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THIS AGREEMENT entered into this -~4~-- day of _a--=---u____;_N_£ ______ '20 20 

BETWEEN: 

AND: 

BOARD OF EDUCATION OF 
SCHOOL DISTRICT NO. 61 

(GREATER VICTORIA) 

(hereinafter called the "Employer") 
OF THE FIRST PART 

CANADIAN UNION OF PUBLIC EMPLOYEES 
LOCAL NO. 947 

(GREATER VICTORIA SCHOOL BOARD EMPLOYEES) 

(hereinafter called the "Union") 

OF THE SECOND PART 

WHEREAS the Board is an "Employer" within the meaning of the Labour Relations Code of 
British Columbia; 

AND WHEREAS the Union is a "Labour Organization" within the meaning of said Act; 

AND WHEREAS it is the desire of both parties to promote and maintain harmonious industrial 
relations and to recognize the mutual value of joint discussions and negotiations; 

AND WHEREAS the parties have carried out collective bargaining and have reached agreement 
as hereinafter expressed; 

NOW THEREFORE THIS AGREEMENT WITNESSETH that the parties hereto agree each with 
the other as follows: 
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ARTICLE 1: DEFINITIONS 

The following definitions shall apply for purposes of this Agreement: 

1.01 Party 

1.02 

1.03 

Means either of the parties signatory to this Agreement. 

Employee 

Means any person defined as such by the Labour Relations Code of British 
Columbia who is employed in one of the categories listed below (Articles 1.04 
through 1.06 inclusive), save and except those persons excluded from the 
bargaining unit by mutual agreement of the parties. 

Bargaining Unit/Work of the Bargaining Unit 

(i) The parties agree that the bargaining unit is comprised of office/technical 
support, education assistants and clerical employees. 

(ii) The Work of the Bargaining Unit means jobs that are within the description 
of the bargaining unit as ordered by the Labour Relations Board of British 
Columbia. 

1.04 Regular Employee 

1.05 

Is an employee occupying a position listed in the Wage/Salary Schedule(s) 
attached hereto, who has successfully completed the requirements of the 
probationary period in a regular appointment. 

Spareboard Employee: 

(i) A spareboard employee is an employee who works as required on an on­
call basis or to fill a spareboard assignment. Notwithstanding the foregoing, 
a spareboard employee may be employed to fill a vacancy arising from a 
leave of absence of a regular employee or for a temporary assignment for a 
period not to exceed twelve (12) months, unless otherwise mutually agreed 
to. 

(ii) If a spareboard employee secures a regular position the transition date will 
be established by mutual agreement of the employee and employer. The 
transition date may be delayed but shall not be later than two (2) months 
after the employee secures the regular position. In arriving at the transition 
date, natural breaks in the delivery of services, such as the scheduled 
summer, Christmas and spring breaks will be a consideration. 

(iii) The Employer has the right to terminate spareboard employees for proper 
cause related to unsatisfactory work performance. 
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1.06 

1.07 

Probationary Employee 

Is any employee who has not successfully completed the requirements of the 
probationary period pursuant to Article 15.02. 

Benefits for Regular Employees Working Less than Full-Time 

Regular employees who work less than full-time hours, as defined in Article 18, 
shall be eligible for the following benefits: 

(i) Eligibility for benefits shall commence after completion of their probationary 
period; 

(ii) When accepted for coverage by the terms of the benefit plan, as established 
by the carrier, premium contributions for group life insurance, medical, 
extended health benefits and dental plans shall be the same as those 
required for regular full-time employees; 

(iii) The level of statutory holiday, vacation and sick leave benefits shall be pro­
rated on the basis of hours actually worked in accordance with their 
appointment. 

1.08 Spareboard Employee Terms and Conditions 

Other Articles of this Agreement notwithstanding, spareboard employees shall not 
be entitled to the terms and conditions of this Agreement, save and except as 
follows: 

(i) Payment of overtime for work performed in accordance with Article 19.01; 

(ii) They shall be paid an amount equal to eleven percent (11 %) of their gross 
earnings (basic wages plus (+) overtime) on each pay cheque, in lieu of the 
full benefit package normally provided by the Agreement (including but not 
limited to vacations, statutory holidays, sick leave, Municipal Pension Plan, 
medical, extended health benefits, dental and group life insurance 
coverage); 

(iii) They shall have their spareboard service accumulated for purposes of 
seniority pursuant to Articles 1.05 and 15.04; 

(iv) They shall have access to the grievance procedure; 

(v) They shall pay union dues pursuant to Article 6; 

(vi) They shall receive the benefits of Articles 24.03, 24.04, 25.02, 25.03, 25.05, 
subject to the conditions contained therein; 

(vii) They shall receive the spareboard (S) rate pursuant to Schedule "A" and 
Shift Differential. 
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1.09 Plural or Masculine Terms 

1.10 

Plural or masculine terms shall apply wherever the singular or feminine is used in 
this Agreement, or vice versa, as the context requires. 

Student Supervisors 

Employees who work exclusively as student supervisors shall be excluded from 
the following articles: 

(i) Article 17.01 (ii) (c) (II); 

(ii) Article 17.03 

(i ii) 17.13 

ARTICLE 2: UNION RECOGNITION 

2.01 
The Employer recognizes the Canadian Union of Public Employees, Local 947, as 
the exclusive agent for those bargaining unit employees covered by this 
Agreement. 

ARTICLE 3: MANAGEMENT RIGHTS 

3.01 
Subject to the terms and conditions of this Agreement, the Board shall have the 
right to: 

(i) Suspend, transfer, lay-off or discharge an employee for proper cause; or 

(ii) Communicate to an employee a statement of fact or opinion reasonably 
held with respect to the Employer's business; or 

(iii) Make a change in the operation of the Board's business necessary for the 
proper conduct of the Board's business. 

ARTICLE 4: UNION SECURITY 

4.01 
All employees within the bargaining unit who are presently members of the Union, 
or future employees who become members, shall remain members in good 
standing, as a condition of continued employment. 
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4.02 

4.03 

All future employees who are hired to work within the bargaining unit shall 
become and remain members of the Union in good standing, as a condition of 
continued employment. New employees shall complete the form noted in Article 
6.02 and such deductions shall commence on the first pay day following 
employment. 

Neither the Employer nor CUPE 947 members shall request, require or permit any 
agreement that violates the terms of the Collective Agreement, without the prior 
written permission of the Union and the Board. 

ARTICLE 5: NEW EMPLOYEES 

5.01 

5.02 

The Board shall present each new employee with a copy of this Agreement upon 
commencement of employment. 

The Board shall notify the Union of the name, address, position and location of 
each new employee, on or before their date of appointment. 

ARTICLE 6: CHECK-OFF 

6.01 

6.02 

6.03 

6.04 

All employees of the Board, working within the bargaining unit shall, as a condition 
of employment, pay Union dues or an assessment, including initiation fees equal 
to such dues, by payroll deduction. 

The Board agrees to deduct from every employee and remit to the Union, upon 
written authorization from the employee on a satisfactory form, any dues or 
assessments, including initiation fees, levied in accordance with the constitution of 
the Canadian Union of Public Employees, and owing by the employee to the 
Union. 

Fees, dues and assessments, deducted on behalf of the Union, shall be 
forwarded to the Treasurer of the Union by the seventh (7th) day of the month 
following deduction of the fees, dues or assessments. 

At the same time that Income Tax (T-4) slips are made available, the Employer 
shall provide a record, or print on the T-4 slip, the total amount of Union dues 
deducted on behalf of each dues payee, by check-off, during the previous year. 
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ARTICLE 7: CORRESPONDENCE 

7.01 

7.02 

All correspondence between the parties hereto arising out of this Agreement or 
incidental thereto, except as provided in Article 7.02, shall pass to and from the 
Secretary-Treasurer of the Board or delegate, and the Secretary of the Union or 
the Union's delegate, with copies of all such correspondence to the Director of 
Human Resource Services. 

Correspondence in respect to Article 35.01 and any matter respecting 
amendment, revision, renegotiation or termination of this Agreement, shall be 
between the Secretary of the Union and the Director of Human Resource 
Services. 

ARTICLE 8: NO DISCRIMINATION 

8.01 
The Employer 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, benefits, training, upgrading, promotions, transfers, 
lay-off, discipline, discharge or otherwise by reason of age, race, creed, colour, 
physical disability, national origin, political or religious affiliation, gender, sex, 
sexual orientation or marital status; nor by reason of membership in the Union. 
This Article shall not apply to normal retirement in accordance with the Municipal 
Pension Plan. 

ARTICLE 9: SCHOOL BOARD MINUTES 

9.01 
A copy of the adopted minutes of regular Board of School Trustees meetings and 
committees, as appropriate, shall be provided to the Union upon its request. 

ARTICLE 10: LABOUR/MANAGEMENT RELATIONS 

10.01 
A Labour/Management Committee shall be appointed, consisting of not more than 
four (4) representatives of the Board and not more than four (4) representatives of 
the Union. The Committee shall convene at the request of either party. The date, 
time and place of meetings shall be by agreement of the parties and be held 
within two (2) weeks of said request. Only those items on the agenda shall be 
discussed at committee meetings, excepting those items which are added by 
mutual agreement. 
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10.02 

10.03 

The Committee shall concern itself with the matters of the following general 
nature: 

(i) Considering constructive criticisms of all activities so that better relations 
shall exist between the Board and its employees; 

(ii) Increasing operating efficiency by promoting cooperation in effecting 
economical moves; 

(iii) Improving service to the public; 

(iv) Reviewing suggestions from employees and questions of working conditions 
and service (but not grievances concerned with service); 

(v) Correcting conditions making for grievances and misunderstandings (but not 
specific grievances); 

(vi) Promoting education and training of employees. 

One (1) Employer and one (1) Union representative shall be designated as joint 
Chairpersons and shall alternate in presiding over committee meetings. 

ARTICLE 11: GRIEVANCE PROCEDURES 

11.01 Definition 

For purposes of this Agreement, the term grievance shall mean any difference 
between the parties, or the Employer and any employee, concerning the 
interpretation, application, operation or any alleged violation of this Agreement, 
including any question as to whether any matter is arbitratable. All grievances 
shall be finally and conclusively resolved in the manner provided in this Article 
without stoppage of work, or any reduction in production or services. 

11.02 Procedure 

(i) Step 1: Within sixty (60) working days from the date of the incident 
prompting the grievance or within sixty (60) working days of the date the 
griever should reasonably have become aware of the incident prompting the 
grievance, the employee shall discuss the matter with their section 
supervisor, as designated by the Board. A Shop Steward shall be present 
during discussions at this Step. 

(ii) Step 2: If no settlement is reached at Step 1, the Steward, at the request of 
the aggrieved employee, shall submit the grievance in writing to the Director 
of Human Resource Services within seven (7) working days of the 
discussion at Step 1. The recipient of this grievance shall meet with the 
employee and a Shop Steward, or other representative of the Union, within 
seven (7) working days of receipt of the grievance, in an attempt to reach a 
satisfactory settlement of the grievance. 
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(iii) Step 3: If no settlement is reached at Step 2, a meeting shall be arranged 
between the designated representatives of the Union and the Secretary­
Treasurer, within seven (7) working days of the last meeting at Step 2. 

(iv) Step 4: If no settlement is reached through the foregoing procedures, the 
grievance may be referred to arbitration. The party referring the grievance 
to arbitration shall give notice to the other party in writing, together with the 
name of its representative on the Arbitration Board, within ten (10) working 
days of the last meeting at Step 3. 

11.03 Extension of Time Limits 

The parties may, by mutual agreement in writing, extend the time limits 
established above, provided such extension is requested prior to the expiry of the 
time allowed. 

11.04 Policy Grievances 

Where a dispute involving a question of general application or general 
interpretation of this Agreement occurs, or where the Board has a grievance, such 
grievance may be processed commencing at Step 3, provided the grievance is 
submitted within the time limitations provided under Subsection 11.02 (i). 

ARTICLE 12: ARBITRATION PROCEDURES 

12.01 Appointment of an Arbitration Board 

Within five (5) working days of receiving the notice referred to in Subsection 11.01 
(iv), the second party shall appoint its representative to the Arbitration Board and 
shall notify the first party in writing. The two (2) representatives so appointed shall 
agree to a Chairperson of the Board within ten (10) working days. Should they be 
unable to agree, the Minister of Labour shall be requested to appoint a 
Chairperson. 

12.02 Powers and Responsibilities of the Arbitration Board 

(i) The Arbitration Board shall hear the parties and render an award within 
fifteen (15) working days from the time the Chairperson has been appointed 
and shall commence its proceedings within forty-eight (48) hours after the 
Chairperson has been appointed. 

(ii) The award_ of the majority of the Arbitration Board shall be final and binding 
upon both parties. 

(iii) Should the parties disagree as to the meaning of the Board's decision, 
either party may apply to the Chairperson, within five (5) working days of 
receipt of the decision, to reconvene the Board to clarify the decision. 

(iv) The time limits fixed in this Article 12 may be extended by mutual 
agreement of the parties. 
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12.03 Cost of Arbitration 

Each party shall pay: 

(i) The remuneration and expenses of the arbitrator it appoints; 

(ii) One half (1/2) the remuneration and expenses of the Chairperson; and 

(iii) One half (1/2) the expenses of the Board for clerical assistance, supplies 
and rent of a place to meet. 

ARTICLE 13: DISCHARGE, SUSPENSION AND DISCIPLINE 

13.01 Notification to Union 

The Union shall be notified in writing of all dismissals, suspensions and discipline 
of employees within two (2) working days of such dismissal, suspension or 
discipline. 

13.02 Warnings 

(i) Letters of Direction 

Letters of direction shall be used for the purpose to counsel, clarify, 
communicate, and to identify expected job duties. Letters of direction will 
not make reference to further incidents and are not considered disciplinary. 

(ii) Disciplinary Warnings 

Employees shall be given copies of all formal (written) discipline warnings 
and performance appraisals placed on their personnel files. 

13.03 Discipline 

(i) The Board may discipline any employee at any time for just and reasonable 
cause. 

