plan, the
local union shall retain their existing plan.

5. Local unions may choose not to join the standard benefits plan without opting out
of the provincial framework agreement.

6. Any measurable savings realized by movement towards a standardized plan will
be retained by the PEBT unless a local collective agreement provides otherwise.

7. BCPSEA will provide ongoing annualized funding to the Boards of Education in
the amount of $3,000,000 effective September 1, 2017 to facilitate the
completion of a standardized plan.

8. Any residual unused funds from the implementation of this standardized plan will
be allocated to the job evaluation fund.

9. The parties commit to engaging in intensive discussions with the goal of
developing a responsible standardized extended health benefit plan by June 1 3th,

2014 or a mutually agreed upon day.
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LETtER OF AGREEMENT

BETWEEN:

BCPSEA

AND

K-fl SUPPORT STAFF UNIONS

AND

HER MAJESTY THE QUEEN IN RIGHT OF THE PROVINCE OF BC AS
REPRESENTED BY THE MINISTRY OF EDUCATION

RE: LEARNING IMPROVEMENT FUND: Support Staff Priorities

WHEREAS:

The Ministry has established and maintains additional funding for the purpose of
addressing high priority challenges to student learning arising from the organization of
classes within schools in the province; and

The K-12 support staff unions have since 2006 raised concerns in bargaining regarding
the issues of unpaid Education Assistant (EA) work, lack of stable EA hours, bell to bell
EA scheduling and lack of livable earnings for EAs, and

The Support Staff Education & Adjustment Committee (SSEAC) is a joint committee of
K-12 Support Staff Unions and the BC Public School Employers’ Association.

THEREFORE:

The parties hereby agree as follows:

1. Funding for addressing the above matters as it relates to employees covered by
this collective agreement between BCPSEA and the K-12 Support Staff Unions
will be in the greater amount of $10 million or 20% of any annual amounts
established by government in the Learning Improvement Fund.

2. The allocation of the LIF to school districts is established annually by the Ministry
of Education and will provide this information to school districts including the
portion of the LIF to be allocated to education assistants.

3. In the event of a dispute arising from the interpretation, application or alleged
violation of this agreement there will be a meeting of the parties, and failing
agreement, the parties will submit the concern to a mutually agreed arbitrator.
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4. This letter replaces the letter between the parties signed December l4M, 2011
titled “CLASS ORGANIZATION FUND: Support Staff Priorities”

Original signed on June 7, 2014 by:

[Original signed by Renzo Del Negro] [Original signed by Marcel Marsolais]

BCPSEA Support Staff Unions

[Original signed by Paige MacFarlane]

Ministry of Education
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LETTER of UNDERSTANDING #12

between

BOARD of EDUCATION of
SCHOOL DISTWC NO. 62 (SOOICE)

(“The Board”)

and

CANADIAN UNION of PUBLIC EMPLOYEES
LOCAL NO. 459

(“The Union”)

Re: Article 18.03 Exccptions to Normal Hours:

The parties (The Board and The Union) have discus5ed and agreed lo the following changes to
Article 18.03 Excepipns to Npmial Iiojr

fo be effective the date of the signingof this Letter of Undersrnnding (LOU).

Article l&03 Exceptions in Noni,jl Noun

a) [he normal work week for the Vacuities Finance Clerk. lranspodation Clerk, Facilities
Clerk VI, Warehouseman and Payroll Clerks shall consist of five (5) eight (8) hour days
for a total of forty (40) hours per week.

dayof ,2015

ion (SD 62)

Resources

Dated this ,&

Sinned
For CUPE Local 459

,,t / 7
r’JS’(tj-L V
Vice.Prcsidenc
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LETTER OF UNDERSTANDING #12

between

BOARD OF EDUCATION OF
SCHOOL DISTRICT NO. 62 (5001(E)

And

CANADIAN UNION OF PUBLIC EMPLOYEES
LOCAL NO. 459

Re: Committee to Amend Grievance Procedure

There will be a Joint Committee to discuss amending Article 12.05 of the Collective Agreement.

Purpose is to review the existing language and make recommendations to the parties to rewrite
the procedure to:

• Streamline the process
• Review and amend timelines for submission and responses to grievances
• Increase the potential for face to face meetings between the parties

The Committee will consist of two members from the Employer and two from the Union.

The Committee will meet within thirty (30) days of ratification of the Collective Agreement.

The parties will meet at least once a week, or as mutually agreed by the Committee.

Discussions will be in camera and without prejudice to either party on any outstanding issues.

Recommendations for amendments to the grievance procedure will be taken to the respective
principals for ratification / implementation.

Recommendations approved by the principals will be written up as a Letter of Understanding
and will be appended to the Collective Agreement.

_____________________

2015.day of ec&v

FOR THE UNION:

1)

(2012-2014 #11)
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LE1TER OF UNDERSTANDING # 15

between

BOARD OF EDUCATION OF
SCHOOL DISTRICT NO. 62 (SOOKE)

and

CANADIAN UNION OF PUBLIC EMPLOYEES
LOCAL NO. 459

Re: Amended Grievance Procedure — Article 12.05

The parties (‘The Board and The Union) have discussed and agreed to alter Article 12.05 Settling

of Grievance

To be effective the date of the signing of this Letter of Understanding (LOU).

