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5.3

5.4

5.5

Bargaining Meetings - Attendance

A member of the Union Bargaining Committee shall have the right to
attend bargaining meetings with the College held within their
scheduled work shift without loss of pay.

Ratification Meetings

A member of the Union shall be permitted to attend a ratification
meeting without loss of pay provided that a minimum of forty-eight (48)
hours' notice is given in writing by the Union to the College.

Human Resources Database

a)

d)

The Parties agree to provide and support the accumulation and
dissemination of available data to the Centre for Education
Information Standards and Services, or some other mutually
agreed-upon organization. The Parties may undertake joint
projects for the comparative analysis of such data.

The Parties recommend that the Ministry of Advanced Education
provide funding to assist in the gathering, analysis, and
maintenance of such data through the agreed-upon organization.

The Parties believe that their ongoing and collective bargaining
relationships are enhanced through useful, timely and accessible
data on relevant human resources matters, including those

listed below.

Relevant Matters Include:

Health and Welfare

Types of coverage

Participation rates

Premiums

Cost sharing

Commission costs

Available studies commissioned by Government agencies (e.g.,
comparative benefit analysis)

Carrier contracts

Collective Bargaining

Wage information and any other bargaining unit compensation
information requested

Demographics: age, sex, salary, placement, status

Analysis of local Collective Agreements within the system
Pension Plan participation rates

Contract Administration






7.2

7.3

7.3.1

Discrimination

The College agrees that there shall be no discrimination, interference,
restriction, or coercion exercised or practiced with respect to any
employee in the matter of hiring, wage rates, training, upgrading,
promotions, transfers, layoffs, discipline, discharge, or otherwise by
reason of race, colour, ancestry, place of origin, political belief, religion,
marital status, family status, physical or mental disability, sex, sexual
orientation, or age, nor by reason of their membership in the Union or
because the employee has been convicted of a criminal or summary
conviction offence that is unrelated to their employment.

Sexual and Personal Harassment

The College and the Union recognize the right of all employees to work
in an environment free from sexual and personal harassment. Any
complaint alleging sexual or personal harassment shall be treated
seriously and in strict confidence and may be addressed through the
grievance procedure, the College's Sexual Harassment Policy, or by
notifying the B.C. Council of Human Rights.

If the grievor chooses to file a simultaneous complaint with the Human
Rights Commission, the grievor agrees that, in so doing, the grievance
procedure shall precede the complaint. The parties agree that proven
sexual or personal harassment is a serious violation of an employee's
rights, dignity, and personal well-being. The College will investigate all
harassment grievances and treat all such grievances with seriousness
and confidentiality. Where such grievances of a sexual or personal
harassment nature are justified, appropriate disciplinary measures, up
to and including dismissal are supported and endorsed by the parties.

Supervisory responsibilities, which are carried out, including
disciplinary action, are not harassment.

Sexual Harassment

Sexual harassment may be physical and/or psychological, and may
take the form of any unwanted or unwelcome conduct, comment,
gesture, or contact of a sexual nature that is likely to cause offense or
humiliation by another employee of the College who knows, or
reasonably should be expected to know, that such behavior is
unwanted or unwelcome.

Sexual harassment also includes: sexual advances and requests for
sexual favors such as an implied or expressed promise of a job-related
reward to comply with a sexually-oriented request; a reprisal, or an
implied or expressed threat of reprisal that impacts employment; a
denial of employment opportunity, or the expressed or implied threat to
deny employment opportunity.





















10.5

10.6

10.7

ARTICLE 11

111

11.2

Overtime shall be shared among all the employees in a work group, if
applicable. It cannot be refused if twenty-four (24) hours' advance
notice is provided to an employee and there is no other qualified
employee able and willing to work the overtime.

Meals

An employee who works three (3) or more hours overtime on a
scheduled workday, and/or five (5) or more hours on a weekend shall
claim a meal allowance consistent with College Policy No. 3.2.5
(Dinner: College Region). Further, they shall be permitted a one-half
(1/2) hour meal break with pay at the applicable overtime rate.

Approved Time Off

An employee, who is absent from work on an approved time off in lieu
of overtime payment, shall be considered as if they had worked their
scheduled shift(s) during such an absence.

Lay-off

An employee shall not be required to "lay-off* during their regular work
schedule to equalize any overtime worked.

STATUTORY/GENERAL HOLIDAYS

A regular, term, or auxiliary employee shall be entitled to the following
statutory/general holidays or such other days as the College may
designate to be taken in lieu of these holidays and/or any other day
proclaimed by the Government of Canada, the Government of British
Columbia, or the College, with pay:

- New Year's Day - Labour Day

- Good Friday - Thanksgiving Day
- Easter Monday - Remembrance Day
- Victoria Day - Christmas Day

- Canada Day - Boxing Day

- B.C. Day - Family Day

- Truth and Reconciliation Day

To be eligible for a statutory/general holiday with pay, an employee
must have:

a) been employed for 30 calendar days before the statutory/general
holiday; and

b) worked or earned wages on 15 of the 30 days before the
statutory/general holiday.

16









13.1.1

13.1.2

The parties have agreed to participate in the Post-Secondary Joint
Early Intervention Program (JEIP). The parties also agreed that the
JEIP will incorporate the following principles:

a) Jointly Managed — The program will be jointly managed by the
Employer and the Union.

b) Mandatory — An employee may be referred for participation in the
JEIP when absent from work for five or more consecutive days or

where it appears that there is a pattern of consistent or frequent
absence from work. If an employee is referred, the employee
must participate in the JEIP.

c) Rehabilitative — The JEIP is rehabilitative in nature.

d) Confidential — The parties involved in the program will maintain
confidentiality of all information.

General Conditions

a) Sick Leave means the period of time an employee is absent from

work with or without pay by virtue of iliness, injury, quarantine, or

under examination or treatment by a medical/dental professional or

because of an accident for which compensation is not payable
under the Workers' Compensation Act.

b) The College may require medical proof of sick leave to verify an
employee's absence.

c) An employee shall be required to produce a certificate from a
medical practitioner for any iliness in excess of five (5) working

days, certifying that they were unable to carry out their duties and

is fit to return to work. The cost of such certificate shall be borne

by the College.
Sick Leave Entitlement

a) A Regular Full-time, Regular Sessional or Regular Part-time
employee, not on a leave of absence, shall earn and accumulate
sick leave credits at the rate of one and one-half

(1 1/2) days per month to a maximum of one hundred and twenty
days (120) as per the following:

1st year of employment: 18 working days (pro-rata)
2nd year of employment: 36 working days (pro-rata)
3rd year of employment: 54 working days (pro-rata)
4th year of employment: 72 working days (pro-rata)
5th year of employment: 90 working days (pro-rata)
6 years or more: 120 working days (pro-rata)
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13.3

13.4

common-law parents-in-law, brother, sister, child, step child,
grandparent, mother-in-law, father-in-law, sister-in-law,
brother-in-law, grandparent-in-law, grandchild) or any other person
living in the same household, a regular or term employee not on a
leave of absence without pay shall be eligible for a bereavement
leave with pay for a maximum of five (5) working days. An
employee may split their leave entitlement into two separate leave
periods, one adjoining the date of death and the other leading to
and/or including the date of any subsequent memorial service.
Bereavement leave may be granted by the Executive Director,
Human Resources & Payroll, or designate, in the event of the
death of another individual, depending upon the specific
circumstances presented.

b) Upon notification to the College, a regular or term employee not on
a leave of absence without pay shall be eligible for a leave with
pay not normally exceeding one (1) working day to attend a
funeral.