(ii) An employee shall have their Shop Steward present at any discussion with 
supervisory personnel that 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 Shop 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. 
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13.04 Personnel Files 

A personnel file for each employee shall be maintained at the School Board 
Office. Right of access and privacy protection will comply with the Freedom of 
Information and Protection of Privacy Act (FOIPOP). 

An employee has a right of access to their personnel file upon written notice and 
in the presence of the Director of Human Resource Services or designate. An 
employee is entitled to a copy of any item in their file. 

The Union, with written permission from the employee, shall have access to the 
employee's file, subject to FOIPOP. 

An employee may request a correction of any information and shall have the 
opportunity to attach a written rebuttal to any material that is critical of that 
employee. 

An employee may apply to have adverse reports removed from their personnel file 
in accordance with Article 13.05. 

13.05 Written Adverse Reports 

(i) Employees shall have the opportunity to attach a written rebuttal to written 
warnings, adverse reports or suspension notices contained in the employee 
personnel file. Employees may apply to have suspension notices removed 
three years after the filing, provided that no further material of that nature 
has been subsequently filed. Such requests shall not be unreasonably 
denied. 

(ii) An employee may apply to have written warnings, Letters of Direction and 
adverse reports regarding minor incidents removed two years after the filing, 
if there have been no other verbal or written warnings in the previous 
twelve-month period. 

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

ARTICLE 14: LABOUR DISPUTES 

14.01 
During the term of this Agreement, there shall be no lockouts by the Employer, or 
any person acting on behalf of the Employer; nor shall there be any strike, or 
withdrawal of services, on the part of the Union or any of the employees. The 
Board shall not request, require or direct employees within this unit to perform 
work resulting from legal strikes which would normally be performed by those on 
strike, nor shall the employees within this unit be required to cross any legal union 
picket line resulting from a legal strike as defined in the Labour Relations Code of 
British Columbia, and such employee shall be deemed to be on unpaid leave. 
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ARTICLE 15: SENIORITY 

15.01 Definition 

For purposes of this Agreement, seniority is defined as the length of a regular 
employee's continuous employment with the Employer from the last date of 
regular appointment. A regular employee shall not attain seniority until the Board 
has ratified the appointment and the employee has fulfilled the requirements of 
the probationary period, which seniority shall include the probationary period. 
Spareboard employees shall neither accumulate nor exercise seniority, except in 
accordance with Article 15.04 below. 

15.02 Probationary Period 

An employee who has become, for the first time, an employee in a regular 
position shall serve six (6) months worked as a probationary employee. It is 
understood that this six (6) month probationary period excludes any time spent 
while on summer layoff. Probationary employees shall have the right to recall as 
per article 17.09 if a probationary employee is away from their regular position for 
more than fifteen (15) work days, the probationary period shall be extended by the 
number of work days the employee is away. Probationary employees may be 
terminated for cause related to unsatisfactory work performance. 

It is understood that the six (6) month probationary period described below will not 
apply to any employee hired prior to the ratification of the collective agreement of 
April 3, 2012. Any such employee will continue to have a three (3) month 
probationary period. 

Probationary employees shall be entitled to the benefits and conditions of this 
Agreement only where such are explicitly provided. 

Probationary employees shall be paid the job rate pursuant to Schedule "A" and 
Shift Differential. 

15.03 Natural Breaks For Less Than Twelve (12) Month Terms 

Employees who are appointed to a regular position for a period of ten (1 0) 
months, but less than twelve (12) months, and where the position is not subject to 
elimination, the Employer will continue benefit coverage in accordance with Article 
26.07. In such cases, the breaks between consecutive terms shall not be 
considered as a break in continuous service for purposes of fringe benefit 
entitlement. 

15.04 Spareboard Seniority 

Spareboard employees shall neither exercise nor accumulate seniority, except as 
set out below: 

(i) Effective July 1, 1999, spareboard employees shall accumulate secondary 
seniority on the basis of one shift credit for each day or partial day worked. 
Secondary seniority shall be recognized for the purposes of (ii) once an 
employee has accrued sixty (60) shifts during any July 1 to June 30 period, 
to be effective the following February 1 and September 1. 
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(ii) The Employer shall maintain a seniority list showing each spareboard 
employee's seniority date two times per year. This list shall be updated and 
forwarded to the Union each April and November. 

(iii) Secondary seniority shall be used for the purpose of: 

(a) Applying for Posted Positions: An employee who has secondary 
seniority and who applies for a posted position shall be considered for 
that position after regular employees and prior to employees without 
secondary seniority and outside applicants; 

(b) Being Offered Work pursuant to Article 1.05 (i): An employee who has 
secondary seniority shall be offered work by seniority providing the 
employee is qualified for the posted position. In the event an 
employee is working when such assignment arises, the employee 
shall complete the current assignment before any re-assignment. 

(iv) Those spareboard employees who are subsequently appointed to regular 
employment shall, after completion of the normal probationary period, have 
seniority as a spareboard employee credited as regular seniority. The 
seniority date for the employee shall be the date the secondary seniority is 
effective in accordance with Article 15.04 (i). 

(v) Spareboard employees shall be eligible to apply for any vacancy posted 
under this Article. Provided always that the criteria of the job description 
qualification sheet, and that the qualifications, skill and ability of the 
spareboard employee to perform the work in question is equal to that of an 
external applicant, the spareboard employee shall receive preference. 

15.05 Student Supervisors 

Employees hired exclusively as Student Supervisors may accumulate seniority; 
however, their seniority shall not be exercised for the purpose of bidding on 
posted positions other than positions classified as Student Supervisors. 

In the event that a Student Supervisor applies for a position and is successful 
based on their qualifications and skills, and complete the probation period, the 
Board will recognize their service to the District and adjust their seniority. 

15.06 Loss of Seniority 

(i) A regular employee shall not lose seniority as a result of being absent from 
work because of sickness, accident, lay-off or leave of absence approved by 
the Employer. A regular employee shall lose seniority in the event: 

(a) The employee is discharged for just cause with written reasons and is 
not reinstated; 

(b) The employee resigns; 

(c) The employee fails to return to work as required following a lay-off 
after being notified of recall pursuant to Article 17 .1 O; 
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( d) The employee is laid-off and not recalled during the recall period 
established in Article 17 .07. 

(ii) A spareboard employee shall lose spareboard seniority and all rights to 
employment in the event: 

(a) The employee is discharged and not reinstated; 

(b) The employee resigns; 

(c) The employee has not been called to work during any ten (1 0) 
calendar month period; 

(d) The employee refuses, or is not available, to report for work to five (5) 
calls to work within a school year unless such unavailability had been 
previously arranged with the Employer. 

15.07 Seniority Lists 

(i) The Employer shall maintain a seniority list showing each regular 
employee's seniority date. This list shall be updated and forwarded to the 
Union each November. 

(ii) When two (2) or more employees commenced employment on the same 
date, the seniority of each employee shall be determined in accordance with 
their respective application dates. 

(iii) The employer shall maintain a secondary seniority list showing the seniority 
date for each spareboard and temporary employee with secondary seniority. 
The list shall be updated each July by the addition of spareboard employees 
who have accrued eighty (80) or more shifts based upon the previous period 
of July 1-June 30 and shall be forwarded to the union as soon as it is 
available. The list shall be effective September 1 each year. 

15.08 Transfers Out of the Bargaining Unit 

Employees shall not be transferred or promoted out of the bargaining unit without 
their consent. Such employees shall retain the seniority they have acquired up to 
the date of leaving the unit but shall not continue to accumulate seniority for 
periods of service outside the unit. Employees transferred or promoted out of the 
bargaining unit may be returned to the bargaining unit, provided that no more than 
twenty (20) months have passed, they meet the requirements of Article 16 and 
subject to an agreeable payment of back union dues. 

ARTICLE 16: STAFF CHANGES 

16.01 Definition 

For purposes of this Agreement, staff changes shall be the occurrence and filling 
of any vacancy in the regular staff covered by this Agreement, created for any 
reason whatsoever. 
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16.02 Posting of Vacancies 

(i) When the Employer deems a vacancy exists outside of the deployment 
period, vacancies in regular positions, as defined in Article 1.04, shall be 
posted within ten (10) working days of being created. Such vacancies shall 
be posted for a period of five (5) working days prior to being filled, in such 
places as mutually agreed upon by the Employer and the Union. 
Exceptions shall be by mutual agreement of Human Resource Services and 
the Union. Normally, vacancies for the deployment period will be dealt with 
pursuant to Article 17.13, Deployment with the exception of those technical 
positions listed in Article 16.02 (ii) below. 

(ii) The Board recognizes that certain technical positions may become vacant 
and need to be filled on a regular or temporary basis during the period July 
1 to August 31. A list of classifications will be presented to the Labour 
Management Committee for review each April. 

The Board shall ensure that employees will be given the following 
opportunities to apply for any of the above positions that are posted or 
advertised between July 1 and August 31: 

(a) A general notice will be posted each June inviting applications for the 
above-noted technical positions; 

(b) Employees will have the option of submitting a completed application 
with Human Resource Services between June 15 and June 30 for any 
positions they may be interested in, in the event such a position may 
become available in July or August. The employees' application must 
include a phone number where they can be reached over the July and 
August period, and an indication of when they would be available for 
an interview; 

(c) Positions shall be posted through the internal process and displayed 
in all locations where CUPE 947 employees are located and actively 
at work during the posting period; 

(d) Any advertisements in local newspapers during July and August will 
include the provision that qualified internal applicants will be given first 
consideration. 

(iii) The Union shall be notified in writing forty-eight (48) hours prior to the 
posting of all vacancies under this Article, such notice to include the nature 
of the vacancy, the minimum qualifications therefore and all details and 
pertinent material thereto. 

(iv) Within this forty-eight (48) hour period, either party may request a meeting 
of the Labour/Management Committee to discuss the staff change; 
however, this Subsection shall not be used to delay filling such vacancy. 

(v) Temporary vacancies in excess of three (3) months, as defined in Article 
1.05, will be posted in accordance with (i), (ii) and (iii) above and with Article 
16.07 (ii). 
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(vi) The District agrees it will attempt to create meaningful jobs for its employees 
so that current regular part-time employees will achieve, where possible and 
practical, full-time hours. In so doing, new hours (regular or temporary) that 
become available in a school/location during a school year shall be 
assigned to employees in the school/location on the basis of seniority, 
classifications and scheduling requirements. Employees can be assigned 
hours in classifications that are equal to or lower than the classification they 
currently hold provided these classifications are within the same job stream. 
Human Resource Services will confirm the employee meets the 
qualifications for the added classifications prior to assignment. It is 
understood that every effort shall be made to increase regular hours for 
regular employees. In the event it is determined it is not possible or 
practical to add new hours by seniority, the District will upon request from 
the Union provide the Union with reasons for the determination. If there is 
no one available at that school/location with the qualifications or scheduling 
ability to have hours added to their work schedule, then these additional 
hours shall be posted. 

Note: Current job streams are: Clerical, Technical and Education Assistant. It 
has been agreed that School Meals Assistant, Student Supervisor, 
School Assistant and Office Assistant hours can be added to any 
classification regardless of job stream. 

16.03 Role of Seniority in Filling Vacancies 

Job opportunity should increase in proportion to length of service. Therefore, in 
the filling of vacancies, the applicant with the greatest seniority and having the 
required qualifications, skills and ability to perform the job applied for shall be 
awarded the position. 

16.04 Appraisal Period 

(i) When a regular employee is the successful applicant, or is deployed at the 
District level to a vacancy posted under Article 16.02 or in accordance with 
Article 17.13, or Letter of Understanding #2 (Accommodation), the 
employee shall serve an appraisal period not exceeding three (3) months. If 
the appointment is not confirmed, the employee shall revert to their former 
position and wage rate without loss of seniority, and any other employee(s) 
promoted or transferred as a result of the staff change shall return to their 
former position and wage rate without loss of seniority. Where an employee 
has been previously deployed under Article 17.13, or Letter of 
Understanding #2 (Accommodation), that employee shall be provided 
another opportunity for District deployment. 

(ii) In the event an employee reverts back to the employee's former position 
within thirty (30) scheduled working days, the vacant position shall be 
awarded to the next most successful applicant as indicated by the selection 
process. 
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16.05 Union Notification 

The Union shall be notified within five (5) working days of all staff changes, new 
hires, layoffs, recalls, and terminations of employment. 

16.06 Regular Employees Accepting Temporary Appointments & Vacancies 

Regular employees working in temporary vacancies shall be paid at the Job Rate 
and receive sick, vacation and applicable statutory holiday entitlements (Articles 
22.01, 21.01 and 20.01 respectively). 

(i) Temporary appointments not exceeding three (3) months shall be filled in 
accordance with Article 1.05. 

(ii) Temporary vacancies with an approximate term of longer than three (3) 
consecutive calendar months shall be posted, unless otherwise mutually 
agreed to by the Union and Human Resource Services. Temporary clerical 
vacancies will be posted subject to the requirement that available applicants 
will be working a minimum of four (4) hours per day. 

As a result of a temporary vacancy being filled by a regular employee, only 
one additional temporary vacancy will be posted. Spareboard employees 
shall fill any subsequent vacancies unless the chain of postings is extended 
by agreement between the Union and Human Resource Services. 

Regular employees filling temporary vacancies will return to their former 
positions and wage scale, upon its completion. 

Regular employees working in temporary vacancies shall be paid at the Job 
Rate and receive applicable sick, vacation and statutory holiday 
entitlements. 

Regular employees accepting posted temporary vacancies will be eligible, 
where applicable, to apply for employee benefits pursuant to Article 26. 

(iii) Should an employee obtain a subsequent temporary appointment within 
four (4) months of returning from a temporary appointment, then such 
temporary appointment will be considered an addition to the first 
appointment. Should successive temporary vacancies together total in 
excess of one (1) year, the employee's regular position shall be posted. 
Upon completion of the temporary appointment, the employee shall bid for 
posted vacancies. 