New Article 12.05 SetifiuR of Grievance

An earnest effort shall be made to settle a grievance fairly and promptly in the following manner:

Stpj The aggrieved employee shall submit the grievance to his/her Steward

(verbally, or in writing). If the employee’s Steward is absen ho/she may

submit histher grievance to another Steward; fievance Chainetson or a

member of the CUPE Executive Committee. At each step of the grievance

procedure the grievor shall have the right to be present.. The grievor with

Steward (or member of the grievance committe or Union Executive, etc.) will

within twenty (20) working days of thgrievor reasonably becoming aware of

the grievable/incident, meet face-to-fàcè with the Supervisor/Manager to try to

resolve the matter informally at the lowest possible level. Any resolution

arrived at between the parties at Step I will not set precedent or be prejudicial

to either party’ to the finure. The informal resolution will be documented on the

Joint Resolution Grievance Form (JRGF, Step 1) for distribution to both the

Union office and the Human Resources department

It is agreed that all dmdlines as established in this grievance procedure cm be

mutually extended with the consent of both parties.
C

p 2 Failing satisfactory settlement at Step 1 within seven (7) working days after the

dispute was submitted under Step 2, the Steward will submit ro the

Supervisor/Manager a written statement of the particulars of the grievance and

the redress sought, prior to metfing. The Shop Steward and Union Executive
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member and Employer Supervisorftvlanagcr and Labour Relations Manager
Mall meet face-to-face to resolve the dispute. The Employer will reply in
writing within seven (7) working days of the grievance meeting concluding.

Sten 3 Failing satisfactory settlement at Step 2, within seven (7) working days after
the dispute was submitted under Step 3, the Steward, Union Grievance
Committee Member. Union President and the Employer Supervisor/Manager,
Labour Reiations Manager, Secretary Treasurer or Executive Director Human
Resources will meet face-to-face in order to resolve the dispute. The Employer
will reply in writing within seven (7) working days of the meeting coc1uding.

Sten 4 Failing satisfactory settlement at Step 3, within seven (7) working days after
the grievance was submitted under Step 4. the Grievance Committee of the
Union, three (3) members as appointed by the Union and the Employer
committee, three (3) members as appointed by the Employer will meet ce to
face before a three (3) member panel of the Board of Educatioii who will hear
the grievance and make a determination to deny or accept the grievance in
whole, or in part The Board of Education committee will be comprised of
three (3) trustee members as appointed by the Board of Education.

The Board or designate will reply in writing within seven (7) working days of
the meeting concluding with its decision.

Step 5 Failing satisfactory settlement at Step 4, within ten (ID) working days after the
decision was rendered at Step 4 the Union may submit the grievance to a
Board of Arbitration under the provisions of Article 13 of this agreement.

______ _________2O17

Signed.
For (DUPE Local 459

tceJ en C4{(I
President

•

_______

/ 15t ti#’éresident —

- /52 -

th

______thyof

F’ (SD 62)

Exc&dve\piredo’t HR

Manager, ¶Lbourbdons
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LE1TER OF UNDERSTANDING #20

between

BOARD OF EDUCATION OF
SCHOOL DISTRICT NO. 62 (SOOKE)

and

CANADIAN UNION OF PUBLIC EMPLOYEES
- LOCAL NO. 459

Re: Spring Closure Week (the 3 years) 2016-2017, 2017-2018, 2018-2019

This Letter of Understanding documents the agreement between the parties to facilitate an
additional one week closure of schools and worksites within School District #62 for the week
of March 27 to 31, RTW April 3, 2017, March 26 to 29 2018 RTW April 3, 2018 and March
25 to 292019 RTW April 1,2019.

Where as:

A. Historically the Spring Break in Sooke School District has been for a period of
one week.

B. The Board of Education has received a motion that will result in the School
District closing schools and facilities for a period of one week additional to the
spring break week commencing in the 3 years as noted above. During the
closure week all CUPE employees are required to take the time off with or
without pay at the option. Due to the evolving needs of the school district
exceptions will be approved only for necessary operational contingencies this
also includes emergencies as they arise.

C. The Union is concerned that its members will either be required to take vacation
or to take a leave of absence without pay during extended spring break, resulting
in a loss of income.

D. The Parties wish to reduce or eliminate the impact on CUPE employees by
permitting employees to work extra time throughout the school year in order to
take the extra week spring break without loss of income.

E. The Parties have reached an agreement setting out how this will be
accomplished.
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THEREFORE, THE PARTIES AGREE AS FOLLOWS:

1. All continuing and temporary employees in posted positions during the each of
the school years identified above, at all worksites, will participate in the
Agreement and bank additional time worked to allow them to be paid their
regular pay during the closure week. All CUPE support staff will return to work
on April 3,2017, April 3, 2018, and April 1, 2019 respectively.

2. Elementary, Middle and Secondary schools will be increasing their instructional
day by the minutes identified on the following page per day throughout the
school year to facilitate the reduction of 5 school days, or in the case of 2017-
20184 days due to the statutory holiday (Good Friday).

3. Employees in posted positions will be allowed to decide not to participate in the
LOU on a one-time only basis by signing and returning a form (to be provided)
up to, but not later than 4:00 pm on October 14, 2016, October 13, 2017 and
October 12, 2018 of each year. Such employees who opt out will be required to
use vacation and br banked time in order to be paid for the closure week in
each of the 3 year identified. If a signed form is not received by this date,
employees will automatically be enrolled with no further provision for option out.
Any time banked prior to option out will be paid out or transferred to the
employee’s overtime banks at straight time rates.

4. Employees will work their additional time during the available weeks between
school start up in September and June 30 of each year (other than during
Christmas Break and Spring Break) except as otherwise determined within this
Letter of Understanding.