Personal Circumstance Leave

A regular or term employee will be granted upon application, for illness
within the immediate family, personal circumstance leave with pay of
three (3) days for tending to and/or arranging for the care of a member
of the employee's immediate family as defined in Article 13.2.

Personal circumstance leave may be granted more than once for the
same situation, provided the total personal circumstance leave and/or
bereavement leave requirements do not exceed twelve (12) working
days per year.

Personal circumstance leave entitlement will be allotted in each
calendar year. It shall not accrue and unused time shall not be carried
forward to the next year.

Jury Duty & Court Appearance

a) To qualify for approval from the College to be absent with pay
when summoned to serve on a jury, when subpoenaed as a
witness in a criminal proceeding or as a witness in a civil action if
not a party thereto, or when appearing as a defendant in a criminal
or traffic case if acquitted therefrom, a regular or term employee
shall produce the summons or subpoena or submit such other
evidence showing the necessity for the absence.

b) The employee shall provide the College with proof of attendance

from an Officer or Clerk of the Court. Any non-expense fee(s) paid
to the employee shall be assigned to the College.
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For up to fifteen (15) weeks of maternity leave, an employee
who is the birth mother shall receive an amount equal to the
difference between the Employment Insurance Benefits and
seventy-five percent (75%) of their salary calculated on
average base salary.

For up to a maximum of thirty-five (35) weeks of parental
leave, the legally recognized parent who is caring for the child
may receive an amount equal to the difference between the
Employment Insurance Standard Parental EI Benefits and
seventy-five percent (75%) of the employee’s salary calculated
on the employee’s average base salary.

Where the legally recognized parent who is caring for the child
elects the Employment Insurance Extended Parental El
Benefit, for a maximum of sixty-one (61) weeks, the parent
shall receive the same total SEB benefit amount received
under Clause 14.3 1(b), spread out and paid over the longer
period. Payroll will make this calculation.

Provided the employee received SEB as per Article 14.3 1(a),

(b) or (c), for the two (2) weeks of leave, where no El benefit is
paid, the employee shall receive seventy-five percent (75%) of
the employee’s salary calculated on their average base salary.

The average base salary for the purpose of clauses 1 (a) and
1 (b) is the employee’s average base salary for the twenty-six
(26) weeks preceding the maternity or parental leave. If the
employee has been on unpaid leave for part of the preceding
twenty-six (26) weeks, then up to four (4) weeks of that unpaid
leave will be subtracted from the twenty-six (26) weeks for the
purpose of calculating the average base salary.

An employee is not entitled to receive Supplemental Employment
Benefits and disability benefits concurrently. To receive
Supplemental Employment Benefits, the employee shall provide
the Employer with proof of application for and receipt of
Employment Insurance benefits.

(@)

To be entitled to the above noted benefits, an employee must
sign an agreement that they will return to work and remain in
the Employer’s employ for a period of at least six (6) months
or equivalent to the leaves taken, whichever is longer, after
their return to work.

Should the employee fail to return to work and remain in the
employ of the Employer for the return to work period in (a)
above, the employee shall reimburse the Employer for the
benefits above on a pro-rata basis.
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b) accidental death and dismemberment insurance plan in the
amount of three (3) times annual salary to the next highest one
thousand dollars ($1,000) at no cost;

c) Medical Services Plan of British Columbia has been changed from
an individually paid premium system to a system funded by an
employer paid payroll tax. If the government, at any time in the
future, reverts to an individually paid premium system, the parties
agree that the employer will pay 100% of the premium for
employees on the same basis as exists in the 2014 — 2019
collective agreement.

d) extended health care insurance plan, single or family coverage,
with an unlimited total lifetime coverage level, at no cost; and

e) dental insurance plan, single or family coverage, at no cost. Plan
‘A’ will include dental recall exams (polishing, application of fluoride
and recall) every nine months except dependent children (up to
age 19) and those with dental problems as approved by the plan.
Plan 'C' orthodontics is at eighty percent (80%) coverage with a
lifetime maximum of three thousand dollars ($3,000).

f) vision care insurance, single or family coverage, at no cost to the
employee. One hundred percent [100%] reimbursement to five
hundred dollars [$500] maximum every two [2] years.

g) An informal summary of the Health Care Plan is included in
Appendix ‘A’. The Plan summary is also available on the College’s
Intranet.

h) Hearing aid benefit claims will be to a maximum of one thousand
dollars ($1000) every five (5) years.

i) Employees will be reimbursed a total of one hundred dollars ($100)
every two (2) years for vision exams.

J) Medical Travel
$10,000 per person per calendar year.

k) Gender Affirmation Benefit
Lifetime maximum of $30,000 and integrated with the
Provincial Health Plan.

I) Addiction Treatment Centre coverage
Lifetime limit of $25,000.

These new benefits will be effective July 1, 2023.

17.3 Long Term Disability Insurance Plan
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b)

A Regular part-time employee, working less than an average of
seventeen and one-half (17.5) hours per week on a regular basis,
is not eligible to participate in the Health Care benefits outlined in
Article 17.2. They shall receive, in addition to their hourly rate, ten
percent (10%) in lieu of benefits, excluding annual vacation and
statutory holidays.

Long Term Disability

A Regular part-time employee working an average of at least
twenty-one (21) hours per week on a regular basis, shall
participate in the LTD plan with the College paying one hundred
percent (100%) of the cost of the premiums of that plan.

A Regular part-time employee, working less than an average of
twenty-one (21) hours per week on a regular basis, is not eligible
to participate in the LTD plan.

Regular Sessional Employees (Full-time and Part-time)
Health Benefits

A Regular sessional employee, working an average of at least
seventeen and one-half (17.5) hours per week on a regular basis,
shall participate in the Health Care benefits outlined in Article 17.2
on the first day of the month following one full month of
employment.

If they work less than full time during the session, these benefits
will be cost-shared during the session, with the College paying a
percentage of the cost equal to the employee's work percentage
during the session. During the scheduled lay-off of a Regular
sessional employee, they will have the option to cease benefits
coverage or continue with employee benefits at full cost to them.

A Regular sessional employee, working less than an average of
seventeen and one-half (17.5) hours per week on a regular basis,
is not eligible to participate in the Health Care benefits outlined in
Article 17.2. They shall receive, in addition to their hourly rate, ten
percent (10%) in lieu of benefits, excluding annual vacation and
statutory holidays.

Long Term Disability
A Regular sessional employee working an average of at least
twenty-one (21) hours per week on a regular basis, shall

participate in the LTD plan with the College paying one hundred
percent (100%) of the cost of the premiums of that plan.

31



17.7

17.8

ARTICLE 18

18.1

A Regular sessional employee, working less than an average of
twenty-one (21) hours per week on a regular basis, is not eligible
to participate in the LTD plan.

c) Grandparenting Provision

An employee who was working an average of twenty-one (21)
hours or more per week on a regular basis as a Regular part-time
or Regular sessional employee on February 11, 1998 had a one-
time option to decline participation in the Health Care benefits plan.
That option must have been exercised within one month of that
date and was irrevocable for as long as the employee continued as
a Regular part-time or Regular sessional employee. An employee
who chose to decline participation in the Health Care Benefits Plan
per this clause will continue to receive, in addition to their hourly
rate, ten percent (10%) in lieu of benefits, excluding annual
vacation and statutory holidays.