16.07 Spareboard Employees Accepting Temporary Appointments and Vacancies 

Spareboard employees working in temporary vacancies of longer than two (2) 
consecutive months shall serve the time towards completing the probationary 
period as set out in Article 15.02 Probationary Period. Upon completion of the 
probationary period as set out in Article 15.02, in one or more temporary 
appointments or a combination of temporary and regular appointments, the 
employee will be eligible for benefits upon accepting a regular appointment. 
These employees will serve an appraisal period per article 16.05. 
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ARTICLE 17: DEPLOYMENT, BUMPING, LAYOFFS, AND RECALL 

17 .01 Definition 

(i) Consistent with the following Articles, a layoff shall be defined as the loss by 
a regular employee of the opportunity to work in the regular position 
currently occupied as a result of either: 

(a) The elimination of such position; or 

(b) The reduction of any hours . 

(ii) Employees receiving notice of layoff pursuant to Article 17 shall select one 
of the following procedures during a Union/Management consultative 
meeting held for this purpose: 

(a) Successfully bumping , pursuant to Article 17.03; 

(b) Severance, pursuant to Article 17.06; 

(c) 1. Recall, pursuant to Article 17; 

2. Laid-off employees who are not recalled shall have access to 
deployment for the duration of their recall period. 

17.02 Layoff Order 

Regular employees shall be laid-off on the basis of the classification and 
department/school designated for the layoff by the Employer. When the required 
qualifications, skill and ability to perform the work in question are equal among 
two (2) or more employees occupying such classification, the senior employee 
shall receive preference, provided always that the employee to be retained in that 
classification and department or school meets the criteria of the job description 
qualification sheet, and has the required qualifications, skill and ability to perform 
the work in question. 

17.03 Bumping Rights 

Bumping only occurs as a District-wide process and is administered through 
Human Resource Services in conjunction with the Union Executive. 

(i) Within three (3) working days after being notified under Article 17.01 that 
they occupy a classification designated for layoff, affected regular 
employees who are not to be retained in that classification and 
department/school, shall be given an opportunity to exercise their seniority 
by electing to bump. An employee exercising bumping rights may only 
bump into a position held by the most junior employee of any classification 
that is equal to or lower than the classification held by the surplus employee 
that has the same continuing hours provided that the surplus employee has 
the required qualifications. 
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(ii) If no position provides the same number of continuing hours, the surplus 
employee may opt to bump into a position with greater or lesser hours 
provided that the position is held by the most junior employee in any 
classification that is equal to or lower than the classification held by the 
surplus employee and provided that the surplus employee has the required 
qualifications. Classifications for bumping will be determined by the final 
targets as established through the job evaluation process. 

17.04 Notice of Layoff 

(i) The Employer shall provide written notice to a regular employee(s) whose 
position has been eliminated, has had hours reduced in accordance with 
Article 17 .01, or in accordance with Article 17 .03, has been bumped by a 
more senior employee, or does not bump a more junior employee, and, as a 
result, is to be laid-off. Such notice shall be four (4) calendar weeks prior to 
the effective date of this layoff. 

(ii) When layoff notice is not provided under Subsection (i) above, the 
employee involved shall be paid in lieu of any such notice not received. 
Notice under this Article 17.04 shall not be initiated during normal school 
term breaks, nor shall the normal school breaks (summer, spring, and 
Christmas) be considered part of the notice period. 

17.05 Appraisal Period 

(i) A regular employee who elects to bump in accordance with Article 17.03, or 
who is recalled to employment in accordance with Subsection 17.09 (ii) , 
shall serve an appraisal period not exceeding three (3) months in the new 
position. During this period should the employee prove unable to 
satisfactorily perform the duties of the new position, they shall be laid-off 
and placed on the recall list. 

(ii) In no event shall any employee be permitted to bump a second time as a 
result of the same layoff. 

17.06 Severance Pay 

Those regular employees, who do not bump a more junior employee in 
accordance with Article 17 .03, and who, as a result, are to be laid-off and placed 
on the recall list may, at the time of receiving their notice of layoff pursuant to 
Article 17.04, elect to take severance pay as follows: Employees defined in 
accordance with Article 1.04 shall receive the minimum severance pay of two (2) 
weeks basic pay. Those employees who have completed three (3) years 
continuous service shall receive additional severance of one (1) calendar week; 
and for each subsequent completed year of continuous service, an additional one 
(1) calendar week, to a maximum total of eight (8) calendar weeks, and by so 
electing, not work the balance of the notice period. Employees who elect to take 
severance pay under this Article shall be finally and conclusively terminated in all 
respects and shall not have recall or other rights under this Agreement. 
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17.07 Recall List 

Regular employees laid-off under this Article, who do not bump a more junior 
employee in accordance with Article 17.03, and who do not take severance pay in 
accordance with Article 17 .06 shall be placed on the recall list in seniority order for 
a period not to exceed twelve (12) continuous months. 

See Article 17 .09 (iii) 

Notwithstanding the above, regular employees on recall who work a cumulative 
number of days in excess of one hundred (100) working days in the twelve (12) 
month recall period shall have their recall rights extended for an additional twelve 
(12) consecutive months. It is understood and agreed that such extension shall 
not be granted where employees decline recall to a regular appointment or make 
themselves unavailable for work. The maximum recall period in this case shall be 
twenty-four (24) months. 

17.08 Status While on Recall List 

During this twelve (12) month period on the recall list, employees shall not be 
eligible to receive any of the benefits of this Agreement. The service, sick leave 
credits, vacation entitlement level and fringe benefits of such employees shall be 
frozen at the time of their layoff and should the employee be recalled pursuant to 
this Article within the twelve (12) month recall period, the service, sick leave 
credits, vacation entitlement level and fringe benefits of such employees shall be 
reinstated to that which had existed at the time of the layoff. 

17.09 Recall Rights 

(i) Employees on the recall list shall be offered available positions within the 
same classification from which they were laid-off. 

(ii) Laid-off employees on the recall list may make application for vacancies 
which are posted under Article 16.03 on the same basis as active 
employees. Laid-off employees on the recall list who fail to apply for posted 
vacancies shall receive no consideration when such vacancies are filled on 
the basis of Article 16.02. 

(iii) If the regular vacancy is not filled under Subsection (ii) above, and in 
accordance with the procedure set out in Article 17.10 below, the Employer 
shall then attempt to recall a laid-off regular employee from the recall list 
having the required qualifications, experience, skill and ability to perform the 
work in question, before offering employment to a new employee. 

(iv) In no event shall the Employer be required to re-employ any former 
employee after being laid-off and on the recall list for longer than twelve (12) 
continuous months, except as extended by the application of Article 17.07. 
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17.10 Recall Procedures 

(i) It shall be the responsibility of laid-off regular employees to maintain their 
current telephone number and postal address with the Human Resource 
Services Department. When filling vacancies under Article 17.09 (iii), the 
Employer shall attempt to contact a laid-off regular employee on the recall list 
having the required qualifications, experience, skill and ability to perform the 
work in question, at the telephone number so provided to instruct the 
employee of the date and time to report for work. Should the employee not 
accept the recall, the employee, subject to Subsection (iii) below, shall lose 
one (1) right to recall. The date and time to report may be extended by a 
maximum of ten (10) working days upon the approval of the Employer, should 
the employee have extenuating personal circumstances which make it 
impossible to report as required, provided that operational requirements of 
the Employer permit. Notwithstanding the above, failure to report to work on 
the date and time agreed shall result in termination. 

(ii) Employees on the recall list shall contact the Employer when they are to be 
temporarily away from their current address and phone number to provide a 
temporary phone number and address where the Employer will be able to 
contact them during such absence. 

(iii) Employees shall have the right to refuse two (2) recalls to employment during 
their recall period before losing their recall rights. 

17 .11 Temporary Layoffs 

This Article 17 does not apply to temporary layoffs of five (5) working days or less. 
A change in work location, or a reduction of work hours in any position less than 
defined in Article 17.01 shall not be considered a layoff under this Article and 
employees shall not be eligible to bump for these reasons. 

17.12 Grievance Procedure 

All determinations of qualifications, experience, skill and ability under this Article 
17 shall be made by the Employer and the question of whether the Employer has 
made such determinations in a fair and equitable fashion shall be subject to the 
grievance procedure. 

17.13 The Staffing Process 

Terms of Reference: 

School/Department Allocation Process: Is the annual process of assigning 
allocated budget and/or hours to CUPE 947 staff. (April 15 - September 30). 

Reassignment Process: Is the District placement of CUPE 947 staff declared 
"excess to needs." (June 1 to September 30). 

Deployment Meeting: is the meeting held during the last week of September to 
place members who continue to be in layoff/recall following the Reassignment 
Process. 
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School/Department Allocation Process: 

(a) The objective is to deploy hours on the basis of District Seniority, to create 
as many full-time, or almost full-time, positions as operationally achievable. 
As in the normal hiring process, employees must possess the qualifications 
listed in the job description. 

(b) (i) Each school/department administrator/exempt staff shall determine 
staffing needs for the next school year by May 31. If this is not 
possible due to delays in Board budget approval, the parties will 
discuss how to deal with the delay. 

(ii) Employees can be allocated regular hours in job classifications that 
are equal to or lower than the classification they currently hold, 
provided these classifications are within the same job stream. Human 
Resource Services will confirm the employee meets the qualifications 
of the added classifications prior to this assignment. 

(iii) Employees can only be assigned temporary hours in classifications 
that are equal to or lower than the classification they currently hold, 
provided these classifications are within the same job stream and 
provided they can be added to a regular assignment. Temporary 
hours are not part of the obligation as reference in Article 17. 13. (iv). 

(Current job streams are: Clerical, Technical and Educational 
Assistant. It has been agreed that School Meals Assistant, 
Student Supervisor, School Assistant and Office Assistant hours 
can be added to any classification regardless of job stream). 

(iv) On the basis of position and seniority, school/departments will allocate 
hours to current regular employees. As school/department deploy 
their allocations, employees who do not have hours assigned to them 
or have only reduced hours available to them within the 
school/department are declared "excess to needs." An employee can 
be declared excess to needs only where a bona-fide and continuing 
reduction of hours occurs. These employees shall be the least senior 
employees, based on operational requirements and the necessary 
qualifications. No senior employee can volunteer to be declared 
excess in lieu of a junior employee. An employee who student of 
program will be moving to a new school may be given the option of 
moving providing a vacancy exists at the receiving school. 

(v) The obligation of the school/department is to offer positions and hours, 
based on seniority, to an equal number of hours the employee works 
in the current school year. Should this not be possible, and an 
employee decided voluntarily not be declared to excess to needs, the 
obligation of the school/department for the next school year onwards 
Ghanges. The school/department would then be obligated to offer a 
position and hours based on the reduced number of hours assigned to 
and accepted by this employee effective September 1 of the new 
school year. 
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This is an attempt to promote the ideal of creating and then 
maintaining full-time work tor employees as described in (a) above. 

Reassignment Process: 

(c) Reassignment is undertaken at the District level only and will be managed 
jointly by Human Resource Services and the Union. This process will be 
initiated during the period of June 1 to September 30. All postings will be 
held from May 1 until the first full week of June. At that time all vacancies 
that have accumulate shall be posted. A second posting period will begin 
the Thursday prior to school opening. Those postings will close the 
Wednesday following school start up. Vacancies from October 1 to April 30 
shall be handled pursuant to Article 16.02. In the event that the District feels 
that no internal candidates will be able to fill a position it may post the 
positions externally despite 17.13(c) following consultation with the Union. 

(d) The Union and the District will jointly organize a meeting to be held in the 
first week of June to explain the Reassignment Process to employees 
subject to layoff. 

( e) All employees shall be able to apply tor positions tor which they are qualified 
during the Reassignment Process but priority shall be given the following 
employees: 

(i) Regular employees returning from leaves of absence where their 
position is discontinued; 

(ii) Employees having layoff/recall status, or where such placement would 
reduce regular hours and the regular employee does not wish to 
continue in the position with the reduced hours; 

(iii) On a case-by-case basis, regular employees who are eligible for 
deployment to a vacant position by virtue of an accommodation 
request under Letter of Understanding #2. Such employees will be 
given access to the deployment process with all other employees as 
defined in (c) above, in order of seniority. 

(f) Affected employees will be given intent to layoff notices and be placed in the 
Reassignment Process, subject to Article 17.01 (ii). If significant reductions 
in the District F.T.E. are contemplated, the parties shall meet to discuss the 
deployment process to ensure the rights of the senior employees are 
protected. 

(g) (i) Eligible employees will be awarded positions tor which they are 
qualified based on the job description. Employees must be able to 
demonstrate that they have the specific skills by: 

• Having current experience the previous year; or 
• If that experience is more than a year old the employee must: 

- Pass appropriate testing, or 
- Be currently enrolled in an approved course. 
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(ii) Where an employee is offered a comparable position (same job 
classification, same or greater hours) and the employee declines the 
assignment, they shall have the right of recall as outlined in Article 1 
7.07. Article 17.1 0 (iii) shall apply to refusals during this process. 

(h) When a school/department reinstates a position with the same job 
classification and hours (plus or minus one hour) within the school year 
following their reassignment that employee shall be given the first 
opportunity to claim the position. 

(i) The Reassignment Process will be administered by a committee that will 
include at least two (2) Union representatives. The committee shall have 
the responsibility of monitoring and ensuring the continual integrity of the 
Reassignment Process. Questions, concerns and complaints about the 
Reassignment Process should be addressed to the committee. 

U) Employees placed through the Reassignment Process will serve an 
appraisal period in accordance with Article 16.05. 

Deployment Meeting: 

(k) During the last week of September the Union and the District shall hold a 
meeting to be attended by any employees who continue to be in recall 
following the Reassignment Process. 

(I) At this meeting employees will be offered available vacant positions for 
which they are qualified that meet their recall entitlement. In the event that 
no vacant positions are available the parties shall follow the process as laid 
out in Article 17.03 (Bumping) to ensure that senior employees receive their 
entitlement. 

(m) Any employee not placed through the Reassignment Process and/or 
Deployment meeting or affected by Article 17.03 during the Deployment 
Meeting will be covered afterwards by all applicable recall and job posting 
provisions of the Collective Agreement. 

(n) Any positions remaining at the end of the deployment process will be 
posted. 