5. Employees who are not in posted positions and are working on-call will not
accumulate additional time in order to be paid for the closure week. These
employees will be paid for all hours worked during each two-week pay.

6. Pay rate for the closure week and the spring break week will be paid based on
the employees’ rate of pay at the start of the closure week (i.e. March 11, 2016).

7. The overtime provisions of Article 19 will not apply for additional time worked in
connection with this Letter of Understanding.

8. If a regular CUPE employee is required to work during the closure week a four
hour minimum will be applied a per the language of the collective agreement
(Article 18.02 Four Hour Minimum Work day). The additional time worked
previously for the closure week will be paid out a straight time wages no later
than the last pay period in April.

9. Employees on a leave of absence approved by the Employer (i.e. including
confirmed sick leave) shall be deemed to have accumulated the required
minutes as though they were working.
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10. Unforeseen issues arising out of the application and administration of this Letter
of Understanding will be addressed in a timely manner and resolved by the
Board and the Union in a mutually satisfactory manner.

11. For all employees work work during the instructional day (between the bells( the
additional time to be worked will be at the end of the instructional day. For those
positions who work outside o the bells or instructional day they may either work
the time prior to their regular shift start time or at the end of the regular shift end
time. IN order to facilitate an alternative work schedule all members of a
department will be required to either start early or end later. i.e. the custodial
department or transportation department ect. All start early or call end later not
individualized start and end times.

12. For the 2017/2018 school year only the closure week includes Good Friday a
statutory holiday, for this week only, all eligible CUPE employees will work the
extra time equivalent to (4) four working days for pay. The statutory holiday will
be paid as per our normal procedure.

13. This Letter of Understanding applies only to the 201 6-2017, 2017-2018 and
2018-2019 school years. If the Board decides to continue with an extended
spring break after these school years, the parties will determine whether to
continue the arrangement in tis present form or modify it as may be appropriate
in light of prevailing circumstances and the lessions learned from these years’ of
experience. The parties agree to meet yearly during the term of this agreement
(no later than September 10) to review and modify the agreement if required.

Weekly Hours Additional Minutes Additional Minutes
(5 day week off) (4 day week off)

40 12 10
35 11 9
30 9 7
28 8 6
20 6 5
5 2 1.5

Signcdth1s.....j[dayof_____ _20!6.

7%y 4&rn4c/
fcambnj AmbaLevnard

Suptnntcn Presidern — CUPE 459
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2. 201 2-2014 Provincial Framework Agreement

Provincial Framework Agreement (“Framework”)

between

BC Public School Employers’ Association (“BCPSEA”)

and

The CUPE K-12 Presidents’ Council and Support Staff Unions (“the Unions’)

BCPSEA and the Unions (‘the Parties”) agree to recommend the following framework
for inclusion in the collective agreements between local Support Staff Unions and
Boards of Education.

The rights and obligations of the local parties under this framework are of no force or
effect unless their collective agreement has been ratified by both parties no later than
Dec. 20, 2013.

1. Term

July 1,2012 to June 30, 2014

2. Wage Increases

Wages will increase by 3.5%. Increases will be effective on the following dates:

• July 1,2013—1.0%
• February 1,2014—2.0%
• Mayl,2014—0.5%

3. The Support Staff Education and Adjustment Committee (SSEAC)

The Parties agree to renew their commitment to the Support Staff Education and
Adjustment Committee (SSEAC). The Parties remain committed to the exploration of
the following:

a) a focus on best practices to integrate skill development for support staff
employees with district goals and student needs

b) a study of the potential for regionalization of wages

c) an exploration of the potential for a standardized extended health and dental
benefit plan
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d) recommendations to address issues associated with hours of work and service
delivery

e) a review of practices in districts having modified school calendars and the
resulting impact on support staff

f) skills enhancement for support staff

4. Recognition & Respect for Education Assistants

a) The Parties agree to establish a Committee charged with the responsibility of
investigating and making recommendations regarding possibilities for the creation of
whole Education Assistant jobs, and for the deployment of Education Assistant staff
in accordance with recognized best practices.

b) The Parties agree the Committee will engage with the Ministry of Education
around the implementation of a system of recognized credentials and qualifications
to regulate the employment of Education Assistants.

c) The Parties agree the Committee will convene its initial meeting within six
weeks of the ratification of support staff collective agreements.

d) The Parties agree the Committee will be resourced with a fixed budget drawn
from SSEAC funds to accomplish its work.

e) The Parties agree that the Committee will complete its work in time to report
back to the Parties for the next round of support staff bargaining.

Items previously agreed to (see attached):

Agreed Understanding of the term Education Assistant

Letter to the Ministry of Education requesting term Education Assistant be made
applicable to legislation and regulations.

5. Illness and Injury Leave, Costs and Replacement Policies

Eligibility for sick leave or indemnity payments requires participation in the Joint Early
Intervention Service (JEIS) according to the JEIS policies of the PEBT.

The provincial and local parties agree to investigate the use and cost of sick leave and
Board staff replacement policies with a view to recommending best practices to the
parties and the PEBT.
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6. Drug Plan

(a) The prescription drug provisions of the PEBT extended health plans will be
amended, subject to paragraph (b), to provide coverage in accordance with the
BIueRX Formulary and implementation of the BlueNet pay direct card.

(b) Bargaining units with existing drug card coverage and/or those using the
Pharmacare formulary are not covered by (a). The provincial parties urge the
local parties to seek ways, through local negotiations, to move towards this new
provincial standard.