Changes in Carriers/Coverage

The College will establish a Benefits Committee to study and review
employee benefits issues.

This Committee will be consulted for any changes to benefit carriers or
benefits coverage. The Committee will also make recommendations to
the College on benefit issues and provide information to employees on
same. The Committee will include at least one representative of the
bargaining unit and meet at least twice annually.

Indemnity

Except where there has been gross negligence or malicious or willful
misconduct on the part of an employee, the College will:

a) exempt and save harmless employees from any liability action
arising from the proper performance of their duties for the College;
and

b) assume all costs, legal fees, and other expenses arising from any
such action in accordance with the existing "Ministry of Advanced
Education, Universities, Colleges & Institutes Protection Program”,
Section 4, Part B, Standard Comprehensive General Liability
Insurance.

PROFESSIONAL DEVELOPMENT

The Parties agree that professional development for the purposes of
assisting an employee to upgrade their skills and knowledge, to adapt
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20.2

20.3

20.4

break in service of over eighteen months between the end of their
Term position and the beginning of their Regular position).

Employees who are employed in Term positions shall only accrue
seniority during the period(s) of term appointment(s) at the College. A
Term employee shall accrue seniority solely and exclusively for
purposes of applying Articles 15.3 and 21.

The seniority date for a Term employee will be their start date in their
current Term position unless they have had a previous Term position
within the bargaining unit. If they have held a previous Term position,
their seniority date shall be adjusted to an earlier date by adding their
time in that Term position (provided they have not had a break in
service of over eighteen months between the end of their previous
Term position and the beginning of their current Term position).

The seniority of an Auxiliary employee will be based on the number of
hours worked in the bargaining unit and shall only apply to Article
21.1.1 (Internal Screening Process).

Probationary Period: New Employees

All newly hired Regular or Term employees covered by this
Agreement, shall serve a probationary period of six (6) months.

During the probationary period, employees shall be entitled to all rights
and privileges of this Agreement. Upon completion of the probationary
period, seniority shall be effective from the original date of hire.

During the employee’s probationary period issues of concern will
be brought to the employee’s attention.

Any employee who is on probation prior to the date of ratification
of the 2022-2025 collective agreement will be bound by the
probationary period in their offer letter.

Seniority List

The College shall maintain a seniority list for all Regular employees,
listing name and the date each employee commenced employment.
The College shall also maintain a current list of all Term employees,
listing name and duration of employment.

A revised seniority list of all Regular employees and a list of current
Term employees will be sent to the Union by March 31 of each year or
will be made available upon request.

Retention of Seniority
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3. If the term position becomes regular and the incumbent's job
performance is satisfactory, then the employee will have the option
to be confirmed in the position or immediately return to their former
position. The College and the Union agree to waive the provision
of 21.1 in this instance.

4. If the term position pays the same as the position that the Regular
employee currently occupies, no salary adjustment shall occur. [f
the term position pays more than the position that the Regular
employee currently occupies, a salary adjustment, as per article
21.4.1(a), shall occur.

If the term position pays less than the position the Regular
employee currently occupies, the employee's salary will be
adjusted to the step of the lower level position that is closest to
their current salary but not outside the range for the position.

5. While filling a term position, regular employees will continue to be
covered by all benefits outlined in the present Collective
Agreement for regular employees.

6. During the length of the term, and as applicable, the normal
progression of salary increments at the applicable pay grade of the
term position will continue subject to satisfactory performance.

7. The position that is thus vacated by the Regular employee will be
posted as per 21.1 and not through this process.

8. If the term position does not become regular upon conclusion of
the term, the Regular employee shall return to their former position
without loss of seniority or benefits.

21.7 Job Stability

ARTICLE 22

22.1

22.2

Regular employees shall not be eligible to apply for another regular
posted position within their initial probation period, except by mutual
agreement of the College and the Union.

LAYOFFS & RECALLS

A layoff shall be defined as a reduction in the work force or a reduction
in the normal hours of work for Regular Full-time employees, as
defined in Article 8.1, or, a reduction below the minimum number of
hours/week for Regular Part-time employees, as defined in Article 2.5.,
or, a reduction below the minimum number of months/year for a
Regular Sessional employee, as defined in Article 2.5.

The Parties recognize that employment security shall increase in
relative proportion to the length of service. Therefore, in the event of a
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27.3

27.4

27.5

ARTICLE 28

28.1

If a work force reduction is necessary, the Joint Labour Management
committee will canvas employees in a targeted area or other areas
over a fourteen (14) day period, or such longer time as the committee
agrees, to find volunteer solutions that provide as many viable options
as possible and minimize potential layoffs.

Menu of Labour Adjustment Strategies

To minimize layoffs, the following menu of labour force adjustment
strategies will be considered and whenever reasonably possible,
offered by the College at the appropriate time in the employee
reduction process within this collective agreement:

e Job sharing.

e Reduced hours of work through partial leaves.

e Transfers to other areas within the bargaining unit subject to
available work and meeting qualifications, with minimal training
required.

e Paid and unpaid leaves of absence for use to seek alternate
employment, retirement adjustment, retraining, etc.

e Voluntary severance.

e Purchasing past pensionable service. If permissible, the
employer will match a minimum of three years’ contributions to
the Municipal Pension Plan where an employee opts for early
retirement.

e Early retirement incentives.

e Agreed secondment.

e Retraining.

e Trial retirement.

e Continuation of health and welfare benefits.

e Combinations and variations of the above or other alternatives.

Layoffs May Occur

Once strategies other than layoff have been explored, the College may
proceed, if need be, to layoffs. For those affected by layoff, the
provisions of Article 22 will apply and the system-wide Electronic
Registry of Laid off Employees will be available.

No Stacking of Entitlements

While various options may be considered and offered, there will be no
stacking of entitlements.

GRIEVANCES

Grievance Procedure
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a) lItis the intent and the purpose of this Article to provide the Parties
with a procedure whereby grievances and/or disputes as to the
interpretation, application, administration, or alleged violation of
any of the articles in this Agreement will be resolved without work
stoppage and in the following manner:

Step 1: Within twenty (20) working days of the incident, the employee

shall meet with or without a shop steward, to discuss the
matter with their immediate supervisor who is not within the
scope of the bargaining unit. A written record of the incident
and the resolution shall be prepared and tentatively agreed
upon by the immediate supervisor and the employee and/or
shop steward. Such tentative agreement shall be forwarded
to the Union and the Human Resources Department for
consideration. A sincere effort shall be made to resolve the
matter at this stage.

Failing a satisfactory settlement at Step 1, the Union representative

may, within ten (10) working days of the discussion, advance
the grievance in writing to Step 2.

Step 2: The supervisor shall arrange and hold a meeting with the Parties

Note:

Step 3:

Step 4:

concerned within five (5) working days of receipt of the written
grievance and shall provide the employee with a written
response within a further ten (10) working days.

If, and only if, the immediate "excluded" supervisor is a
Vice-President or another person directly reporting to the
President, Step 3 shall be omitted and the next step shall be
Step 4.