ARTICLE 18: HOURS OF WORK 

18.01 Workday 

A normal workday for a regular full-time employee shall consist of seven (7) 
consecutive hours plus between one-half (1/2) and one (1) hour for an unpaid 
meal break, between 7:00 a.m. and 6:00 p.m. 

18.02 Workweek 

The regular full-time workweek shall consist of five (5) days, Monday to Friday, 
totalling thirty-five (35) working hours per week. 
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18.03 Rest Periods 

Employees who are assigned to work six (6) hours or less in a day and who are 
assigned a minimum of three (3) hours between 8:00 am and 12:00 pm or, are 
assigned four (4) continuous hours shall be entitled to one (1) fifteen (15) minute 
paid rest period. Employees who are assigned to work in excess of six (6) hours 
in a day shall be entitled to two (2) fifteen (15) minute paid rest periods. 

(i) Breaks are paid time and if a break is taken at the end of a shift, it is not to 
be taken by leaving the workplace early; 

(ii) Breaks should not be combined with the lunch hour. 

18.04 Variance in Working Hours 

The working times noted in Articles 18.01 and 18.02 above may be amended by 
mutual consent to suit the exigencies of the Board's requirements, provided at 
least five (5) working days' notice is given of the intention to amend the times. 
Such consent shall not be unreasonably withheld. 

18.05 Additional Part-Time Hours 

Articles 18.01 and 18.02 above notwithstanding, employees may be engaged, as 
required, on a part-time basis. Present part-time employees shall be given 
opportunity to work additional hours within the District, and within their own job 
classification, before any new employees are hired to fill these positions. 

18.06 Flexible Hours 

Subject to prior approval of the respective department supervisor or school 
principal, and within the hours defined in Article 18.01 above, regular employees 
shall be accorded the privilege of working a flexible work day, or week, with the 
following restrictions: 

(i) No employee shall work longer than stipulated in the Employment 
Standards Act; 

{ii) Lunch breaks shall be no less than one-half (½) hour duration; 

(iii) Rest periods as outlined above shall not be forfeited. 

In cases where requests are denied, the Labour/Management committee shall 
review and make recommendations to the District Leadership Team. 

18.07 Non-Instructional Days 

Unless mutually agreed to otherwise, regular employees who are not normally 
scheduled to work on non-instructional days may report for work in the normal 
manner. 

Unless advised seventy-two (72) hours in advance, or at the time they are called, 
spareboard employees shall report for work in the normal manner. 

2019 - 2022 Collective Agreement 24 CUPE Local 947 & School District No. 61 



See Article 36 - Staff Development 

18.08 Split Workdays 

Notwithstanding Article 18.01, split workdays are defined as those workdays with 
an unpaid period of more than one (1) hour inclusive of unpaid meal breaks. No 
employee shall be required to work a split workday. However, by mutual 
agreement between the parties represented by the Labour/Management 
Committee, split workdays may be accommodated. 

18.09 Four Hour Minimum Work Day 

(i) The Employer is committed to providing a minimum of four (4) 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. 

(ii) Exemptions from the four (4) hour minimum: 

(a) Student/noon hour supervisors; 

(b) Crossing guards; 

(c) Small schools with fewer than seventy-five (75) students, in which 
case a two (2) hour minimum will apply; 

(d) Other positions by mutual agreement. 

(iii) The four (4) hours shall be consecutive but may exclude a lunch period up 
to one (1) hour or a shorter period as defined elsewhere in the collective 
agreement. 

(iv) Bus drivers are exempt from the requirement for consecutive hours. The 
daily hours for bus drivers shall be completed within a period of twelve (12) 
consecutive hours. 

(v) Where posting of additional hours is required, additional hours of less than 
four (4) 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. 

ARTICLE 19: OVERTIME 

19.01 Overtime Rates 

Where conditions necessitate overtime and where the work is authorized and 
permission granted by the appropriate supervisor, such overtime will be paid at 
the rate of time and one-half (1.SX) for the first two (2) hours in excess of the 
hours as defined in Article 18.01 of a regular full-time employee, Monday to 
Friday; thereafter double time (2x) shall be paid. 
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19.02 Weekend and Statutory Holiday Work 

All work on Saturdays, Sundays and statutory holidays by a regular employee 
shall be paid for at double time (2x). 

19.03 Call Out 

Regular and temporary employees who are called out and required to work 
outside their regular working hours, shall be paid at overtime rates, with a 
minimum payment equal to three (3) hours at regular rates. 

If the call out is on a day the employee is not scheduled to work, a minimum 
payment equal to four (4) hours at regular rates shall be paid. 

19.04 Time Off in Lieu of Overtime 

In lieu of payment for overtime, a regular employee may be granted time off in an 
equal amount, provided prior mutual agreement has been attained. Accrual of 
time off in lieu shall not exceed ten ( 10) regularly scheduled working days. Within 
one month of attaining this maximum accrual, time off in lieu shall be taken on 
mutually agreed dates, or arrangements shall be made to pay out such accrual. 
Where an employee receives a transfer, uplift, or promotion, accrued overtime 
shall be paid out or taken as time off at the rate earned prior to the change. 

ARTICLE 20: STATUTORY HOLIDAYS 

20.01 Entitlement 

All regular employees, and probationary employees who have earned wages in at 
least fifteen (15) days during the thirty (30) days immediately preceding a 
statutory holiday, shall be entitled to their average day's pay for the following 
statutory holidays: 

New Year's Day 
Family Day 
Good Friday 
Easter Monday 
Victoria Day 
Canada Day 

British Columbia Day 
Labour Day 
Thanksgiving Day 
Remembrance Day 
Christmas Day 
Boxing Day 

plus (+) any additional statutory holiday proclaimed by the Province of British 
Columbia or the Government of Canada. 

An average day's pay is calculated by dividing "total wages" in the thirty (30) 
calendar days before the statutory holiday by the number of days worked. 
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20.02 Day in Lieu 

Should a statutory holiday fall and be celebrated on an employee's regular rest 
day, or during an employee's annual vacation, the regular employee shall receive 
another day off with pay in lieu, at a time mutually agreed upon by the Board and 
the Union (or the applicable supervisor and employee when appropriate). 

20.03 Ten Month Employees 

Regular and probationary ten (10) month employees who have earned wages ten 
(10) days in the four (4) consecutive calendar weeks immediately preceding 
Canada Day or Labour Day shall be paid for that statutory holiday. 

ARTICLE 21: VACATIONS 

21.01 Entitlement 

(i) A regular employee's vacation entitlement will accrue as a factor of each 
hour worked in the months an employee has an appointed position and has 
been in receipt of compensation. The factor is equivalent to the vacation 
day accrual formula. The factor used for calculating the vacation day 
accrual shall be in accordance with the employee's anniversary date and 
the following scale: 

• 
• 

Twelve Month Employees: Vacation year- January 1 to December 31 
All other Employees: Vacation year - September 1 to August 31 

Formula for calculating the Accrual Factor on Vacation Entitlement is: 

• Monthly entitlement x 12/260 working days per year. 

The formula applies to regular employees for all hours worked, except 
overtime hours. 

Years Service Accrual Yearly Vacation Entitlement 
Factor (equivalent to monthly) 

Less than seven years .0577 
15 vacation days (equivalent to 1.25 

days/month ) 

Seven years or greater .0769 
20 vacation days (equivalent to 1.67 

days/month) 

Fifteen years or greater .0962 
25 vacation days (equivalent to 2.08 

days/month) 
Twenty-three years or 

.1154 
30 vacation days (equivalent to 2.50 

Qreater days/month) 

(ii) For the purpose of this accrual, the month during which an employee 
receives their initial appointment shall be deemed a full month. For the 
purpose of this sub-section, a full month will equal twenty (20) working days. 
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21.02 Vacation Pay 

An employee's regular pay shall continue during annual vacation leaves. Wages 
received while on vacation will be paid in accordance with the current hourly rate 
of pay and the hours assigned for the pay period. All vacation time must be 
recorded accurately as such on timesheets. The Board will provide on each pay 
statement the employee's vacation accrual balance in hours. 

Employees receiving payment for overtime in accordance with Article 19.01 shall 
also receive, as an addition to the overtime rate, a vacation pay adjustment of 8%. 
This adjustment is in lieu of the vacation accrual. 

21.03 Vacation Scheduling 

Employees shall submit their requests for annual vacation on or before March 1 of 
each year. 

(i) Approval of vacation requests shall be at the discretion of each supervisor 
and shall be subject to operational requirements. 

(ii) In the event that the employee is requested to return to work from their 
scheduled vacation and agrees to do so, the following will apply: 

(a) When an employee returns to work from vacation that is scheduled to 
continue for two (2) to five (5) days, one (1) additional vacation day 
will be added to their vacation balance; 

(b) When an employee returns to work from vacation that is scheduled to 
continue for six (6) or more days, two (2) additional vacation days will 
be added to their vacation balance. 

(iii) If the employer requests an employee to cancel their vacation for 
operational reasons within four (4) weeks of a scheduled vacation of two (2) 
weeks or more, the employee will be granted two (2) additional days of 
vacation to be added to their vacation balance. 

21.04 Long Service Special Vacation 

When a regular employee has served continuously for a period of twenty (20) 
years, they shall become entitled to twenty-two (22) consecutive working days 
long service special vacation, with pay, in addition to annual vacation leave, as a 
reward for long and faithful service. Such special vacation shall only be received 
once by an employee and shall be taken within one (1) year of attaining twenty 
(20) years service. 

21.05 Termination of Employment 

Regular employees who terminate employment shall, after completing twelve (12) 
continuous months of service, receive vacation or pay in lieu thereof for any 
proportional vacation earned prior to their termination but not taken; provided that 
adjustment may also be made for any overpayments previously received by such 
employee. Employees who terminate employment before completing twelve (12) 
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months shall be eligible to receive pay in lieu of vacation in accordance with the 
Employment Standards Act of British Columbia. 

21.06 Annual Vacations Adjustment Pay 

Employees whose regular position is for a period of ten (10) months, but less than 
twelve (12) months, shall be entitled to and required to take annual vacation with 
pay during Christmas and spring breaks. Vacation hours accrual balance will be 
adjusted to accept a negative balance only for Christmas and Spring breaks. 
Regular employees, other than twelve (12) months, shall not normally be able to 
take paid vacation leave, except in accordance with Article 21.04, during regular 
school days. 

Employees who have received paid vacation pursuant to Article 21.02 during the 
school year and who have any remaining entitlement based on their balance of 
vacation hours accrued from the total hours worked during that year shall be paid 
out. Such vacation entitlement payout will occur after the last pay day in June. 

Employees whose regular position is for a period of ten (10) months, but less than 
twelve (12) months, and whose regularly scheduled lay off period is not during 
July and August, may request their balance of vacation hours accrued to be paid 
out during their unpaid month(s). Such request may only occur once per fiscal 
year from July 1 to June 30 and may only be requested if the period without pay is 
four (4) weeks or greater. 

Where an employee received more vacation hours in the school year than 
accrued, the vacation overpayment shall be recovered on the last pay in June or 
prior to the employee receiving further wages. 

ARTICLE 22: SICK LEAVE PROVISIONS 

22.01 Entitlement 

Regular employee, upon completion of six (6) months of continuous service, shall 
be entitled to utilize their accrued sick leave benefits. Sick leave accumulation is 
based on a factor of point zero four five nine eight (.04598) of each regular hour 
worked beginning upon completion of six (6) months of continuous service. Sick 
leave accrual will occur at the rate of twelve (12) shifts per year. Unused sick 
leave will accrue from year to year to a maximum of eighty-five (85) shifts. 

Sick leave with pay is only payable because of personal sickness or injury. 

22.02 Proof of Illness 

(i) An employee may be required to produce a certificate from a medical 
practitioner for any illness after five (5) consecutive working days certifying 
that the employee was unable to carry out the required duties due to illness. 
A form outlining the required information will be provided by the employer 
and the employee will have it completed by their physician. 

(ii) The Board agrees to reimburse the employee for the cost of the medical 
certificate requested in subsection (i) above. 
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22.03 Sick Leave Records 

The Board will provide on each pay statement the employee's sick leave accrual 
balance in hours. 

22.04 Accrual Rate 

The accrual of sick leave shall be on the basis of one hundred percent (100%) of 
the unused portion. 

22.05 Sick Leave Plan 

Employees shall, subject to the terms of Article 22.01 and 22.02 above, receive 
their regular pay for each hour of sick leave entitlement utilized. In the event an 
employee is placed on an approved medical leave from the District, has 
exhausted their sick leave entitlement and has not met the eighty five (85) day 
qualifying period for the Long Term Disability Plan (LTD), the employee may apply 
for medical Employment Insurance (El) benefits. Upon providing the Board with 
an El approval statement, the Board will top-up the El benefit to a maximum of 
seventy five percent (75%) of the employee's gross wages, in accordance with the 
terms of their regular appointment, up to the expiry of the eighty five (85) day 
qualifying period for LTD. 

Employees with an accrual in excess of eighty five (85) shifts as of November 1, 
2006, and remain actively employed (including those on an approved leave) will 
retain their accrued sick leave amount. However, no further sick leave will accrue 
until sick leave utilization falls below the eighty five (85) shift total accrual. 

Employees who are entitled to the provision of Article 22.06 Sick Leave Payout, 
and who have a sick leave accrual greater than eighty five (85) days, shall be 
afforded the right to maintain a maximum accrual of the recorded amount listed on 
the Addendum "A". 

22.06 Sick Leave Payout 

(i) A regular employee having accrued sick leave to their credit shall, on 
retirement at Municipal Pension Plan age, or after completing fifteen (15) 
years or more of continuous service, receive a salary grant in lieu thereof 
equal to sixty percent (60%) of such credit, to a maximum of sixty-six {66) 
days; or in the event of death before retirement, any accrued sick leave 
cash bonus shall be paid to the employee's personal representative. And 
further, the Board may, at its discretion, extend the benefits described in this 
Article to any regular employee who, for reasons of health or extenuating 
circumstances, is obliged to retire before reaching Municipal Pension Plan 
age. Accrual of sick leave cash bonus shall in no case be retroactive prior 
to January 1, 1947. 