7. Letter of Understanding

The Parties agree to amend and renew the December 14, 2011 Letter of
Understanding, including:

a. Dedicated Funding

Dedicated funding in the amount of $100,000 to facilitate the next round of
provincial bargaining.

b. PEBT

The Parties agree to include the Settlors Statement on Accepted Policy and
Practices of the PEBT as contained in the 2011 Letter of Understanding as an
attachment to their local collective agreements.

c. Demographic, Classification and Wage Information

The undertakings with respect to providing information contained in the 2011
Letter of Understanding are renewed

8. Enabling Shared Services

The Parties and representatives of the Ministry of Education will examine and discuss
any impediments arising from, and the options to facilitate, the introduction of shared
services.

Signed this l8 day of September, 2013

For BCPSEA For the Unions

[Original signed by Bargaining committee] [Original signed by Bargaining committee]
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Attachment 1

BRITISH COLUMBIA
PUBLIC SCHOOL
EMPLOYERS’ASSOCIATION
SQLUTIOP4S Ar WOPK

September 18, 2013

Claire Avison
Assistant Deputy Minister, Governance, Legislation and Regulation
Midistry of Education

Dear Ms.Avison:

As part of the framework discussions between the K-i 2 Support Staff Unions and
BCPSEA, the parties have agreed that it is desirable to facilitate a transition from the
term “Teacher’s Assistant” to “Education Assistant’.

The parties agree that “Education Assistant” more accurately describes the nature of
the work in the current context and into the future. We respectfully request that
consideration be given to the possibility that a similar change could be made to
applicable legislation and regulations.

Yours truly,

fOriginal signed by Peter Cameron) (Original signed by Bill Pegler)

Peter Cameron Bill Pegler
BCPSEA CUPE
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Attachment 2

Memorandum: To All Member School Districts and Support Staff Unions

Sefflors Statement on Accepted Policy and Practices of the PEBT

The Public Education Benefits Trust Fund (PEBT) was created in June 2002 and is
sponsored by both the British Columbia Public School Employers’ Association
(BCPSEA) and the Canadian Union of Public Employees (CUPE). The program is
governed by a Board of Trustees representing both School Districts and Support Staff
workers in the K-12 Sector. Currently, there are 59 school districts, 67 union locals, and
over 20,000 plan members participating in the trust.

The Settlors to the PEBT are BCPSEA and CUPE. The PEBT holds a Settlors meeting
annually where the Settlors are provided with an annual report and update from the
Board. The Settlors also have an opportunity to raise issues and give input to the Board.

The PEBT sponsors a confidential Joint Early Intervention Service (JEIS) as an integral
part of the disability program to assist plan members in their return to work. The
program is supported by Unions, School Districts and the PEBT and is provided through
funding from the provincial government for the ‘Core LTD.

The PEBT is now entering its eighth year and members are more familiar with the plan
and its operations. However, the PEBT Board has asked the Settlors to remind their
respective constituents of the importance of following the policies and practices applied
by the PEBT in providing the various benefits.

The Settlors recognize the value and importance of the PEBT in the K-12 Public
Education Sector. The Settlors also recognize and support following the policies and
procedures of the PEBT (outlined at www.PEBT.ca). The Settlors agree to work with
and encourage their respective parties to adhere to the policies and procedures of the
PEBT.

For further clarification lease contact your BCPSEA or CUPE representative.
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3. 201 0-2012 Provincial Framework Agreement

Letter of Understanding (LOU)

Between

BC Public School Employers’ Association

And

School Boards who are Signatories to this LOU

And

Support Staff Unions who are Signatories to this LOU

The following items will form the basis of a framework for settlement between Support
Staff Unions and Boards of Education in the K-12 Public Education Sector. This
framework in its entirety will be incorporated into memorandum of agreement achieved
between Support Staff Unions and Boards of Education no later than February 29,
2012.

Term

Julyl,2OlOtoJune3O,2012

Wage Re-opener

This memorandum of agreement is being negotiated in accordance with the PSEC
Mandate established by Government for the current round of collective bargaining.

The employer agrees that in the event that Government decides to modify the PSEC
Mandate, as it applies to the entire Public Service and Public Sector, during the term of
the collective agreement, the school district and the local support staff union will have
the opportunity to renegotiate the total compensation for the balance of the term of the
collective agreement.

This opportunity to renegotiate will relate to total compensation only and such
negotiations will be governed by the revised PSEC mandate. This renegotiation will not
result in the early termination of the collective agreement.
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The Support Staff Education and Adjustment Committee

The parties agree to continue and expand the scope of the Support Staff
Education and Adjustment Committee (SSEAC) to include the following.

a) an examination and discussion of any impediments arising from and the
options to facilitate the introduction of shared services

b) a focus on best practices to integrate skill development for support staff
employees with district goals and student needs

c) a study of the potential for regionalization of wages and benefits

d) an investigation of benefit standardization for the purpose of addition
efficiencies during the life of the collective agreement

e) recommendations to address issues associated with hours of work and
service delivery

f) a review of practices in districts having modified school calendars and the
resulting impact on support staff

g) skills enhancement for support staff

There will be a total of $550,000 allocated for the purposes set out above. The
parties agree that work plans to address the above and any resulting
recommendations will require mutual agreement.