Failing a satisfactory settlement at Step 2, the Union
representative may, within ten (10) working days of receipt of
the written response, forward a copy of the written grievance
along with any other relevant information to the appropriate
person directly reporting to the President.

Step 2 may be waived by agreement of the Parties.

The person directly reporting to the President shall arrange and

hold a meeting with the parties concerned within five (5)
working days of receipt of the written grievance, and shall
provide the Union representative with a written response
within a further ten (10) working days.

Failing a satisfactory settlement at Step 3, the Union
representative may, within ten (10) working days of receipt of
the written response, forward a copy of the written grievance,
along with any other relevant information to the President, or
delegate.
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28.2

28.3

d)

¢))

ii. If the College grieves, it shall submit the grievance directly to
the President of the Union.

iii. The timeframes in Step 3 onwards shall apply.

An employee shall have the right to attend with a Union officer
and/or a CUPE representative at any step of the above procedure.

The Union shall be notified in advance of any meeting related to
the above procedure and shall receive a copy of any written
response.

A grievance shall be deemed abandoned and all rights to recourse
shall cease when the aggrieved Party fails to advance the alleged
grievance to the next step within the prescribed time limits as set
forth in this Article.

Time limits as set forth in this Article may be extended by mutual
agreement, which shall not be unreasonably withheld.

Union Stewards

a)

d)

The College acknowledges the rights and duties of the Union
Stewards. A Steward shall assist an employee whom they
represent in preparing and presenting their grievance in order to
provide for an orderly and speedy procedure for the settlement of a
grievance.

The Union shall notify the College in writing of the names of the
Stewards, the areas which they represent and the name of the
Chief Steward before the College shall be required to recognize
them.

The College shall not in any way hinder, coerce, restrain, or
interfere with a Steward in the performance of their duties while
they are investigating a dispute and presenting an adjustment as
provided in this Article.

The Union recognizes that a Steward is employed by the College
and shall not leave their regular duties during working hours
without first obtaining the permission of their supervisor, which
shall not be unreasonably withheld or delayed.

An employee shall have the right to have their Steward present at
any discussion with supervisory personnel which is or may be the
basis of disciplinary action.

Labour/Management Committee
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ARTICLE 30

30.1

30.2

30.3

thirty (30) and ninety (90) calendar days prior to the termination date of
this Agreement.

SYSTEM-WIDE ELECTRONIC JOB REGISTRY

The PSEA will establish and maintain a system-wide electronic registry
of job postings and the necessary supporting database.

Posting

a)

Employers shall ensure that the internal selection procedure in the
applicable local collective agreement has been concluded prior to
job postings being listed on the system-wide registry.

Institutions will post on the Registry all employment opportunities
of half time or more and longer than three months in duration that
are available to applicants beyond those employed by the
institution.

Postings will be removed from the registry one (1) week after the
closing date.

Employers may elect to include job postings from institutions not
covered by this Agreement.

Unions, employers and employees have the right to access the
information on the system-wide registry. Computer terminal
access will be provided, and the location will be mutually agreed at
the local level. Where Internet access is not available, other
arrangements will be made.

Electronic Registry of Eligible Employees (Registrants)

a)

b)

Employees covered by the Agreement are eligible for listing on the
system-wide registry if they are regular employees who have
received notice of layoff or who have been laid off.

Laid-off employees will become ineligible in the following
situations:

i. They are recalled or appointed to an equivalent position at the
institution from which they were laid-off;
ii. They obtain an equivalent position as a result of being listed on
the system—wide registry; or
iii. Upon the expiration of the employee’s recall rights, or two (2)
years from the date of registration, whichever is later.

Application Procedures
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within ninety (90) days of commencing employment, will be paid by the hiring
institution in accordance with its relocation policies and practices for the position for

which the registrant was hired.

Recall and Repayment: An employee hired from the Registry who is recalled by an
institution and returns to work at the institution will pay relocation costs from that
institution that hired them in accordance with its relocation policies and practices for
the position for which the registrant was hired.

Reporting of Registry Activities: The College shall report all registry activities to the
local Labour/Management Committee, including names of those interviewed and those

hired.

SIGNED BY BOTH PARTIES TO THIS AGREEMENT, in the City of Cranbrook, British

Columbia, this day of

COLLEGE OF THE ROCKIES
CUPE LOCAL 2773

Kristy Brons, President
CUPE Local 2773, Negotiating
Committee

, 2023.

COLLEGE OF THE ROCKIES

Tiffany Gustafson
Negotiating Committee

Doug Campbell, Board Chair
Post-Secondary Employers’
Association

Tracy Kiedyk
Negotiating Committee

Thomas Teasdale, PSEA
Negotiating Committee

Leah Bradish, Director, Continuing
Education, Contract Training &
Regional Campus Operations
Negotiating Committee

Karen Langan
Negotiating Committee

Keith Nielson
National Representative

Marianne Kneller, HR Manager
Negotiating Committee
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SCHEDULE ‘C’

Provincial Table
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b) Establish mutually agreed upon terms of reference.

¢} Establish a timeline including key milestones to ensure that the project meets the target
date.

d}) The committee will review of a variety of Gender-Neutral Job Evaluation plans including a
benchmarking classification plan.

e) Subject to mutual agreement and ratification by the local parties: Develop new job
evaluation language which will replace or amend the following existing and applicable Local
provisions and any other relevant Local provisions, and parts thereof, for those Parties who
adopt the new Job Evaluation Plan in the future:

i.  Camosun College — CUPE 2081: Articles 24 Job Descriptions and Job Evaluation Plan and
Article 25 New Positions or Changed Duties and LOA #2 Re: Job Evaluation

ii.  College of the Rockies — CUPE 2773 — Article 7.1 Position Descriptions and Salary
Classification

iii.  College of New Caledonia and CUPE 4951 — Article 8 Position Descriptions and Job
Evaluation Procedures

iv.  North Island College and CUPE 3479 - Article 25 Job Classification and Reclassification

v.  Vancouver Island University and CUPE 1858 — Article 27 Job Classification and
Reclassification

Local agreement language concerning issues not related to the job evaluation process will be
continued in other clauses/articles.

f) Meet at least six times per year. Additional meetings may be scheduled with the agreement
of the majority of the Committee members.

g) Identify and engage in-house expertise from the Union and the PSEA (as applicable). It is
understood the Employers may use consultant(s).

The Committee will report out to the Parties, the participating employers and local unions at key
milestones during the development of the plan.

The target for completion of the development of a Standardized Joint Gender-Neutral Job
Evaluation Plan to the point of testing and modelling is December 31, 2024.

Any concerns that arise during the development of the plan will be referred by the Committee
to the Parties for resolution.

Leaves of absence for committee meetings shall be granted without loss of wages or benefits in
accordance with local collective agreements.

Following completion of the Committee’s work on developing and modelling a Standardized
Joint Gender-Neutral Job Evaluation Plan above, the Parties will meet to discuss the potential
implementation of the plan and a common wage grid at the MET institutions and local unions.

Page 9 of 15
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APPENDIX A’

Group Policy Information

COLLEGE OF THE ROCKIES
Group Policy Number G0039955
Dental Plan Number G0083716

CUPE

Effective June 1, 1997
Life Insurance, Long Term Disability
& Accidental Death & Dismemberment

Effective December 1, 1997
Extended Health Care and Dental Benefit

For claims inquiries, contact Manulife Financial
at 1-800-575-2200

MANULIFE FINANCIAL

Important Note

This summary is not a complete booklet and has been prepared to give you
an informal outline of the main features of your group insurance plan.