(ii) Regular employees hired on or after September 1, 1985 shall not be eligible 
for a sick leave payout in accordance with Article 22.06. 
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(iii) Subject always to Subsections (iv), (v) and (vi) below, a regular employee 
hired before September 1, 1985, who remains actively employed (including 
Workers' Compensation Board, sick leave and authorized leave) or who is 
on the recall list on December 31, 1985, and having accrued sick leave to 
their credit, shall, on retirement at Municipal Pension Plan age, or after 
completing fifteen (15) years or more of continuous service, receive a salary 
grant in lieu thereof equal to either sixty percent (60%) of such credit, or 
sixty percent (60%) of the maximum level for payout purposes established 
for such individual under Subsection (iv) below, whichever is the lesser. In 
no event shall the maximum salary grant exceed sixty-six (66) days. In the 
event of death of an eligible regular employee before retirement, any 
accrued sick leave cash bonus shall be paid to the employee's personal 
representative and further, the School Board may, at its discretion, extend 
the benefits described in this Article to any regular employee who, for 
reasons of health or extenuating circumstances, is obliged to retire before 
reaching Municipal Pension Plan age. Accrual of sick leave cash bonus 
shall in no case be retroactive prior to January 1, 1947. 

(iv) A maximum level of sick leave accrual for payout purposes under 
Subsection (iii) above, shall be established for eligible employees hired 
before September 1, 1985, and who remain actively employed (including 
WorksafeBC, sick leave and authorized leave) or who are on the recall list 
on December 31, 1985. At the time such employee retires or is otherwise 
entitled for a sick leave payout in accordance with Subsection (iii) above, 
shall be paid out at either sixty percent (60%) of this established maximum 
level or sixty percent (60%) of the employee's actual sick leave credit at the 
time of such payout, whichever is the lesser. In no event shall this payout 
exceed sixty-six (66) days. The dollar ($) value of such sick leave payout 
shall be calculated as per Subsection (v) below. 

(v) The dollar ($) value of the sick leave payout under Subsection (iii) and (iv) 
above shall be established on the basis of the wage rate in effect for each 
eligible employee at the time when such payout is actually made. 

(vi) A regular employee who has maximum sick leave for payout purposes 
established as per Subsection (iv) above and who utilizes their sick leave 
accrual because they are legitimately ill, with the result that their actual 
accrual level drops below the established maximum level for payout 
purposes, may, by working and earning additional sick leave, re-accrue sick 
leave back to the established maximum level for payout purposes. It is 
understood the maximum sick leave for payout purposes established under 
Subsection (iv) is not guaranteed but is a maximum only. 

(vii) Employees who elect to resign or retire, during or immediately upon the 
completion of a leave of absence granted in accordance with Article 24, 
shall have their sick leave payout dollar ($) value calculated on the basis of 
the basic wage rate in effect at the time the employee last worked, provided 
such employee is otherwise eligible for sick leave payout under this Article. 
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22.07 Recovery From a Third Party 

Where an employee is paid wages by the Board while absent from employment 
by reason of any disability and the employee subsequently recovers such wages 
or any part thereof from any source, then the employee shall pay the amount so 
recovered to the Board. Upon the Board receiving such amount it shall credit the 
employee paying the same with the number of days of sick leave proportionate to 
the amount so recovered. 

22.08 Emergency Sick Leave Plan 

The Employer will provide the Local with a total of one thousand (1000) hours per 
year for the purpose of bridging the Employment Insurance qualification period 
when an employee's accrued sick leave is not sufficient to cover the medical El 
waiting period. The distribution of these hours shall be at the discretion of the 
Local. Hours not allocated during the year shall not be carried forward to the next 
year. 

The Emergency Sick Leave Guidelines (as attached) will also form part of this 
article of the collective agreement. 

ARTICLE 23: EFFECT OF ABSENCE ON SICK LEAVE, VACATIONS AND STATUTORY 
HOLIDAYS 

23.01 

23.02 

Regular employees shall earn vacation, sick leave and statutory holidays while 
they are in receipt of paid sick leave ( excluding Emergency Sick Leave Fund in 
excess of 21 consecutive working days). 

Notwithstanding any other provisions of the Agreement, regular employees shall 
not earn vacation, sick leave and statutory holidays while they are on: 

(i) Unpaid sick leave or unpaid leave for reason of health or disability in excess 
of sixty (60) consecutive calendar days; 

(ii) Unpaid personal leave; 

(iii) WorksafeBC Compensation in excess of sixty (60) consecutive calendar 
days. 

ARTICLE 24: LEAVE OF ABSENCE 

The parties agree that the following provisions for leaves of absence are provided 
for the reasons expressly described and undertake to ensure the legitimate 
application of these provisions. 
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Approved Leave of Absence During Vacation 

Where an employee qualifies for personal sick leave requiring emergency medical 
treatment, or emergency leave due to serious illness of an immediate family 
member where travel is required, or bereavement leave during vacation, there 
shall be no deduction from vacation credits of such absence. The period of 
vacation so displaced either shall be added to the vacation period or reinstated for 
use at a later date, based on operational requirements and mutual agreement. 
Employees are required to contact their supervisors as soon as possible when 
their status of leave changes. 

For the purposes of substituting personal sick leave for vacation leave the 
employer may request a medical note to verify the nature of the illness. 

24.01 General Leave 

The Board may grant leave without pay to any employee who requests such leave 
for good and sufficient cause. Such requests are to be made in writing and 
approved by the Board, which approval shall not be withheld unjustly. 

24.02 Union Business 

(i) Time off with pay shall be granted to not more than six (6) elected 
representatives of the Union (such number may be increased at the sole 
discretion of the employer) when it becomes necessary to transact business 
with the Board arising out of this Agreement during working hours. Such 
time off shall be accorded through authorization by the Secretary-Treasurer, 
or delegate. 

(ii) Time off without pay shall be granted to not more than six (6) delegates of 
the Union upon application to the Secretary-Treasurer at least one (1) week 
prior to the requested time off. 

24.03 Bereavement Leave 

(i) In the event of death of a member of an employee's immediate family: 
spouse (including common-law spouse), children, parents, brothers, sisters, 
mother-in-law, father-in-law, brothers-in-law, sisters-in-law, daughters-in­
law, sons-in-law, grandparents and grandchildren, grandparents-in-law, or 
any 2nd degree relative living at the same household as the employee, such 
employee shall be granted upon request, leave of absence deemed 
appropriate by the Director of Human Resource Services or delegate. The 
employee shall receive regular straight time salary for an aggregate total of 
five (5) working days. 

(ii) 1 . There shall be no paid travel time for a funeral located on Vancouver 
Island and south of the City of Nanaimo. 

2. An employee shall receive one (1) day of travel time for a funeral 
located on Vancouver Island anywhere from the City of Nanaimo north 
to the City of Campbell River. Travel time to any of the Gulf islands 
shall also fall under this clause. 
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3. An employee shall receive two (2) days of travel time for a funeral 
located in any location outside of the areas defined in clauses #1 and 
#2 above. 

4. The parties agree that the amount of paid travel time for bereavement 
leave is no longer at the discretion of the Director of Human Resource 
Services. Furthermore, the mode of transportation for any such leave 
shall also play no role in determining the amount of travel time 
provided. The sole determining factor on the amount of paid travel 
time to be provided to an employee shall be the location of the funeral 
as described in clauses #1, #2 or #3 above. 

(iii) In the event of the death of a relative not mentioned above or a friend 
of an employee, the employee shall be entitled to one-half day leave 
(one day if the funeral is outside the Capital Regional District) with pay 
for the purpose of attending the funeral. 

24.04 Court Appearances 

An employee who is subpoenaed for jury selection and/or jury duty, or called upon 
to act as a court witness, shall continue to receive full pay while so engaged, 
provided the employee turns over to the Board any monies they receive for 
serving as a juror or witness on days they would normally be working. Employees 
subpoenaed for such service are expected to return to the job, if not required to 
serve. 

24.05 Educational Leave 

(i) Leaves of absence with pay for education, skills up-grading or such other 
training purposes as may be approved by the appropriate supervisor and 
the Director of Human Resource Services shall not be a reason for loss in 
seniority. 

(ii) Leaves of absence without pay for education, skills up-grading or such other 
training purposes as may be approved by the appropriate supervisor and 
the Director of Human Resource Services, or designate, shall be provided to 
regular employees pursuant to Article 24.01 above. 

24.06 Pregnancy Leave 

Employees shall be granted Pregnancy Leave in accordance with provisions of 
the British Columbia Employment Standards Act as per date of signing this 
Collective Agreement and as follows: 

(i) A request for pregnancy leave must be supported by a Certificate of a 
Medical Practitioner. It is the employee's responsibility to provide written 
medical evidence of health during pregnancy while still at work, if requested 
by the Employer. 
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(ii) If an employee returns to work immediately after the expiry of the authorized 
leave, she will retain her former position without loss of available benefits to 
which she has contributed to during her pregnancy leave, except as 
provided in Article 23. The employee is to provide one month's notice of the 
date of returning to work. 

If the position was eliminated or there was a reduction of hours, notice of 
layoff would be forwarded to the employee and layoff is to be effective on 
the date of return. Provisions of Article 17.01 (ii) shall apply. 

(iii) Sick leave provisions shall cover medical complications of pregnancy prior 
to an approved Pregnancy Leave. 

(iv) The employee shall be deemed to have resigned on the date upon which 
the leave commenced, if a notice to return to employment is not made or 
she does not commence re-employment on the dates required in 
Subsection (iii) above, and the Employer shall recover the Employer's share 
of any benefit contributions made in accordance with the arrangements 
made by the Employer with the employee prior to the commencement of the 
leave. 

(v) Where there is an unusual pregnancy or birth situation the normal 
application of this article may be inappropriate. Such special cases should 
be reviewed with the Director of Human Resource Services or designate. 

24.07 Parental Leave for Birth and Adopting Parents 

Employees shall be granted Parental Leave in accordance with provisions of the 
British Columbia Employment Standards Act as per date of signing this Collective 
Agreement and as follows: 

(i) A request for Parental leave must be supported by a Certificate of a Medical 
Practitioner or other evidence. A request for Adoption leave must be supported 
by a proof of adoption. 

(ii) If an employee returns to work immediately after the expiry of the authorized 
leave, the employee will retain his/her former position without loss of available 
benefits to which he/she has contributed to during the Parental leave, except as 
provided in Article 23. If the position was eliminated or there was a reduction of 
hours, notice of layoff would be forwarded to the employee and layoff is to be 
effective on the date of return. Provisions of Article 17.01 (ii) shall apply. 

(iii) The employee shall be deemed to have resigned on the date upon which the 
leave commenced, if a notice to return to employment is not made or the 
employee does not commence re-employment on the dates required in 
subsection (ii) above, and the Employer shall recover the Employer's share of any 
benefit contribution made in accordance with the arrangements made by the 
employer with the employee prior to the commencement of the leave. 
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24.08 Paternity. Adoption Placement and Guardianship Leave 

The Board shall provide to a regular employee a leave of absence with pay to a 
maximum of four (4) days for the purpose of paternity leave, adoption placement 
or legal guardianship leave. 

(i) Paternity Leave shall be taken within forty (40) working days from the date 
of the birth of the child; or 

(ii) Adoption Placement or Guardianship Leave shall be taken within forty (40) 
working days from the date of the child being placed in the employee's 
home. 

24.09 Additional Parental/Adoption Leave 

If the child has a physical, psychological or emotional condition requiring an 
additional period of parental care, the employee is entitled to up to five (5) 
additional weeks of unpaid leave, beginning immediately after the end of the leave 
taken pursuant to Articles 24.06, 24.07 or 24.08. 

24.1 O Maintenance of Fringe Benefits for Pregnancy, Parental and Adoption Leave 

Employees accorded leave in accordance with Articles 24.06, 24.07 and 24.09 
shall be accorded the privilege of maintaining all fringe benefits as outlined in 
Article 26, in accordance with the Employment Standards Act. 

24.11 Medical Leave 

Employees, upon providing the Board with a certificate from a medical 
practitioner, may request an unpaid medical leave as an extension to their paid 
sick leave. Approval of a combined paid and unpaid leave of absence for medical 
reasons shall not exceed twenty-four (24) months. In the event that the employee 
is unable to return to work within the twenty-four (24) month period, seniority and 
years of continuous service shall be frozen and said dates adjusted on their 
return. Notwithstanding Article 24.15 (iii) employees returning from an approved 

· medical leave in excess of one (1) year shall be placed on recall in accordance 
with Article 17. 

24.12 Family Leave 

The Board shall provide an employee, after notification to the automatic dispatch 
system and supervisor, with a leave of absence with pay to a maximum of five (5) 
shifts or portion thereof per year in the case of illness or convalescent care in the 
immediate family. Immediate family is defined as children, parents or spouse. 

(i) Convalescent care is defined as a means to provide for the care of an 
individual during a period of recuperative time following surgery or serious 
illness. 

(ii) This leave can be used for scheduled medical appointments for immediate 
family members where all attempts to schedule the appointment outside of 
work hours were unsuccessful. 
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(iii) The Employer may require a certificate from a duly qualified medical 
practitioner as proof of such illness. 

Note: for the purposes of administering this Article the year is July 1 to June 30. 

24.13 Leave for Public Office 

Time off without pay, up to one (1) term, shall be granted to an employee who has 
successfully been elected to office upon application to the appropriate supervisor 
and Director of Human Resource Services, or delegate, with at least one (1) 
month notice prior to the requested time off. 

Upon leave in excess of one (1) year, the following provisions shall apply: 

(i) The employee's position shall be posted as a regular position; 

(ii) The employee's seniority and years of continuous service shall be frozen 
and said dates adjusted on their return, unless the parties agree otherwise; 

(iii) Upon return, the employee shall bid for posted vacancies using their 
seniority as adjusted. 

An employee may request up to six (6) weeks' unpaid leave for purposes of a 
campaign for public office. No request shall be unreasonably denied. 

24.14 Marriage Leave 

Upon prior application to the Director of Human Resource Services, or designate, 
one (1) day's leave with pay shall be granted for the day of the employee's 
marriage, provided it is on their regular scheduled work day. 