2. The funds stipulated in Item 1 of the LOA — Class Organization Fund will be
allocated in accordance with the following principles:

a) The SSEAC will provide advice to the Ministry of Education regarding the
allocations of the above funds to Boards of Education.

b) This advice will include recommendations that be directed to expanding
services for students. Examples of initiatives include enhancing
incremental EA hours for initiatives such as consultations, collaborative
planning meetings, student coverage and innovative practices for existing
EA positions working more than 10 hours per week and less than 35 hours
per week.

c) Support staff local unions and Boards of Education will formulate a plan for
the above funds.

d) SSEAC will review such plans and provide input to the Ministry of
Education.
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Demographic, Classification and Wage Information

The employer will, subject to the availability of the data, provide the following
information.

Every October 1st, the union will be provided with detailed bargaining unit demographic,
earnings and job classification information for all reported bargaining unit members from
the previous school year in Microsoft Excel spreadsheet format. This information will
comprise the following data elements.

- School District employer
- Years of age (at the time of data submission)
- Gender
- Position code
- Current wage level
- Status (Permanent/Temporary/Casual)
- Annual hours of work
- Years of work experience with the current employer

BCPSEA will provide a Letter of Commitment regarding data as found in Attachment 1.

PEBT

The employer agrees to append the letter found in Attachment 2 to support staff
collective agreements re: Public Education Benefits Trust for information purposes.

The parties agree that decisions of the Public Education Benefits Trust medical appeal
panel are final and binding. The parties further agree that administrative review
processes and the medical appeal panel will not be subject to the grievance procedure
in each collective agreement.

Provincial Bargaining

At least six (6) months prior to the expiry of collective agreements between K-12
employers and support staff unions, representatives of employers and support staff
unions shall meet to discuss the process of provincial bargaining for the next round of
collective bargaining.

There will be a total of $200,000 allocated for the costs associated with provincial
discussions related to bargaining.
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Dated this l4thdaY of December, 2011.

The undersigned b#rgahtg ivprentatives agise to recOmmend th letter of
underiandIng In tieir prnc5ais.

CUPE & Suppat Staff Unions

LacL
BC Pitk Sctiod Employe&
AsaodMlon & Boards of
Educatn

:,I.
i±iCL
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Attachment 1

BRITISH COLUMBIA
S PUBLIC SCHOOLa EMPLOYEPS’ASSOCIATION

SOLUTIONS At WORK

Sill Pegler
1(12 Coordinator
Canadian Union of Public Employees (CUPE)

Letter of Commitment

BCPSEA agrees to coordinate the accumulation and distribution of demographic,
classification and wage data, as specified in the Letter of Understanding dated December 14,
2011, to CUPE on behalf of Boards of Education. The data currently housed in the
Employment Data and Analysis Systems (EDAS) will be the source of the requested
information.

Original signed on December14, 2011 by:

[Original signed byiacqufe Gnfflthsj

Jacqule Griffiths

Associate Executive Diredtor

BCPSEA
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Attachment 2

This LOA has expressly been replaced by the LOA re: Learning Improvement Fund
signed on June 7, 2014

LETTER OF AGREEMENT

BETWEEN

BCPSEA

AND

K-12 SUPPORT STAFF UNIONS

AND

HER MAJESTY THE QUEEN IN RIGHT OF THE PROVINCE OF BC AS
REPRESENTED BY THE MINISTRY OF EDUCATION

RE: Class Organization Fund: Support Staff Priorities

WHEREAS:

The Ministry intends to establish and maintain additional funding for the purpose of
addressing high priority challenges to student learning arising from the organization of
classes within schools in the province; and

The K-12 support staff unions have since 2006 raised concems in bargaining regarding
the issues of unpaid Education Assistant work, lack of stable EA hours, bell to bell EA
scheduling and lack of livable earnings for EAs, and

The Support Staff Education and Adjustment Committee (SSEAC) is a joint committee
of K-12 Support Staff Unions and the BC Public School Employers’ Association.
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THEREFORE:

The parties herby agree as follows:

1. Funding will be allocated as follows:

• $7.5 million for year one, for the school year commencing September, 2012,
and

• $7.5 million per year for each year thereafter.

2. The SSEAC will provide advice to the Ministry of Education regarding the
allocations of the above funds to Boards of Education.

3. In the event of a dispute arising from the interpretation, application or alleged
violation of this agreement there will be a meeting of the parties, and failing
agreement, the parties will submit the concern to a mutually agreed arbitrator.

4. It is a fundamental term of this Agreement that the Ministry will take all steps
necessary to implement this Agreement including through introducing legislation
to ensure its continuing validity. This Agreement is subject to the necessary
legislative authorities existing, which will make it effective and remain in effect.

Original signed on December 14, 2011 by:

“Hugh Finlayson” “Terry Allen”
BCPSEA Support Staff Unions

“Rick Davis”
Ministry of Education
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4. 2006-2010 Provincial Framework Agreement

Letter of Understanding (LOU)

Between

BC Public School Employers’ Association

And

School Boards who are Signatories to this LOU

And

Support Staff Unions who are Signatories to this LOU

The parties to this Letter of Understanding are the BC Public School Employers’
Association (BCPSEA), school boards who are signatories to this LOU, and the support
staff unions who are Signatories to this LOU.

The terms set out below represent a full and final settlement of all outstanding cost
issues between the parties who are signatories to this LOU. All outstanding cost
demands not specifically addressed below are deemed to be withdrawn.

Subsequent to the execution of this document, the local parties will prepare and execute
a Memorandum of Agreement incorporating the terms set our herein, together with any
other no-cost issues agreed to between the parties.

It is understood and agreed that the obligations of school districts set out in this Leffer of
Understanding shall be of no force and effect unless a collective agreement has been
reached by the affected local parties prior to Jzune 30, 2006, and subsequently ratified.