Please contact your Human Resources Department for further details.
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SUMMARY OF BENEFITS

Eligibility A regular, full-time or part-time employee working at least 17.5
hours per week (at least 21 hours per week with respect to Long
Term Disability benefits).

Waiting Period First day of the month coincident with or next following one month of
continuous service.

EMPLOYEE LIFE INSURANCE 3 X your annual earnings, rounded to the next higher
$1,000 if not already a multiple thereof, subject to a
maximum of $700,000.

Reduction Your benefit amount reduces by 50% at age 70.
Termination Coverage terminates at the end of the month
following your 75th birthday, or earlier retirement.

ACCIDENTAL DEATH AND
DISMEMBERMENT Coverage duplicates Life Insurance.

LONG TERM DISABILITY 70% of your monthly earnings, rounded to the next
higher $1 if not already a multiple thereof, subject to
a maximum of $3,500 per month.

Benefits begin after 90 days of continuous disability. The maximum benefit period is to
age 65, or earlier recovery.

PRESCRIPTION DRUGS (part of Extended Health Care)

Deductible $35 Single per calendar year; or
$40 Family per calendar year

Coinsurance 100% of eligible expenses

Maximum $15,000 per person per calendar year
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Paramedical Services: Treatment up to a maximum of $500 per specialty per calendar
year (no limit per visit) for the services of a certified, registered or licensed:

- Chiropractor - Naturopath
- Osteopath - Speech Therapist
- Psychologist - Massage Therapist

- Physiotherapist - Podiatrist or Chiropodist*
- Acupuncturist - Clinical Counselor
- Social Worker - Registered Counsellor

X-rays: $60 per specialty per calendar year for a Chiropractor, Naturopath, Osteopath
or Podiatrist/Chiropodist*.

* Maximum for treatment and x-rays is combined.

Private Duty Nursing: Services provided in your home (other than custodial care,
homemaking services and supervision) by a Registered Nurse, a Registered Nursing
Assistant, a Certified Nursing Assistant, or a Licensed Practical Nurse, to a maximum of
$10,000 per calendar year.

Accidental Dental: Charges for the treatment of accidental injuries to natural teeth or
jaw, provided the treatment is rendered within 6 months of the accident, excluding
injuries due to biting or chewing.

Medical Equipment and Supplies: Rental or, where deemed necessary, purchase of a
hospital bed, wheelchair, respiratory equipment, oxygen and oxygen equipment, and
purchase of braces, crutches other durable medical equipment and supplies including:

- Diabetic equipment: $500 every 60 consecutive months.

- External breast prosthesis: one per 12-month period.

- Surgical brassiere: two per 12-month period.

- Transcutaneous nerve stimulator: rental for up to 6 months.

Orthopedic Shoes/Orthotics which have been specifically designed and constructed,
subject to a maximum of $150 per calendar year for orthopedic shoes.

Laboratory Tests and X-rays, when not covered under the provincial government plan.

Hearing Aids, excluding batteries and repairs, subject to a maximum of $1000 in any
period of 60 consecutive months.

Out-of-Province/Out-of-Canada Expenses:
If, while travelling outside your province of residence or Canada, hospitalization or
medical treatment is required due to emergency and nonelective reasons, the following
expenses in excess of any provincial government plan allowance are covered, provided
they are eligible for reimbursement in whole or in part by any provincial government
plan:

- reasonable and customary charges for semi-private accommodation

- reasonable and customary charges for the services of a physician

- reasonable and customary charges for hospital services and supplies
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The charges listed above are covered when referred by a physician for non-emergency
treatment outside Canada, when treatment is unavailable in Canada and for which there
is no medically sufficient alternate treatment available in Canada.

DENTAL EXPENSE BENEFIT

Deductible Nil

Coinsurance 100% for Basic Services
80% for Major Restorative Services
80% for Orthodontics

Maximums Basic - Unlimited

Major - $2,000 per calendar year
Ortho - $3,000 per lifetime

Termination Age 75 or earlier retirement

Fee Guide: The British Columbia fee guide for General Practitioners' or Specialists' in
effect on the date the charge is incurred.

Basic Services
Each of the following services is limited to once every nine months except
dependant children (up to age 19) and those with dental problems approved by the
plan: oral examinations, bitewing x-rays, fluoride, 1 unit of polishing and oral
hygiene instruction; provided that, for each of the above services, a period of at
least 5 consecutive months has elapsed since the last service was rendered.

- Scaling: 8 units in any calendar year.

- Full mouth series of x-rays: once every 24 consecutive months.

- Passive space maintainers for dependent children.

- Fillings (amalgam, silicate, acrylic and composite), stainless steel crowns, pit
and fissure sealants.

- Extractions, oral surgery, endodontic treatment (root canal therapy) and
periodontal services (root planing: 6 units per calendar year).

- Relines and rebases to existing dentures.

Major Services (unit of time = 15 minutes)

- Crowns, gold inlays and onlays where alternate course of treatment could not
be used satisfactorily.

- Repairs to existing dentures and bridgework.

- Initial provision of full or partial removable dentures and fixed bridgework,
provided at least one natural tooth has been extracted after you become
insured for this benefit.

- Replacement of existing dentures and bridgework, provided the existing
appliance is at least 5 years old and no longer serviceable.
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Letter of Understanding #1

Between
College of the Rockies
and
CUPE Local 2773

RE: Voluntary Workload Reduction

The College agrees to provide a voluntary workload reduction program during the life of
this agreement. The purpose of the workload reduction program is to allow eligible
Regular Full-time employees the opportunity to take a 'partial paid leave' or a 'temporary
workload reduction' from their regular hours of work.

GENERAL PROVISIONS

1.

Only incumbents who have successfully completed College probationary
requirements and are employed in Regular Full-time positions will be eligible for
consideration. Requests will be assessed on an individual basis and shall consider
such things as the nature of the job duties; operational requirements; and impact on
services to the College staff, students, and the general public.

The Regular Full-time position shall be continued as a Regular Full-time position for
purposes of College and Union "position inventory". The intent being that the Parties
will continue to recognize the position as "normally" Regular Full-time. The voluntary
workload reduction program is not intended to result in the reduction of the number
of Regular Full-time positions in the bargaining unit, nor intended to reduce/alter the
normal hours of work for the Regular Full-time position (i.e. seven [7] hours per day,
thirty-five [35] hours/week, five [5] consecutive days/week).

There shall not be any additional salary and/or benefits costs to the College, nor any
reduction in the 'pre-voluntary workload reduction' salary and/or benefits to the
Regular Full-time employee.

APPLICATION PROCEDURE AND PROCESS

1.

The Regular Full-time employee must first submit their written request to their
immediate Supervisor. The written proposal must provide that the Regular Full-time
employee wishes to apply for a voluntary workload reduction for a minimum of three
(3) months and for a minimum of twenty-one (21) hours per week. The proposal
shall not carry beyond the life of this agreement. The Supervisor, after discussion
with the employee, shall then forward the application to the College President for
final approval.
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2.