24.15 Extension to Approved Leave 

This article applies to a leave of absence greater than one (1) month pursuant to 
Articles 24.01, 24.02, 24.05, 24.06, 24.07, and/or 24.11. When an employee has 
returned from an approved leave of absence and subsequently applies for a leave 
of absence within four (4) months of returning, then such request will be 
considered an addition to the first leave. Upon approval of leave in excess of one 
(1) year, or two (2) years in the case of medical leaves of absence: 

(i) The employee's position shall be posted as a regular position; 

(ii) The employee's seniority and years of continuous service shall be frozen 
and said dates adjusted on their return, unless the parties agree otherwise; 

(iii) Upon return, the employee shall bid for posted vacancies using their 
seniority as adjusted. 
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24.16 Notification Upon Return From Leave 

Upon return from approved leave of absence of one (1) year or less, an employee 
shall immediately resume their regular position, provided that they have notified 
the employer in writing at least thirty (30) days prior to their return date from the 
leave. 

ARTICLE 25: PAYMENTS OF WAGES AND ALLOWANCES 

25.01 Bi-weekly Pay 

Wages and salaries shall be paid every second Friday in accordance with 
Schedule "A" attached hereto and forming part of this Agreement. Bi-weekly 
compensation for all CUPE employees will be deposited to the personal account 
they have established with a Canadian registered financial institution (Bank or 
Credit Union) and which they have registered with the Payroll Office. Pay 
statements will be delivered through the District's internal delivery system to the 
employee's work location. 

25.02 Shift Differential 

Employees on the afternoon shift shall be paid for hours actually worked and shall 
also receive a shift differential as outlined in Schedule "A". (Afternoon shift shall 
be defined as a shift where the majority of hours worked are after 3:00 p.m.) 

. 25.03 Mileage AllowanceNehicle-Use Compensation 

Employees authorized to use their personal vehicle in carrying out duties for the 
Board shall be reimbursed. Each July the Kilometre Allowance should be 
adjusted to reflect the rate established by the Victoria aggregate cost of operating 
a mid-size automobile or, when the Victoria aggregate cost is not available, the 
British Columbia aggregate cost. The Board will provide the Union with the cost 
analysis used to determine the current Vehicle Standard Cost as established by 
the Runzheimer Vehicle Standard Cost Schedule or, if not available, another 
source as agreed to by the Union and the Board. 

25.04 Job Descriptions 

All jobs within the scope of CUPE 947 are to be described in terms of general job 
function, work performed, supervision received, machines and equipment used 
and qualifications and experience. Job descriptions are to be documented in a 
uniform manner, agreed to by the Joint Job Evaluation Committee and used as 
the basis for job evaluation. 

The Board and the Union subscribe to the underlying principle of Pay Equity. 

25.05 Uplift in Rate 

Where an employee is assigned to perform work of another employee in a higher 
rate of pay, the employee shall receive the higher rate of pay. 
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ARTICLE 26: FRINGE BENEFITS 

26.01 Medical Services Plan and Extended Health Benefits 

Regular employees who are eligible for coverage under the terms of the Medical 
Services Plan of British Columbia and the Extended Health Benefits Plan in effect 
through the Public Education Benefits Trust, may participate in both plans from 
the first day of the month following completion of their probationary period. 
Eligible employees shall contribute as follows: 

(i) Medical Services Plan - eligible employees shall contribute twenty-five 
percent (25%) of the premium for the plan and the employer shall contribute 
the remaining seventy-five percent (75%). Effective January 1, 2001, the 
employer shall contribute one hundred percent (100%) of the premium; 

(ii) Extended Health Benefits - eligible employees shall contribute twenty-five 
percent (25%) of the premium for the plan and the employer shall contribute 
the remaining seventy-five percent (75%). Effective January 1, 2001, the 
employer shall contribute one hundred percent (100%) of the premium. The 
plan shall include vision care providing for eighty percent (80%) 
reimbursement towards the cost of the purchase of one (1) pair of 
eyeglasses every two (2) years for each regular employee and dependents 
to a maximum cost of two hundred dollars ($200) per pair (including hearing 
aids to a maximum of five hundred dollars ($500) every five years), to a 
maximum lifetime benefit of one hundred thousand ($100,000.00) per family 
member. 

26.02 Group Life Insurance 

Regular employees who are eligible for coverage under the terms of the Group 
Life Insurance Plan in effect through the Public Education Benefits Trust shall, as 
a condition of employment, participate in this plan from the first day of the month 
following completion of their probationary period. The plan shall provide basic 
insurance in the amount of two times (2x) the employee's annual basic earnings, 
rounded upwards to the next highest thousand, plus(+) such optional benefits as 
may be offered through the Public Education Benefits Trust. This Article to be 
effective January 1, 1994. Eligible employees shall contribute twenty-five percent 
(25%) of the premiums for the basic life insurance and the Employer shall 
contribute the remaining seventy-five percent (75%). Effective January 1, 2001, 
the employer shall contribute one hundred percent (100%) of the premiums for the 
basic life and A D & D. Eligible employees shall contribute one hundred percent 
(100%) of the premiums for optional life insurance coverage. The terms of the 
plan established with the carrier shall apply. 

26.03 Dental Plan 

Regular employees who are eligible for coverage under the terms of the Dental 
Plan in effect through the Public Education Benefits Trust may participate in this 
Plan from the first day of the month following completion of their probationary 
period. Eligible employees shall contribute twenty-five percent (25%) of the 
premiums for this Plan and the Employer shall contribute the remaining seventy­
five percent (75%). The Dental Plan shall provide for payment of one hundred 
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percent (100%) of the claims under Plan "A" (basic service), fifty percent (50%) of 
the claims under Plan "B" (prosthetic appliances, crown and bridge procedures) 
and fifty percent (50%) of the claims under Plan "C" (orthodontics) to a maximum 
lifetime benefit of two thousand dollars ($2,000.00) per family member. The terms 
of the Plan established with the carrier shall apply. 

26.04 Municipal Pension Plan 

All newly hired regular employees, upon completion of their probationary period, 
and who are employed on the basis of twenty (20) hours or more per week, shall 
participate under the Pension (Municipal) Act, subject to the terms and conditions 
of such Act. 

26.05 WorksafeBC Compensation Supplement 

(i) When a regular employee suffers an occupational injury approved by the 
WorksafeBC under the Workers' Compensation Act, such employee's 
normal net salary shall be continued for a period of not more than fifty-two 
(52) weeks, or until the status of the Workers' Compensation Board 
payment changes to disability pension, or other Workers' Compensation 
settlement, whichever occurs first. 

(ii) All monies payable to an employee by way of compensation for loss of 
wages under the said Act shall be paid to the Employer by the Workers' 
Compensation Board in return for which the Board shall pay the employee 
the full amount of wages to which the employee would have been otherwise 
entitled but for disability suffered or incurred by the employee aforesaid, 
subject to the above maximum time limitation of fifty-two (52) weeks. 

(iii) Spareboard employees and regular employees who normally work less than 
regular full-time hours shall be eligible for the Workers' Compensation 
Board supplement. The amount of supplement received shall be based 
upon such employee's average earnings and hours worked during the 
previous twelve (12) month period. 

26.06 Retirement Gratuity 

An employee who reaches retirement age and retires in accordance with the 
Pension (Municipal) Act and has completed ten (10) years or more continuous 
service shall be granted one (1) month's extra pay and, if an employee has not 
taken vacation for the current year, the employee shall be paid in lieu of such 
vacation in accordance with Article 21.06. 

26.07 Pro-Rata of Employee Premiums 

(i) For twelve (12) month employees: The employee's share of annual fringe 
benefit premiums for Article 26.02 (Optional Life only) and 26.03 (Dental) 
will be deducted on a twelve (12) month basis on the last pay of each 
month. 

2019 - 2022 Collective Agreement 40 CUPE Local 947 & School District No. 61 



(ii) For employees who work ten (10) months or more but less than twelve (12): 
The employee's share of the fringe benefit, for the months that employment 
is provided, the premium for Article 26.03 (Dental) will be deducted on a ten 
(10) month basis on the last pay of each month employed. 

(iii) For employees who work ten (1 O) months or more but less than twelve (12): 
Note that one hundred percent (100%) employer paid obligation under 
26.01 and 26.03 does not apply to natural appointment breaks (months 
unemployed). Therefore, the employee's share of the natural appointment 
break, fringe benefit premiums for Article 26.01 (Medical and Extended 
Health) and Article 26.02 (Dental) will be deducted on a ten (10) month or 
eleven (11) month basis, as applicable, on the first pay of each month. An . 
adjustment will occur each June or, the month preceding the natural 
appointment break if the break includes June, to allow for changes to 
premium rates and to reconcile for actual costs or employee dependent 
changes during the school year. 

26.08 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: 

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

(ii) 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 Industrial 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 Industrial 
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 27: TECHNOLOGICAL CHANGE 

27.01 

27.02 

27.03 

27.04 

27.05 

The Union recognizes the right of the Employer to introduce technological change 
for the purpose of improving operating efficiency. 

The Employer agrees to provide the Union with not less than three (3) months' 
notice in writing of its intention to introduce technological change in material or 
equipment which affects the terms and conditions or security of employment of 
employees covered by this Agreement. 

Within fifteen (15) days from the date of such notice, the Employer and the Union 
shall form an ad-hoc technological change committee, consisting of two (2) 
members from each side, to discuss and resolve, if possible, all matters pertaining 
to the proposed change. 

Should the introduction of technological change result in substantial changes in an 
employee's procedures or position and/or increased skills and abilities required, 
then the Board will provide training and equipment up to a maximum of three (3) 
months with no loss of pay, benefits or seniority. 

(i) Should the introduction of technological change result in the employee's 
position becoming redundant, then the Board and the Union will make every 
effort to place the employee in a position with the rights and benefits 
provided under this Agreement, provided always that the employee has the 
required qualifications, experience, skill and ability. 

(ii) If an employee cannot be placed in such an alternate position, or if during 
the three (3) month appraisal period in the alternate position the employee 
is unable to meet the position requirements, the Board will give notice of 
layoff in accordance with Article 17. 

Where the committee is unable to resolve a dispute arising from the technological 
change, the matter shall be resolved, without stoppage of work, in accordance 
with the grievance/arbitration procedure established in this Agreement. 

ARTICLE 28: OCCUPATIONAL HEALTH AND SAFETY 

28.01 Mutual Cooperation 

The Employer and the Union agree to cooperate in improving the safety and 
occupational health of employees and in educating employees and supervisors in 
proper safety practices and procedures. 
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28.02 Hazardous Substances 

The Employer shall provide the Union, where practicable, with such information as 
may come into the Employer's possession which identifies the dangers involved 
with hazardous substances that employees are required to use in the course of 
their work. 

28.03 Occupational Health and Safety Committee 

The parties agree to establish an Occupational Health and Safety Committee per 
the WorksafeBC Regulations. One of the functions of this committee shall be to 
promote occupatiqnal health and safety practices and the observance of safety 
rules. 

28.04 Training for Safety Purposes 

For safety purposes, employees shall receive necessary training to operate any 
piece of equipment or deliver specialized procedures or therapies. 

28.05 Workplace Violence 

(i) The Board and the Union are committed to fostering and promoting a safe 
environment for all students, staff, and public. The Board agrees to develop 
policies for dealing with work place violence. 

(ii) The Board and the Union agree to participate in procedures to ensure the 
employees are aware of and understand work place violence. 

(iii) The Joint Health and Safety Committee shall be consulted regarding the 
curriculum of training and applicable procedural measures. 

28.06 Safety Footwear Allowance 

Where required by the Workers' Compensation Act or when the Employer deems 
it necessary in writing and does not provide footwear, the Board shall provide 
such employees by February 1st with sixty dollars ($60) per year footwear 
allowance for the sole purpose of purchasing appropriate safety or protective 
footwear. The employee will be required to wear such safety footwear during their 
working hours. 

ARTICLE 29: HARASSMENT 

29.01 
The Board and the Union recognize the benefit to be derived from a work 
environment free from harassment and are committed to fostering and promoting 
such an environment. The parties further agree to cooperate in attempting to 
resolve, in a confidential manner, complaints or disputes pertaining to this Article 
and referred to in Board policy and procedures. 
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29.02 

29.03 

ARTICLE 30: 

30.01 

ARTICLE 31: 

31.01 

ARTICLE 32: 

32.01 

Harassment, including sexual harassment, is defined as engaging in a course of 
vexatious comment or conduct that is known or ought reasonably to be known to 
be unwelcome by the recipient and which serves no legitimate work related 
purpose. 

Harassment does not include actions occasioned through exercising in good faith 
the employer's and employees' rights and responsibilities. 

Cases of harassment, including sexual harassment, shall be considered 
discrimination and, if not resolved on a confidential basis pursuant to Article 
29.01, above, shall be eligible to be processed as a grievance. In cases of 
harassment, an Arbitration Board shall have the power to transfer or discipline any 
person found guilty of harassing an employee. 

EMPLOYEE RECORDS 

Employee records shall be kept confidential. Employees shall have access to 
their own personnel file upon request and shall be permitted to make one (1) copy 
of any item contained therein. Personnel files may be reviewed with the Director 
of Human Resource Services at the employee's request to discuss the removal of 
any materials detrimental to the employee's interests which the employee feels 
are outdated. 

PRINTING THE COLLECTIVE AGREEMENT 

The Board and the Union shall share equally the cost of printing a sufficient 
number of this Agreement, in booklet form, to be distributed to CUPE Local 947 
members, supervisors and school principals. 

BULLETIN BOARDS 

Bulletin boards for Union business shall be made available in a school staff room, 
in the main administration building and other areas as may be mutually agreed to. 
It is understood that there will be no additional cost to the District as a result of 
this proposal. 
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ARTICLE 33: JOINT JOB EVALUATION COMMITTEE 

33.01 
All newly created or revised job descriptions shall be referred to the Joint Job 
Evaluation Committee for review and rating. 

(i) Minutes of the previous meeting and agenda of the forthcoming meeting will 
be circulated prior to each meeting. 

(ii) The quorum at each meeting will be equal representation of both Union and 
Management, but not less than four members. 