Term

July 1, 2006 to June 30, 2010

General Wage Increase

July 1, 2006 2%
Julyl,2007 2%
July 1,2008 2%
July 1, 2009 2%
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Incentive Payment

Should the parties conclude an agreement by June 30, 2006 and the settlement is
subsequently ratified, each bargaining unit member who is an employee of the School
District at the earlier of the date of ratification or June 30, 2006 shall be eligible to
receive a one time lump sum incentive payment.

The following principles for distribution shall guide the parties in the distribution of this
one-time funding:

• The incentive payment shall be up to $3,700 for each full-time equivalent
employee and shall be pro-rated for part-time employees.

• For the purpose of the determination of the amount of the incentive payment, a
full-time equivalent employee is an employee who worked on a full-time basis for
the period of July 1, 2005 to June 30, 2006. For the purposes of this payment,
‘full-time” means the greater of 35 hours per week or the definition of ‘full-time”
employee set out in the collective agreement. If ratification occurs prior to June
30, 2006, the incentive payment would be based from September 1 2005 to the
date of ratification. The incentive payment for an employee who worked less than
full-time over this period shall be pro-rated for the fraction of full-time work over
this period that the employee worked.

• The one-time payment is subject to normal statutory deductions.

• Time spent by employees on the following leaves shall be considered as time
worked for the purpose of calculating the amount of an employee’s incentive
payment:

• maternity or parental
• short-term disability
• long-term disability that commenced within the twelve (12)-month period

ending on the incentive eligibility date
• leaves granted to employees in receipt of workers’ compensation

benefits

The incentive payment shall be paid to employees as soon after the date of ratification
as is practicable for the institution to determine and pay the payment amounts to
employees. The employer shall make every reasonable effort to make the incentive
payment to employees no later than June 30, 2006.

Subject to the allocated funding above, the local and the district may also choose to
allocate the funds in a manner consistent with the district’s staffing structure.

Public Education Support Staff Skills Enhancement, Apprenticeship and
Workforce Adjustment Committee
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The parties agree to establish a Support Staff Skills Enhancement, Apprenticeship
and Workforce Adjustment Committee which shall consist of four (4)
representatives of support staff unions who are signatories to this LOU, and four
(4) representatives of BCPSEA.

2. By no later than September 30, 2006, the Committee shall develop specific criteria
to be used in allocating the funds provided to it under this Letter of Understanding,
including the processes and deadlines under which Districts and local unions may
jointly seek to access funds held by the Committee. These processes will include a
requirement that Districts and local unions seeking to access the funds provide the
Committee with:

a, an employee demographic analysis; and
b. a human resource plan which provides for the development and maintenance

of a qualified and sustainable support staff workforce.

In the event the Committee cannot agree on any of the matters within its
jurisdiction these matters will be referred to Mark Brown for mediation and, if,
necessary final adjudication.

Skills Enhancement and Retraining Funding

3. The Committee will be provided with a one-time payment equal to a province-wide
maximum of $3,000,000, pro-rated based on the support staff salary expenditures
reported in the 2005-2006 audited financial statements of Districts whose support
staff unions which become signatories to this Letter of Understanding (for example
if unions representing 50% of support staff salary expenditures in the Province
become signatories to this LOU, the Committee will be provided with $1.5 million).
These monies will be used to support skills training, retraining, or professional
enhancement for support staff employees.

4. The funding will be available to all support staff employees whose support staff
unions become signatories to this Letter of Understanding.

5. Upon request, the Committee shall provide to the Ministry of Education a report in
the form and manner prescribed by the Ministry, showing the expenditures made
to date and the estimated future expenditures from the funding provided.

Apprenticeship Opportunities Funding

6. The Committee will be provided with a one-time payment equal to a maximum of
$3,000,000, pro-rated based on the support staff salary expenditures reported in
the 2005-2006 audited financial statements of Districts whose support staff unions
which become signatories to this Letter of Understanding (for example if unions
representing 50% of support staff salary expenditures in the Province become
signatories to this LOU, the Committee will be provided with $1.5 million). These
monies will be used to facilitate and support apprenticeship opportunities in British
Columbia school districts.
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7. The funding will be available to all support staff employees whose bargaining
agents become signatories to this Letter of Understanding.

8. Upon request, the Committee shall provide to the Ministry of Education a report in
the form and manner prescribed by the Ministry, showing the expenditures made
to date and the estimated future expenditures from the funding provided.

Apprentice Sponsor Funding

9. The Committee shall be provided with funding in the following maximum amounts,
pro-rated based on the support staff salary expenditures reported in the 2005-2006
audited financial statements of Districts whose support staff unions which become
signatories to this Letter of Understanding (for example if unions representing 50%
of support staff salary expenditures in the Province become signatories to this
LOU, the Committee will be provided with 50% of the funding set out below), to
provide a wage increase to all employees with Trades Qualifications.
,

July 1, 2007 $828,000
July 1, 2008 $828,000
July 1, 2009 $828,000

10 It is understood that employees with Trade Qualifications will provide guidance and
support to apprentice employees as directed by their employer.

11. The funding will be available to all support staff employees whose bargaining
agents becomes signatories to a Letter of Understanding containing the terms and
conditions outlined herein.

12. The amount of the wage increase shall be determined by dividing the available
monies in each year equally between employees with Trades Qualifications in
signatory bargaining units.

13. Upon request, the Committee shall provide to the Ministry of Education a report in
the form and manner as prescribed by the Ministry, showing the expenditures
made to date and the estimated future expenditures from the funding provided.