The College President or their designate shall normally approve the application
provided that the employee(s) making the application, and the designated Supervisor
agree that an accommodation may occur. Within ten (10) working days of the written
submission, the College President or their designate shall inform the employee(s) in
writing of their decision, and if the request is not approved, the reasons for non-
approval will be in writing. The decision to deny a request shall not be grievable by
the employee and/or by the Union.

If either the employee and the Union, or the College wants to terminate the approved
arrangement, it shall become terminated upon two (2) weeks' written notice by either
Party and shall not be grievable.

. The selection process to fill the balance of the vacated Regular position's workload

and/or portion of the job duties resulting from an approved job share arrangement
shall be in accordance with the Collective Agreement, subject to the "vacated"
portion of the Regular Full-time position's duties not being substantially different than
the overall intent or "whole" job consideration. If the portion of the job duties
"vacated" is substantially different to warrant a review, the review shall be consistent
with the procedures established by the Classification Committee on job evaluation
prior to selection procedures.

REGULAR FULL-TIME EMPLOYEE: PROVISIONS WHILE ON VOLUNTARY
WORKLOAD REDUCTION

1.

The Regular employee who is on an approved job share arrangement shall continue
to accumulate seniority as per the provisions of Article 20.

The Regular employee's salary shall be pro-rated at the appropriate percentage of
the full-time equivalency, based on the number of voluntary reduced weekly hours of
work for the effective duration of the approved job share program, and consistent
with this Letter of Understanding.

The Regular employee's group benefits coverages as per Article 17.2 (Health Care
Benefits); Article 17.3 (Long Term Disability) and Article 17.4 (Pension Plan) shall
continue during the job share arrangement, except that the College shall contribute
benefits premiums to the appropriate percentage of the full-time equivalency, and,
the employee shall then be required to contribute to the balance of the applicable
benefit(s) premium(s).

The Regular employee shall continue to be entitled to all other benefits (e.g. vacation
entitlement, sick leave entitlement, etc.) as per the provisions of the Collective
Agreement during the period of the workload reduction program.

If the Regular employee is required to work sporadic overtime while they are on the

voluntary workload reduction program, overtime rates as per Article 10.3 apply after
the full hours of work (daily or weekly) have been completed.
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Letter of Understanding #3

Between
College of the Rockies and
CUPE Local 2773

RE: Student Employment

The Parties hereto recognize the value in assisting students in obtaining practical work
experience as part of the educational process. The Parties therefore agree that
students can only be employed to supplement and complement the services provided by
support staff employees and not for the purposes of eroding the scope of the bargaining
unit by displacing or replacing Regular and Term support staff employees.

1. The employer agrees that student employment will be utilized only to
accomplish specified work requirements of a limited duration. Therefore, the
Parties agree that the total number of students employed during any one
calendar year shall not exceed six (6) full-time equivalents (students employed
by the College per year) with the maximum duration of any one Auxiliary
placement not to exceed two hundred and eighty (280) work hours in a calendar
year. The Union will be advised of all student employees, their duties and
responsibilities, their duration and location of employment at the beginning of
each semester. This may be varied subject to agreement in writing between
the Parties.

This Letter of Understanding does not prevent the Parties, by mutual written
agreement, from participating in Federal or Provincial initiatives for student
employment over and above the six (6) FTE's mentioned above.

2. Students may be hired within one of the following categories:

Student Opportunities Fund Students
Auxiliary Students

3. If the student is hired for a period of three (3) months or longer at greater than
14 hours per week, the student will be a Term employee. Otherwise, they will
be an Auxiliary employee.

4. The hiring of students will not result in the layoff of bargaining unit employees
nor will it affect the recall opportunities of bargaining unit employees. The
employment of students shall not reduce the normal use of Auxiliaries.

5. The College agrees to provide adequate supervision of student employees in
the performance of their assigned duties.
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10.

Auxiliary students will be paid the British Columbia Provincial minimum wage
plus 8% in lieu of benefits.

The Parties agree to review, at the request of either party, the implications of
this Letter of Understanding through the Labour/Management Committee.

Student Opportunities Fund students will be those hired through the Student
Opportunities Fund and will not be in the bargaining unit.

Auxiliary students will be students hired to perform specified work experience
related to their education. These students will be Auxiliary employees and will
be paid as per the rate in #6 above.

All disputes regarding the use of student employees shall be subject to the
grievance procedure starting at Step 3.

SIGNED BY BOTH PARTIES TO THIS AGREEMENT, in the City of Cranbrook, British
Columbia, this day of , 2023

CANADIAN UNION OF PUBLIC COLLEGE OF THE ROCKIES
EMPLOYEES LOCAL 2773

Kristy Brons, President Marianne Kneller,

Human Resources Manager
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and shall be compensated at one and one-half times an employee’s
regular rate of pay.

SIGNED BY BOTH PARTIES TO THIS AGREEMENT, in the City of Cranbrook, British
Columbia, this day of , 2023

CANADIAN UNION OF PUBLIC COLLEGE OF THE ROCKIES
EMPLOYEES LOCAL 2773

Kristy Brons, President Marianne Kneller,
Human Resources Manager
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SIGNED BY BOTH PARTIES TO THIS AGREEMENT, in the City of Cranbrook, British
Columbia, this day of , 2023

CANADIAN UNION OF PUBLIC COLLEGE OF THE ROCKIES
EMPLOYEES LOCAL 2773

Kristy Brons, President Marianne Kneller,
Human Resources Manager
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Letter of Understanding #8

Between
College of the Rockies and
CUPE Local 2773

Re: Student Housing Coordinator
Student Housing Operations Specialist

The Parties recognized that the on-going operational requirements of the positions
listed above are unique to meet the needs of the students of College of the Rockies.

The College agrees that these positions are included within the scope of the CUPE
bargaining unit, subject to the Agreement by the Union of restricted application to
provisions in the current and future collective agreements between the Parties.

Notwithstanding the above, the provisions of the Collective Agreement between the
Parties that shall not apply to these positions include Article 8 (Hours of Work), Article
9 (Shift Differential), Article 10 (Overtime); and shall be varied/replaced as follows:

Article 8: Work Hours

8.1 The normal work week is an average thirty-five (35) hours per week, which shall
normally be scheduled five (5) consecutive days per week.

8.2  Afull-time employee shall receive two (2) fifteen — minute paid rest breaks; one to
occur in the first half of the shift and one in the second half of the shift.

Article 9: Shift Differential

9.1 An employee whose scheduled work shift commences prior to 07:00 hours or
terminates after 18:00 hours shall be paid a shift differential of one dollar ($1.00)
per hour for those specific shift hours worked. Shift Differential shall apply to all
hours worked on a Saturday(s) or Sunday(s).

9.2  Shift differential and overtime shall not apply at the same time for the same work
shift.

Article 10: Overtime

10.1 Overtime shall only apply to those assigned hours worked in excess of one
hundred and forty (140) hours in a four-week period (average of 35 hours per
week), and shall be compensated at one and one-half (1%2) times the employee’s
regular rate of pay.

10.2 An employee shall have the option of taking time off in lieu of overtime at the

applicable overtime rate. Accumulated time off in lieu of overtime may be taken
in full day(s) or one-half day(s) at a mutually agreeable time between the
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Letter of Understanding #9

Between
College of the Rockies and
CUPE Local 2773

Re: Restricted Application of Collective Agreement —Wage Subsidy Program
Coordinators

The College agrees to include the position of Wage Subsidy Program Coordinator
within the scope of the bargaining unit.