(iii) Routine business decisions of the Committee will be by a simple majority, 
whereas job description rating decisions will be unanimous. Alternate 
members will have a-vote only when a regular Committee member is 
absent. 

(iv) Committee members may not participate in the discussions related to the 
rating for their job classifications, and may not vote on the final rating for 
their classification. Alternate members participating in place of a regular 
Joint Job Evaluation Committee member shall have the right to vote. 

ARTICLE 34: JOB SECURITY 

34.01 Volunteers 

Volunteers will not perform tasks that are within any contractual agreements 
and/or job descriptions of CUPE Local 947, unless mutually agreed to by CUPE 
Local 947 and the Board through the Labour/Management approval process, in 
accordance with Policy 1240, as revised in 1994. 

34.02 Work Experience 

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: 

(i) Participation in a work experience placement shall be approved in writing 
by the Board (or designate), the Union, and the individual regular 
employee involved prior to any placement; 

(ii) Participation in a work experience placement by an employee is 
completely voluntary; 

(iii) 
(a) A work experience placement is not to be made when such placement 

will replace a regular or spareboard employee who is on lay-off or 
whose job has been eliminated due to budget cuts or "downsizing", 
nor shall such placement be used to avoid hiring an employee. 

(b) Should the employee trainer be laid-off during the placement, the 
placement will be terminated. 
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(iv) No employee will be held liable or responsible for the improper action of 
any individual participating in a work experience placement; 

(v) A person placed within the District in a work experience shall be subject to 
the requirement of an acceptable criminal record check; 

(vi) A person placed within the District in a work experience is not an 
employee nor entitled to any preference over any regular or spareboard 
employee with respect to any rights or benefits resulting from employment 
or the Collective Agreement between the parties; 

(vii) At no time will an individual be placed in a workplace during an industrial 
relations dispute between the Union and the Employer. If an industrial 
relations dispute arises during a work experience placement, the individual 
will be removed from the workplace until such time as the dispute is 
resolved; 

(viii) The employee who has agreed to supervise an individual on a work 
experience placement will be provided with adequate time to work with the 
individual without penalty or threat of discipline; 

(ix) The Work Experience Placement Agreement referred to in the Letter of 
Understanding created jointly by the Board and the Union sets out 
conditions for internal placement(s) within School District #61. 

34.03 Contracting Out 

No regular employee shall be laid-off and placed on the recall list, or otherwise 
terminated, as a result of contracting-out of bargaining unit work normally 
performed by regular employees. Regular employees made redundant by 
contracting out may be transferred at the employer's discretion to vacant positions 
without violating the collective agreement. 

ARTICLE 35: TERM OF AGREEMENT 

35.01 Term 

This Agreement shall remain in effect from and including July 1, 2019 up to and 
including June 30, 2022 and shall continue in effect from year to year thereafter, 
subject to the right of either Party, within four (4) months immediately preceding 
the expiry date or immediately preceding the anniversary date in any year 
thereafter, by written notice to the other Party, to require the other Party to 
commence collective bargaining with a view to the conclusion of a renewal or 
revision of this Agreement, or a new Agreement. The parties agree to exclude (S) 
50 subsections (2) and (3) of the Labour Code. 
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35.02 Continuation Article 

Should either Party give written notice to the other Party in accordance with Article 
35.01, this Agreement shall thereafter continue in full force and effect, until the 
Union shall commence a legal strike, or the Employer shall commence a legal 
lockout, or the parties shall conclude a renewal or revision of this Agreement, or a 
new Agreement. 

35.03 Retroactivitv 

(i) Retroactive pay shall be paid at the earliest date practical and not later than 
thirty (30) calendar days following the date of the signing of this Agreement. 

(ii) Except where otherwise specifically provided, the effective date of all 
amendments to this Agreement shall be on the date of the execution first 
above written, however, adjustments to salaries shall apply as provided in 
Schedule "A". 

ARTICLE 36: STAFF DEVELOPMENT 

36.01 
The Board and the Union are committed to ongoing Staff Development that takes 
place during the workday and is funded by the District. A Joint Staff Development 
Committee of the Union and the Employer shall co-ordinate opportunities on the 
designated non-instructional Pro-D Days set out in the School Calendar Year. 
Staff Development activities are designed to enhance personal and workplace 
effectiveness and are not intended to replace ongoing training required by the 
employer and/or other educational leave opportunities. 

See Article 18.07 - Non-Instructional Days 

ARTICLE 37: LETTERS OF UNDERSTANDING 

37.01 For the term of the Agreement, the following Letters of Understanding shall be 
attached to and form part of this agreement: . 

# 1 Jurisdictional Anomalies 
# 2 Accommodation 
# 3 Work Experience Placement Agreement 
# 4 Consultation Process 
# 5 Bridging Employees who work less that twelve (12) months a year 

and do not receive LTD payments in July and August 
# 6 School Closures and travel Disruption 
# 7 Service Improvement Allocation 
# 8 17 .13 Deployment 
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IN WITNESS WHEREOF the parties hereto have caused this Agreement to be executed this 

4 day of JI). Al £. in the year 2020, in the 

City of Victoria, Province of British Columbia. 

FOR THE EMPLOYER 
The Corporate Seal of the Board was 
hereunto affixed in the presence of: 

/cope 491 
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FOR THE UNION 
Sealed with the Seal of the Canadian Union of 
Public Employees, Local No. 947 in the 
presence of: 
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Salary 0cc. 
Grid Code 

1 

2 

3 OA 

4 

5 

6 SPVN 

7 DR 

7 SA 

7 SAE 

7 SC 

8 SLC 

8 SMA 

9 CLA 

9 DO 

9 SSLA 

9 SISS 

10 AA1 

10 CCC 

11 ABA 

11 ACF 

11 ACG 

11 ACI 

11 ACS 

11 AEA 

11 ACAT 

11 CA 

11 ECE 

11 EAG 

11 SAA1 

11 TRCD 

11 VLI 

12 AA2N 

12 AASS 

12 AAP 

12 BSP 

12 CLF 

12 EAB 

12 EADB 

12 EAP 

12 ET1 

12 FRCD 

12 HRSD 

12 HRSR 

12 PSP 

12 RSEC 

SCHEDULE "A" 
Greater Victoria School District No. 61 

CUPE 947 Regular Wage Rate Salary Grid 

As at July 1, 2019 • 2% Increase 

REGl:J):.~R SPAREBOARD 
Classification Regular Wage Rate Green Circled Red Circled Spareboard Wage 

per hour Wage Rate Wage Rate per Rate per hour 
per hour hour 

(no increase) I 

No Positions 19.32 18.45 --
No Positions 19.80 18.86 

Office Assistant 20.37 19.32 

No Positions 20.95 19.80 

No Positions 21.51 20.37 

Student Supervisor 22.37 20.95 

District Receptionist I 22.76 21.28 

School Assistant 22.76 21 .28 

School Assistant - ESL 22.76 23.48 21 .28 

Secretarial Clerk 22.76 21.28 

School Library Clerk 23.48 22.10 

School Meals Assistant 23.48 22.10 

Computer Lab Assistant 24.21 22.76 

Database Operator 24.21 22.76 

Secondary Science Lab Assistant 24.21 22.76 

Student Information System Operator 24.21 22.76 

Administrative Assistant I 25.17 23.47 

Career Centre Coordinator 25.17 23.47 

ABA Assistant 26.21 24.21 

Accounts Clerk - Facilities 26.21 24.21 

Accounts Clerk - General 26.21 24.21 

Accounts Clerk - International Student Program 26.21 24.21 

Accounts Clerk - Schools 26.21 24.21 

Aboriginal Education Assistant 26.21 24.21 

Augmentative Communication & Adaptive Technology Asst. 26.21 n/a 

Cafeteria Assistant 26.21 24.21 

Early Childhood Educator 26.21 24.21 

Educational Assistant - General 26.21 24.21 

School Administrative Assistant I 26.21 24.21 

Transportation Coordinator 26.21 24.21 

Visual Language Interpreter 26.21 24.21 

Administrative Assistant II - Non Supervise 27.21 28.02 25.17 

Administrative Assistant II - Student Services 27.21 25.17 

Administrative Assistant - Purchasing 27.21 28.40 25.17 

Benefits Specialist 27.21 25.17 

CommunityLINK Facilitator 27.21 25.17 

Educational Assistant - Braille 27.21 25.17 

Educational Assistant - Deaf/Blind 27.21 25.17 

Educational Assistant - Physical 27.21 25.17 

Electronics Technician I 27.21 25.17 

Facilities Rental Coordinator 27.21 25.17 

HR Systems Specialist - Dispatch/Absences 27.21 25.17 

HR Systems Specialist - Records 27.21 25.17 

Payroll Specialist 27.21 25.17 

Registrar Secretary 27.21 25.17 
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As at July 1, 2019 • 2% Increase 

REG l! l:.A El SPAREBOARD 
Salary 0cc. Classification Regular Wage Green Circled Red Circled Spareboard Wage 
Grid Code Rate Wage Rate Wage Rate per Rate per hour 

per hour per hour hour 
(no increase) 

13 AA2S Administrative Assistant 11 - Supervising 28.40 26.21 

13 DEA District Educational Assistant 28.40 26.21 

13 HPC Homestay Coordinator 28.40 26.21 

13 ITSS ITL Support Specialist 28.40 26.21 

13 SAA3 School Administrative Assistant Ill 28.40 26.21 

13 SGT School Technologist 28.40 26.21 

13 SHRA Senior HR Records & Data Analyst 28.40 26,21 

13 SMAS Senior Management Assistant 28.40 26.21 

14 AACF Assislant Accountant - Management & Reporting 29.53 27.23 

14 AACP Assistant Accountant - International Student Program 29.53 27.23 
----

14 PAAC Assistant Accountant - Payroll 29.53 27.23 

14 BT Building Technologist 29.53 27.23 

14 FACA Financial Accounting Assistant 29.53 27.23 

14 ITST ITL Support Team Leader 29.53 27.23 

14 RAC Reconciliation Accountant 29.53 27.23 

14 RLS Rentals & Leasing Supervisor 29.53 27.23 

15 BYR Buyer 30.75 28.40 

15 ET2 Electronics Technician II 30.75 28.40 

16 FASS Facilities Administration Systems Supervisor 32.04 29.53 

16 HASP Human Resources Systems Supervisor 32.04 29.53 

16 SBT Senior Building Technologist 32.04 29.53 

17 DCP Digital Content Publisher 33.43 30.77 

17 NSC Network Systems Coordinator 33.43 30.77 

18 BYSR Senior Buyer 34.82 32.03 

18 SSDA Student Systems & Data Analyst 34.82 32.03 

19 ITTL Information Technology Team Leader 36.27 33.42 

19 NCS Network and Communications Supervisor 36.27 33.42 

19 SSSD Senior Student Systems & Data Analyst 36.27 33.42 

19 SYSA Systems Analyst 36.27 33.42 

ishift differential 
1= $0.81 / hr 
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Salary 0cc. 
Grid Code 

1 

2 

3 OA 

4 

5 

6 SPVN 

7 DR 

7 SA 

7 SAE 

7 SC 

8 SLC 

8 SMA 

9 CLA 

9 DO 

9 SSLA 

9 SISS 

10 AA1 

10 CCC 

11 ABA 

11 ACF 

11 ACG 

11 ACI 

11 ACS 

11 AEA 

11 ACAT 

11 CA 

11 EGE 

11 EAG 

11 SAA1 

11 TRCD 

11 vu 
12 AA2N 

12 AASS 

12 AAP 

12 BSP 

12 CLF 

12 EAB 

12 EADB 

12 EAP 

12 ET1 

12 FRCD 

12 HRSD 

12 HRSR 

12 PSP 

12 RSEC 

SCHEDULE "A" 
Greater Victoria School District No. 61 

CUPE 947 Regular Wage Rate Salary Grid 

As at Julv 1 2020 • 2% Increase 
REGl:ILA.R, SPAREBOARD 

Classification Regular Wage Green Circled Red Circled Spareboard Wage 
Rate Wage Wage Rate per hour 

per hour Rate Rate per hour 
per hour (no increase) 

No Positions 19.71 18.82 

No Positions 20.20 19.24 

Office Assistant 20.78 19.71 

No Positions 21.37 20.20 

No Positions 21.94 20.78 

Student Supervisor 22.82 21.37 

District Receptionist 23.22 21.71 

School Assistant 23.22 21.71 

School Assistant - ESL 23.22 23.48 21.71 

Secretarial Clerk 23.22 21.71 

School Library Clerk 23.95 22.54 

School Meals Assistant 23.95 22.54 

Computer Lab Assistant 24.69 23.22 

Database Operator 24.69 23.22 

Secondary Science Lab Assistant 24.69 23.22 

Student Information System Operator 24.69 23.22 

Administrative Assistant I 25.67 23.94 

Career Centre Coordinator 25.67 23.94 

ABA Assistant 26.73 24.69 

Accounts Clerk - Facilities 26.73 24.69 

Accounts Clerk - General 26.73 24.69 

Accounts Clerk - International Student Program 26.73 24.69 

Accounts Clerk - Schools 26.73 24.69 

Aboriginal Education Assistant 26.73 24.69 

Augmentative Communication & Adaptive Technology Asst. 26.73 n/a 

Cafeteria Assistant 26.73 24.69 

Early Childhood Educator 26.73 24.69 

Educational Assistant - General 26.73 24.69 

School Administrative Assistant I 26.73 24.69 

Transportation Coordinator 26.73 24.69 

Visual Language Interpreter 26.73 24.69 

Administrative Assistant II - Non Supervise 27.75 28.58 25.67 

Administrative Assistant II - Student Services 27.75 25.67 

Administrative Assistant - Purchasing 27.75 28.97 25.67 

Benefits Specialist 27.75 25.67 

CommunityLINK Facilitator 27.75 25.67 

Educational Assistant : Braille 27.75 25.67 

Educational Assistant - Deaf/Blind 27.75 25.67 

Educational Assistant - Physical 27.75 25.67 

Electronics Technician I 27.75 25.67 

Facilities Rental Coordinator 27.75 25.67 

HR Systems Specialist - Dispatch/Absences 27.75 25.67 

HR Systems Specialist - Records 27.75 25:67 

Payroll Specialist 27.75 25.67 

Registrar Secretary 27.75 25.67 
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As at Julv 1 2020 • 2% Increase 
BE"GU l A:R SPAREBOAR0 