Workforce Adjustment Committee Funding

14. The Committee will be provided with a one-time payment equal to a maximum of
$4,000,000, pro-rated based on the support staff salary expenditures reported in
the 2005-2006 audited financial statements of Districts whose support staff unions
which become signatories to this Letter of Understanding (for example if unions
representing 50% of support staff salary expenditures in the Province become
signatories to this LOU, the Committee will be provided with $2 million). These
monies will be used to facilitate and support workforce adjustment issues arising
from non-routine and fundamental restructuring within a given school district,
including shared services and regionalization.
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Any unused portion of the money from this fund will be reallocated (in the
discretion of the Committee) to either the Skills Enhancement and Retraining Fund
and/or the Apprentice Opportunities Fund.

15. The funding will be available to all support staff employees whose bargaining
agents become signatories to this Letter of Understanding.

16. Upon request, the Committee shall provide to the Ministry of Education a report in
the form and manner prescribed by the Ministry, showing the expenditures made
to date and the estimated future expenditures from the funding provided.

Labour Market Adjustment Fund

17. Subject to the approval of the Committee, a district may address demonstrated
recruitment or retention issues that can be objectively determined with reference to
specific criteria, including:

i. Demonstrating evidence of recruitment or retention difficulties;
ii. Providing relevant market data that specifically includes employers likely to

recruit from the public sector employer and employers that the public sector
employer has recruited from;

Ni. Identifying which occupations and the number of employees that will be
affected by the adjustment;

iv. Identifying options for the size of the market adjustment, and identify the risks
associated with each of the options; i.e. collective bargaining;

v. Demonstrating that the employer has provided significant training to
employees in an occupation, and that a business case can be made for an
adjustment.

Adjustments proposed under this paragraph must be funded through demonstrable cost
neutral trade-offs.

18. In addition, the Committee shall be provided with Labour Market Adjustment
funding in the following maximum amounts, pro-rated based on the support staff
salary expenditures reported in the 2005-2006 audited financial statements of
Districts whose support staff unions which become signatories to this Letter of
Understanding (for example if unions representing 50% of support staff salary
expenditures in the Province become signatories to this LOU, the Committee will
be provided with 50% of the funding set out below):

July 1, 2007 $1,656,000
July 1, 2008 $828,000
July 1, 2009 $828,000

19. The funding will be available to all support staff employees whose bargaining
agents becomes signatories to this Letter of Understanding.
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20. In order to access the funding set out in paragraph 18 above, districts and locals
must make joint application to the Committee and must demonstrate that the
funding sought will be used to address recruitment and retention issues on the
basis of the criteria set out in paragraph 17 above. The provision of this funding
will be subject to the approval of PSEC.

21. Upon request, the Committee shall provide to the Ministry of Education a report in
the form and manner prescribed by the Ministry, showing the expenditures made
to date and the estimated future expenditures from the funding provided.

22. The continuation of the Labour Market Adjustment Fund beyond July 1, 2009 shall
be determined during the next round of collective bargaining between the parties.

Trades Adjustment

23. The Committee shall be provided with funding in the following maximum amounts,
pro-rated based on the support staff salary expenditures reported in the 2005-2006
audited financial statements of Districts whose support staff unions which become
signatories to this Letter of Understanding (for example if unions representing 50%
of support staff salary expenditures in the Province become signatories to this
LOU, the Committee will be provided with 5Q% of the funding set out below), to
provide a wage increase to all employees with Trades Qualifications:

July 1, 2006 $1,656,000
July 1, 2007 $828,000
July 1, 2008 $828,000

24. The amount of the wage increase shall be determined by dividing the available
monies in each year equally between employees with Trades Qualifications in
signatory bargaining units.

25. Upon request, the Committee shall provide to the Ministry of Education a report in
the form and manner prescribed by the Ministry, showing the expenditures made
to date and the estimated future expenditures from the funding provided.

Liaison on Education Policy Mailers

27. The Minister of Education will establish scheduled opportunities for representatives
of support staff unions to discuss education policy matters that have employment
implications for their bargaining unit members.

Education Assistants Committee

28. During this round of collective bargaining, representatives of the support staff
unions raised concerns with educational assistants working hours and not being
paid.
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29. The parties agree to establish an Educational Assistants Committee which shall
consist of two (2) representatives of support staff unions who are signatories to
this LOU and two (2) representatives of BCPSEA by not later than July 1, 2006.
The committee shall investigate and make recommendations concerning this
issue, including directions for resolution to Districts and locals.

Long Term Disability and Joint Early Intervention

30. Employers whose bargaining units become signatories to this LOU and who are
not currently members of the Public Education Benefits Trust (PERT) shall become
members of the PERT (including the operation of the Joint Early Intervention
Service). It is understood that Government will provide the PERT with funding in
the maximum amount of $7.9 million dollars annually for this purpose, pro-rated
based on the support staff salary expenditures reported in the 2005-2006 audited
financial statements of Districts whose support staff unions which become
signatories to this Letter of Understanding (for example if unions representing 50%
of support staff salary expenditures in the Province become signatories to this
LOU, the maximum financial commitment of Government shall be $3.95 million).
Subject to the above, funding will be provided on the first business day after July 1,
2006, and on the first business day after January 1 in each calendar year
commencing January 1, 2007. The parties further agree that in order to access the
government funded LTD plan and the Joint Early Intervention Service they shall
place their dental, extended health, group life insurance and, where applicable,
accidental death and dismemberment benefit coverage as soon as the PERT is
able to take on this responsibility.