The Union agrees to the restricted application of certain provisions of the Collective
Agreement between the parties in the Collective Agreement. The provisions of the
Collective Agreement that shall not apply to the Coordinator positions include, Article 8
(Hours of Work), Article 9 (Shift Differential), Article 10 (Overtime), and Article 8.5
(Workplace Flexibility). Those Articles shall be varied/replaced as follows:

Article 8 Hours of Work

8.1 The workweek is an average of up to thirty-five (35) hours per week,
which shall normally be scheduled up to five (5) consecutive days per
week. However, through discussion with and as approved by the
immediate supervisor, an employee may be scheduled to work in
excess of the normal work week as long as the total hours worked
during a four-week period do not exceed a total of one hundred and
forty (140) hours. Should the position participate in excessive travel
throughout the region, the averaging period will be increased to eight
weeks, and the employee’s scheduled hours will not exceed two
hundred and eighty (280) hours over that period.

Article 8.5 Workplace Flexibility

This article shall not apply to the Coordinator positions.
Article 9 Shift Differential

Shift differential shall not apply to the Coordinator positions.

Article 10 Overtime

10.1 Overtime shall apply to hours worked in excess of one hundred and
forty (140) hours in a four-week period, or two hundred and eighty
(280) hours in an eight-week period when excessive travel is involved,
and shall be compensated at one and one-half times an employee’s
regular rate of pay.
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Letter of Understanding #10

Between
College of the Rockies and
CUPE Local 2773

Re: Fire and Compliance Administrator

The parties agree to the restricted application of certain provisions of the Collective
Agreement with respect to the positions(s) of Fire and Compliance Administrator.

For the two periods of January 1 to February 15 inclusive and May 15 to June 30
inclusive each calendar year only, the provisions of the Collective Agreement that shall
not apply as written in the collective agreement to this position include Article 2.5 (e)
(Part-time Employees), Article 7.9 (Working at Home), Article 8 (Hours of Work), Article
8.5 (Workplace Flexibility), Article 9 (Shift Differential), and Article 10 (Overtime).

The parties acknowledge that the two periods outlined above are intended to reflect
periods during which travel is required to attend the PRO Board conference and certain
trade shows/conferences. Should the dates of these events change, the periods may be
shifted accordingly by the College.

Those Atrticles shall be varied/replaced as follows:

Article 2.5 (e) Part-time Employees

The 4-hour shift minimum shall not apply to this position.
Article 7.9 Working at Home

This article shall not apply to this position.
Article 8 Hours of Work

8.1 The work week is an average of up to thirty-five (35) hours per week,
which shall normally be scheduled up to five (5) consecutive days per
week. However, through discussion with, and as approved by the
immediate supervisor, an employee may be scheduled to work in
excess of the normal work week to accommodate travel and
responsibilities associated with attendance at assigned functions or
events.

Article 8.5 Workplace Flexibility

Workplace flexibility shall not apply to this position.
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Article 9 Shift Differential
Shift differential shall not apply to this position.
Article 10 Overtime

10.1 Overtime shall apply to hours worked in excess of two hundred and ten
(210) hours in a six-week period, when travel is involved, and shall be
compensated at one and one-half times an employee’s regular rate of
pay. Such accrued overtime shall be taken as time off in lieu
according to a schedule approved by the employer.

SIGNED BY BOTH PARTIES TO THIS AGREEMENT, in the City of Cranbrook, British
Columbia, this day of , 2023

CANADIAN UNION OF PUBLIC COLLEGE OF THE ROCKIES
EMPLOYEES LOCAL 2773

Kristy Brons, President Marianne Kneller,
Human Resources Manager
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This Letter of Understanding will expire on June 30, 2025 and will only be
renewed with the agreement of both the Union and the Employer.

SIGNED BY BOTH PARTIES TO THIS AGREEMENT, in the City of Cranbrook,
British

Columbia, this day of :
2023
CANADIAN UNION OF PUBLIC COLLEGE OF THE ROCKIES

EMPLOYEES LOCAL 2773

Kristy Brons, President Marianne Kneller,
Human Resources Manager
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	ARTICLE 1 PREAMBLE
	ARTICLE 2  DEFINITIONS & INTERPRETATION
	2.1 "BOARD"
	2.2 "COLLEGE"
	2.3 "UNION"
	2.4 "DAY"
	2.5 "EMPLOYEE"
	a) Probationary Employee - an employee who is serving a probationary period(s) to determine suitability to a regular employment, or in the instance of a Term employee, to determine suitability for continued employment.  All terms and conditions of thi...
	b)  Regular Employee - a full-time or part-time employee who has satisfactorily completed or met the requirements of a probationary period(s) and who is employed on a continuous and/or permanent basis.  Employees are entitled to employee benefits as p...
	c) Term Employee - a full-time or part-time employee who is employed to fill a specific work requirement which is anticipated to be of a specific duration [i.e., fourteen (14) or more hours per week and for more than three (3) consecutive months durat...
	d)  Auxiliary Employee - an auxiliary employee shall mean an employee, full-time or part-time, who is employed on a day-to-day basis.  An auxiliary employee shall be paid a minimum of three and one half (3.5) hours pay at the hourly rate per shift.  T...
	An auxiliary employee shall receive eight percent (8%), in addition to their regular hourly rate, calculated on their total wages in lieu of benefits, including annual vacation pay.  It is not the intention of the College to employ an auxiliary emplo...
	Auxiliary employees are primarily relief employees and may be employed to work full shifts or part shifts on an as-needed basis, in capacities such as:  sickness relief, vacation relief, leave of absence relief, temporary workload relief.  It is under...
	A regular employee who retires and is subsequently rehired by the College as an auxiliary employee within 180 calendar days shall retain the same increment step held as a regular employee and be credited with the appropriate hours earned at that step.
	e)  Part-time Employee - means a regular or term employee who works an average of fourteen (14) or more hours per week, but less than thirty-five (35) hours per week.  A part-time employee will be guaranteed a minimum of three and one half (3.5) hours...
	f)  Regular Sessional Employee - a full or part-time employee who has satisfactorily completed or met the requirements of a probationary period(s) and who is employed on a permanent basis for a minimum of six (6) consecutive months up to a maximum of ...
	Regular Sessional employees are entitled to employee benefits as per this collective agreement.
	See Schedule 'A'.

	2.6 "PRESIDENT"
	2.7  The parties agree that the Collective Agreement be recognized as gender neutral.
	2.8 A word used in the singular also applies in the plural, and vice versa, unless the context requires otherwise.
	2.9 "SPOUSE" - For the purposes of this Agreement, spouse designates legal spouse, common-law spouse, and same sex partner of an employee, provided that the relationship between the couple meets the requirements of a "common-law" relationship as dete...

	ARTICLE 3 MANAGEMENT RIGHTS
	3.1 The Union acknowledges that the management and direction of the employees are retained by the College except as otherwise provided in this Agreement.
	3.2 The College shall exercise its rights in a fair and reasonable manner.  Management rights shall not be used to direct an employee in a discriminatory manner, nor shall they be used to deprive an employee of their employment except for just cause.