31. Once the PEBT is able to do so, the parties agree that they will participate on the
following conditions:

a. If there is no penalty clause in the current contract(s) with existing benefit
carrier(s)/consultants, as soon as possible; or

b. If there is a penalty clause, the benefits will be transferred when the current
contract(s) expires.

32. The Parties agree that any references to specific benefit carriers providing the
benefits identified above will be effective only until the date of participation in the
benefits trust.

Fiscal Dividend

33. Each Memorandum of Agreement shall include a Letter of Agreement for a Fiscal
Dividend Bonus.
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THE PARTIES AGREE AS FOLLOWS:

Having agreed the term of the Collective Agreement to be from July 1, 2006 to
June 30, 2010 a Fiscal Dividend Bonus may be paid from a one-time fund (the
“Fund”) generated out of monies, in excess of $150 million, surplus to the BC
government, as defined in the Province’s audited financial statements, for the
fiscal year 2009-10.

1.0 Fiscal Dividend:

1.1 If fiscal dividend funds are determined to be available, upon receipt of
funding from the government, a fiscal dividend will be paid to employees as
soon as practicable for the school district to calculate the individual payment
amounts and distribute the funds.

1.2 The quantum of the Fund accessible for the parties to this agreement will be
based on the Province’s audited financial statements as at March 31 2010.

The fund will be determined as follows:

i. The calculations will be based on the surplus, as calculated before
deduction of any expense associated with the Fiscal Dividend Bonus,
achieved in fiscal 2009-10, as published in the audited financial
statements for that fiscal year, provided that the surplus is in excess of
$150 million.

H. Only final surplus monies in excess of $150 million will be part of the
Fund, and the total quantum of the Fund for the entire public sector
(including all categories of employees) will not exceed $300 million.

Hi. The quantum of the Fund will be constrained by the proportion of the
public sector that is eligible to participate in the Fiscal Dividend Bonus;
i.e., 100% of the Fund will be available if 100% of all categories of
employees in the public sector under the purview of the Public Sector
Employers’ Council participate, but if a lesser number participate, a
proportionately lesser amount of the Fund will be available.

iv. Additionally, the Fund will be proportioned among all groups of public
sector employees by ratio of group population to total population
participating.

1.3 Each bargaining unit member who is a regular employee of the School
District on March 31, 2010 shall be eligible to receive the Fiscal Dividend
Bonus.

1 .4 The fiscal dividend payment shall be an amount as described in clause 1 .2
above for each regular full time equivalent employee and shall be pro-rated
for regular part-time employees. For the purpose of the determination of the
amount of the fiscal dividend payment, a full time equivalent employee is a
regular employee who worked on a full time basis for the period September
1,2009—June 30, 2010.
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The fiscal dividend payment for a regular employee who worked less than full
time over this period of time shall be pro-rated based on the actual straight
time hours worked as a percentage of fufl time hours. Time spent by
employees on the following leaves shall be considered as time worked for the
purpose of calculating the amount of an employee’s dividend payment:

• All leaves with pay
• Maternity and parental leave
• All unpaid medical leaves that commenced between July 1, 2009 and June 30,

2010
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5. IIC#2 Letter

June 6, 2000 Ref. No. 116240

Irene Holden
Labour Relations Board
900—360 West Georgia Street
Vancouver, BC V6B 6B2

and

Vince Ready
650—475 West Georgia Street
Vancouver, BC V6B 4M9

Dear Irene Holden and Vince Ready:

Re: Industrial Inquiry Commission concerning settlement Collective Agreement Between British Columbia Public
School Employers’ Association (and Member School Districts) and School District Support Staff Trade Unions
(IIC #2)

I am writing concerning IIC #2 and your recommendations for settlement dated May 30, 2000 (the “Report’) and
provided to the parties and government. Some of these issues were also referenced in the Commission’s letter of May
31 2000 to CUPE representative Gary Johnson.

I understand that you intend to use those recommendations for the basis of your binding decision in accordance with
your powers under the Public Education Support Staff Collective Bargaining Assistance Act (the “Act”)O

I note, as well, that you make reference to certain items which the government has agreed to fund. I wish to affirm, for
all parties to the collective agreement or to the documents deemed to be a collective agreement under the Act, that the
government commits to fund as follows:

1. The monies committed by government and recommended by IIC #2 for the Four Hour Minimum Work Day Fund
($5 million, annually) on each of July 1,2000, July 1,2001 and July 1,2002, as described in the IIC #2 Report.

2. Should the $5 million in the fund identified in paragraph #1 above not be entirely expended for purposes related
to the Four Hour Minimum Work Day Fund, any surplus will be transferred to the employment security fund on a
yearly basis. That fund is identified in paragraph #3 below. This arrangement is also recommended by the IIC #2
and described in the Report.

3. The monies committed by government and recommended by IIC #2 for employment security (3.5 million,
annually) on each of July 1, 2000, July 1, 2001 and July 1, 2002 to the Support Staff Job Security Fund as
described in the IIC #2 Report.

4. The monies committed by government and recommended by IIC #2 to fund the LTD plan ($11.8 million,
annually) on January 1, 2002, January 1, 2003 and each January 1, thereafter, to the Joint Benefits Trust fund
mentioned in the IIC #2 Report and the Accords.

The government also agrees that it would be appropriate for llC #2 to retain jurisdiction regarding implementation of
these items over the course of the collective agreement.

Sincerely,

Paul Ramsey
Minister of Finance and Corporate Relations

*Copied as per letter signed by Paul Ramsey
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