	ARTICLE 4 UNION RECOGNITION & RELATIONS
	4.1 The bargaining unit shall comprise all employees included in the bargaining unit as described in the certificate, issued by the Labour Relations Board of British Columbia, except positions excluded by mutual agreement between the local parties or...
	4.2 The College recognizes the Union as the sole and exclusive collective bargaining authority for all employees as certified in accordance with the Labour Relations Code of British Columbia.  Further, the College agrees to negotiate with the Union c...
	4.3 The College shall not bargain or enter into any agreement with an individual employee.  An employee shall not undertake to represent the Union without the proper authorization of the Union.  In order that this may be achieved, the Union shall pro...
	4.4 A designated representative of the Union shall report to and make arrangements with their supervisor when it is necessary for them to be absent from duty with pay for the purpose of carrying on negotiations with the College and/or of attending a...
	4.5 The Union shall have the right to have the assistance of a representative of CUPE or any other advisor when dealing or negotiating with the College.  Such a representative/advisor shall have access to the College premises to investigate and assis...
	4.6 The College shall accommodate on-site Union meetings when possible - it being understood and agreed that the scheduling of such meetings shall not interfere with the operation of the College.
	4.7 Employer Paid Union Leave
	4.8 Contact Information
	4.9 New Employees
	4.10 Union Bulletin Boards

	ARTICLE 5 UNION-COLLEGE BARGAINING
	5.1 Union Bargaining Committee
	5.2 Bargaining Meetings - Scheduling
	5.3 Bargaining Meetings - Attendance
	5.4 Ratification Meetings
	5.5 Human Resources Database

	ARTICLE 6 UNION MEMBERSHIP & DUES
	6.1 Union Membership
	6.2 Union Dues - Deductions
	6.3 Union Dues - Income Tax (T-4) Slips

	ARTICLE 7 EMPLOYEE RIGHTS
	7.1 Position Descriptions and Salary Classification
	7.1.1 All newly created or significantly revised Regular and Term positions shall be evaluated in accordance with the College/CUPE Gender Neutral Job Evaluation Plan.
	7.1.2 All Regular and Term positions to be appealed shall be as per the procedures in the College/CUPE Gender Neutral Job Evaluation Maintenance Manual which shall be considered to be part of this Collective Agreement between the Parties.
	7.2 Discrimination
	7.3 Sexual and Personal Harassment
	7.3.1 Sexual Harassment
	7.3.2 Personal Harassment
	7.3.3 Harassment Complaints Procedure
	7.4 Personal Duties
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	7.9 Working at Home

	ARTICLE 8 HOURS OF WORK
	8.1 Normal Work Week
	8.2 Work Shifts - Scheduling
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	8.4 Rest Periods
	8.5 Workplace Flexibility

	ARTICLE 9 SHIFT DIFFERENTIAL
	9.1 Shift Differential
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	9.3 Call Out

	ARTICLE 10 OVERTIME
	10.1 Definition of Overtime
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	10.3 Pay Rates
	10.4 Assignment
	10.5 Meals
	10.6 Approved Time Off
	10.7 Lay-off

	ARTICLE 11 STATUTORY/GENERAL HOLIDAYS
	11.1 A regular, term, or auxiliary employee shall be entitled to the following statutory/general holidays or such other days as the College may designate to be taken in lieu of these holidays and/or any other day proclaimed by the Government of Canada...
	11.2 To be eligible for a statutory/general holiday with pay, an employee must have:
	11.3 When a statutory/general holiday coincides with an employee's scheduled rest day, that employee shall receive a day's pay or another day off with pay at a time mutually determined by the employee and the College.
	11.4 An employee who is required to work on a statutory/general holiday shall be paid at two (2) times their regular rate of pay and, in the cases of Christmas Day and New Year's Day, at three (3) times their regular rate of pay.

	ARTICLE 12 ANNUAL VACATIONS
	12.1 a) A regular employee who is not on a leave of absence without pay shall earn and be entitled to the following annual vacation:
	12.2 Employees are encouraged to take their full annual vacation entitlement during the current calendar year; however, employees shall be entitled to bank up to a maximum of five (5) vacation days to be carried over to the following calendar year. An...
	12.3 The annual vacation entitlement shall be scheduled and taken in blocks of not less than five (5) consecutive working days, except for five (5) days which may be scheduled and taken in blocks of less than five (5) days but not less than one (1) day.
	12.4 a) Scheduling for the Period January 1 to April 30
	b) Scheduling for the Period May 1 to December 31
	12.5 Upon termination, annual vacation entitlement earnings and accumulation shall be computed to the last day worked and any unused annual vacation entitlement shall be paid out in salary.
	12.6 If a term employee becomes a regular employee and there is no break in employment services, for purposes of vacation entitlement, the original date of hire will be used.
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	13.1 Sick Leave
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	13.5 Leave of Absence for College Committees
	13.6 Leave for Domestic/ Sexual Violence
	13.7 Donor Leave
	13.8 Gender Transition Leave
	(b) Employees will provide the Employer with the dates of the days for which leave will be requested. Wherever possible, a minimum of two weeks' notice is required for leave under this provision.
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	14.3 Supplemental Employment Benefit for Maternity and Parental Leave
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	14.7 Leave Respecting the Disappearance of a Child
	14.8 Compassionate Care Leave

	ARTICLE 15 SALARY SCHEDULE
	15.1 An employee shall be paid in accordance with the following salary schedule which is attached hereto and form part of this Agreement:
	15.2 A regular employee will advance from step to step within the relevant pay grade on their anniversary date subject to satisfactory service as determined by the College.
	15.3 A term employee, re-hired as a term employee within six (6) months of the termination of their previous employment, shall have their previous service accrued and applied to this advancement within the relevant pay scale and will advance upon accr...

	ARTICLE 16 SALARIES & ALLOWANCES
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	16.4 Travel Expenses
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	17.1 Definition of Spouse
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	17.6 Regular Part-time and Regular Sessional Employees
	17.7 Changes in Carriers/Coverage
	17.8 Indemnity

	ARTICLE 18 PROFESSIONAL DEVELOPMENT
	18.1 The Parties agree that professional development for the purposes of assisting an employee to upgrade their skills and knowledge, to adapt to new work methods and procedures and to prepare for career development and advancement within the College ...
	18.2 With its prior approval, the College shall reimburse a Regular employee upon the successful completion of a work-related course for the associated registration and tuition fees and assigned reference materials to a maximum of six hundred dollars ...
	18.3 The College, in recognition of the need to upgrade and further develop its employees, will continue to sponsor in-house training during regular working hours.
	18.4 Educational Leave
	18.5 Employee Training

	ARTICLE 19 EMPLOYMENT SECURITY
	19.1 Work of the Bargaining Unit
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	22.1 A layoff shall be defined as a reduction in the work force or a reduction in the normal hours of work for Regular Full-time employees, as defined in Article 8.1, or, a reduction below the minimum number of hours/week for Regular Part-time employ...
	22.2 The Parties recognize that employment security shall increase in relative proportion to the length of service.  Therefore, in the event of a layoff in an area determined by the College, regular employees shall be laid off in the reverse order of...
	22.3 The College shall notify a regular employee who is to be laid off at least thirty (30) working days prior to the effective date of the layoff.  The College shall normally notify a Term employee who is to be laid off prior to the duration of their...
	22.4 A regular employee shall be recalled for up to two (2) years following their layoff in the relative order of their seniority providing they possess the present qualifications, abilities, and skills as determined by the College and in alignment wi...
	22.5 Severance Pay
	22.6 Bumping
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