Salary 0cc. Classification Regular Wage Green Circled Red Circled Spareboard Wage 
Grid Code Rate Wage Wage Rate per hour 

per hour Rate Rate per hour 
per hour (no Increase) 

13 AA2S Administrative Assistant 11 - Supervising 28.97 26.73 

13 DEA District Educa tional Assistant 28.97 26.73 

13 HPC Homestay Coordinator 28.97 26.73 

13 ITSS ITL Support Special ist 28.97 26.73 

13 SAA3 School Administrative Assistant Ill 28.97 26.73 

13 SCT School Technologist 28.97 26.73 

13 SHRA Senior HR Records & Data Analyst 28.97 26.73 

13 SMAS Senior Management Assistant 28.97 26 .73 

14 AACF Assistan t Accou ntant - Management & Report ing 30.12 27.77 

14 AACP Assistant Accountant - International Student Program 30.12 27.77 

14 PAAC Assistant Accountant - Payroll 30.12 27.77 

14 BT Building Technologist 30.12 27.77 

14 FACA l=inancial Accounting Assis tant 30.12 27.77 

14 ITST ITL Support Team Leader 30.12 27.77 

14 RAC Reconciliation Accountant 30.12 27.77 

14 RLS Rentals & Leasing Supervisor 30.12 27.77 

15 BYR Buyer 31 .37 28.97 

15 ET2 Electronics Technician II 31.37 28.97 

16 FASS Facili ties Administration Systems Supervisor 32.68 30.12 

16 HASP Human Resources Systems Supervisor 32.68 30.12 

16 SBT Senior Building Technologist 32.68 30.12 

17 DCP Digital Content Publisher 34.10 31 .39 

17 NSC Network Systems Coordinator 34.10 31 .39 

18 BYSR Senior Buyer 35.52 32.67 

18 SSDA Student Systems & Data Analyst 35.52 32.67 

19 ITTL Information Technology Team Leader 37.00 34.09 

19 NCS Network and Communications Supervisor 37.00 34.09 

19 SSSD Senior Student Systems & Data Analyst 37.00 34.09 

19 SYSA Systems Analyst 37.00 34.09 

~hilt differential = 
~0.83 I hr 
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Salary 0cc. 
Grid Code 

1 

2 

3 OA 

4 

5 

6 SPVN 

7 DR 

7 SA 
7 SAE 

7 SC 

8 SLC 

8 SMA 
9 CLA 

9 DO 

9 SSLA 

9 SISS 

10 AA1 

10 CCC 

11 ABA 
11 ACF 

11 ACG 

11 ACI 

11 ACS 

11 AEA 
11 ACAT 

11 CA 

11 EGE 

11 EAG 

11 SAA1 

11 TRCD 

11 vu 
12 AA2N 

12 AASS 

12 AAP 

12 BSP 

12 CLF 

12 EAB 

12 EADS 

12 EAP 

12 ET1 

12 FRCD 

12 HRSD 

12 HRSR 

12 PSP 

12 RSEC 

SCHEDULE "A" 
Greater Victoria School District No. 61 

CUPE 947 Regular Wage Rate Salary Grid 

As at Julv 1 2021 - 2% Increase 
·•--

F.IEGUL~ fh 
-

SPAREBOARO 
Classification Regular Wage Green Circled Red Circled Spereboard Wage 

Rate Wage Wage Rate per hour 
per hour Rate Rate per hour 

per hour (no ,Increase) 

No Positions 20.10 19.20 

No Positions 20.60 19.62 

Office Assistant 21.20 20.10 

No Positions 21.80 20.60 

No Positions 22.38 21.20 

Student Supervisor 23.28 21.80 

District Receptionist 23.68 22.14 

School Assistant 23.68 22.14 

School Assistant - ESL 23.68 22.14 

Secretarial Clerk 23.68 22.14 

School Library Clerk 24.43 22.99 

School Meals Assistant 24.43 22.99 

Computer Lab Assistant 25.18 23.68 

Database Operator 25.18 23.68 

Secondary Science Lab Assistant 25.18 23.68 

Student Information System Operator 25.18 23.68 

Administrative Assistant I 26.18 24.42 

Career Centre Coordinator 26.18 24.42 

ASA Assistant 27.26 25.18 

Accounts Clerk - Facilities 27.26 25.18 

Accounts Clerk - General 27.26 25.18 

Accounts Clerk - International Student Program 27.26 25.18 

Accounts Clerk - Schools 27.26 25.18 

Aboriginal Education Assistant 27.26 25.18 

Augmentative Communication & Adaptive Technology Asst. 27.26 n/a 

Cafeteria Assistant 27.26 25.18 

Early Childhood Educator 27.26 25.18 

Educational Assistant - General 27.26 25.18 

School Administrative Assistant I 27.26 25.18 

Transportation Coordinator 27.26 25.18 

Visual Language Interpreter 27.26 25.18 

Administrative Assistant II - Non Supervise 28.31 29.15 26.18 

Administrative Assistant II - Student Services 28.31 26.18 

Administrative Assistant - Purchasing 28.31 29.55 26.18 

Benefits Specialist 28.31 26.18 

CommunityLINK Facilitator 28.31 26.18 

Educational Assistant - Braille 28.31 26.18 

Educational Assistant - Deaf/Blind 28.31 26.18 

Educational Assistant - Physical 28.31 26.18 

Electronics Technician I 28.31 26.18 

Facilities Rental Coordinator 28.31 26.18 

HR Systems Specialist - Dispatch/Absences 28.31 26.18 

HR Systems Specialist - Records 28.31 26.18 

Payroll Specialist 28.31 26.18 

Registrar Secretary 28.31 26.18 
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As at Julv 1 2021 • 2% Increase 
REGULA:R SPAREBOARD 

Salary 0cc. Classification Regular Wage Green Circled Red Circled Spareboard Wage 
Grid Code Rate Wage Wage Rate per hour 

per hour Rate Rate per hour 
per hour (no increase) 

13 AA2S Administrative Assistant 11 - Supervising 29.55 27.26 

13 DEA District Educational Assistant 29.55 27.26 

13 HPC Homestay Coordinator 29.55 27.26 

13 ITSS ITL Support Specialist 29.55 27.26 

13 SAA3 School Administrative Assistant Ill 29.55 27.26 

13 SGT School Technologist 29.55 27.26 

13 SHRA Senior HR Records & Data Analyst 29.55 27.26 

13 SMAS Senior Management Assistant 29.55 27.26 

14 AACF Assistant Accountant - Management & Reporting 30.72 28.33 

14 AACP Assistant Accountant - International Student Program 30.72 28.33 

14 PAAC Assistant Accountant - Payroll 30.72 28.33 

14 BT Building Technologist 30.72 28.33 

14 FACA Financial Accounting Assistant 30.72 28.33 

14 ITST ITL Support Team Leader 30.72 28.33 

14 RAC Reconciliation Accountant 30.72 28.33 

14 RLS Rentals & Leasing Supervisor 30.72 28.33 

15 BYR Buyer 32.00 29.55 

15 ET2 Electronics Technician II 32.00 29.55 

16 FASS Facilities Administration Systems Supervisor 33.33 30.72 

16 HRSP Human Resources Systems Supervisor 33.33 30.72 

16 SBT Senior Building Technologist 33.33 30.72 

17 DCP Digital Content Publisher 34.78 32.02 

17 NSC Network Systems Coordinator 34.78 32.02 

18 BYSR Senior Buyer 36.23 33.32 

18 SSDA Student Systems & Data Analyst 36.23 33.32 

19 ITTL Information Technology Team Leader 37.74 34.77 

19 NCS Network and Communications Supervisor 37.74 34.77 

19 SSSD Senior Student Systems & Data Analyst 37.74 34.77 

19 SYSA Systems Analyst 37.74 34.77 

lshift differential = 
~0.84 / hr 
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LETTER OF UNDERSTANDING #1 

between 

THE BOARD OF EDUCATION OF 
SCHOOL DISTRICT NO. 61 (GREATER VICTORIA) 

and 

CANADIAN UNION OF PUBLIC EMPLOYEES 
LOCAL NO. 947 

and 

CANADIAN UNION OF PUBLIC EMPLOYEES 
LOCAL NO. 382 

RE: Jurisdictional Anomalies 

WHEREAS the Parties noted herein recognize that there currently exists a number of 
jurisdictional anomalies, and a potential for future anomalies; and 

WHEREAS these anomalies may give rise to jurisdictional uncertainty and/or disputes, which 
can adversely affect employees and the delivery of educational services to students in District 
No. 61; 

THEREFORE the Parties agree to the following procedure and principles in dealing with current 
and future juri_sdictional matters: 

1. Where one or more of the Parties believes a jurisdictional question needs to be 
addressed, they shall contact the other .Parties, in writing, defining the question and 
requesting a meeting; 

2. Where there is a request for a meeting, pursuant to item 1, representatives of the 
Parties shall meet at their earliest convenience; 

3. In making every reasonable effort to resolve the jurisdictional question(s), the 
Parties shall be guided by the following: 

(a) The respective Union certifications; 

(b) The relevant provisions of the respective collective agreements; 

(c) The interest of the affected employees; 

(d) The operational requirements; 

(e) The existing duties and qualifications; 
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4. Where the Parties are unable to achieve a mutually agreeable resolution within thirty 
(30) days, or such longer period as may be agreed to by the Parties, then the matter 
shall be submitted to a single arbitrator named by agreement of the Parties for the 
sole purpose of adjudicating disputes arising under this provision; 

5. It is understood that, where the Parties are agreed, the question may be adjudicated 
based on written submission to the arbitrator, otherwise they shall conduct a hearing 
in the normal manner. 

Dated this '-f day of ~ CJJ_ u_N_E:._-______ zo zo 

~ 
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Preamble 

LETTER OF UNDERSTANDING #2 

between 

BOARD OF EDUCATION OF 
SCHOOL DISTRICT NO. 61 (GREATER VICTORIA) 

and 

CANADIAN UNION OF PUBLIC EMPLOYEES 
LOCAL NO. 947 

RE: Accommodation 

In accordance with the collective agreement, the parties recognize that prevention of injuries 
and rehabilitation of disabled employees are equally important goals. The parties further 
recognize that accommodation is part of a continuum of rehabilitation. 

The Employer and the Union are committed to a voluntary, safe accommodation that addresses 
the needs of those able to return to work. - ·-

Accommodation will recognize the specific health needs of each individual employee who 
participates. Jobs modified or created are specific to the employee's individual needs or 
requirements. 

An employee's participation in an established accommodation is voluntary. An employee's 
participation or non-participation in the program will not be the basis for any disciplinary action. 
Participation must include the consent of the employee's physician, with input from other health 
care professionals, as appropriate. 

(a) Types of Initiatives 

Accommodation may consist of one or more of the following: 

1. Modified Work: 

Not performing, or altering, the full scope of duties through modifying the current 
position; Current position. 

(a) Transitional work. 

(b) Vacant or new position. 

(c) Attaining a position through the deployment process. 

2. Graduated Return to Work: 

Not working regular number of hours. 
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(b) 

(c) 

(d) 

(e) 

3. Rehabilitation: 

Special rehabilitation programs. 

4. Ergonomic Adjustments: 

Modifications to the workplace (materials and/or equipment). 

Rate of Pay and Appraisal Period 

Employees receiving special placement under this Letter of Understanding shall be paid 
the rate for the job in which they are placed. See Article 16.05 regarding Appraisal 
Period. 

Re-orientation to the Workplace 

A departmental orientation will be provided for the employee, as well as a general work 
site orientation, if necessary, for an employee who has been off work for an extended 
period of time. 

Expedited Accommodation Process 

The Union and District will each assign a representative to manage the accommodation 
process in an expedited and informal manner. Both representatives may also assign a 
designate. The Union representative (or designate) shall be granted leave without loss 
of pay for any work performed managing the accommodation process. These two (2) 
representatives will make every effort to manage and resolve the accommodation 
process as described in this document. 

Should these two (2) representatives be unable to resolve and individual accommodation 
then the Accommodation Committee, as described in (e) below, shall be called. 

Accommodation Committee 

The parties agree to form an Accommodation Committee consisting of up to three (3) 
representatives from the Union and up to three (3) representatives of the Employer in 
addition to the District Health and Safety Officer. Employees who are members of the 
Committee shall be granted leave without loss of pay to participate in the Committee 
process. 

Purpose 

The purpose of the Committee is to promote the philosophy and encourage the introduction of 
accommodation. 

Role and Function 

The roles and functions of the Committee are as follows: 

1. Assist in the development of processes and structures for accommodation in the work 
site(s); 
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2. Act as an advisor to employees and the Board on accommodation in the work site(s); 

3. Request information and provide feedback concerning individual employee 
accommodation; 

4. Prior to entry into an accommodation, the Committee and the employee shall discuss the 
planned program and its duration. The details of the proposed accommodation will be 
confirmed in writing to the employee, the Board and the Union; 

5. The employee, union and employer must be in agreement. 

Responsibilities 

1. Determine, in conjunction with the employee and the physician, the capabilities of the 
disabled employee. 

2. Determine if the employee can return to their current position. 

3. Determine if the current position can be modified to accommodate the disabled 
employee. 

4. Determine if part time positions are available for those unable to manage a full shift. 

5. Determine if alternative work is suitable. 

6. Develop an individual program for the employee and keep the employee actively 
involved in the plan by maintaining continuous contact. 

7. Communicate potential problems to the Board and the Union. 

8. Maintain a liaison with the Joint Health and Safety Committee. 

9. Keep a confidential record of meetings. 

(JUN£ 20 '2-0 --------------
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LETTER OF UNDERSTANDING #3 

between 

BOARD OF EDUCATION 
OF SCHOOL DISTRICT NO. 61 

(GREATER VICTORIA) 

and 

CANADIAN UNION OF PUBLIC EMPLOYEES 
LOCAL NO. 947 

RE: Work Experience Placement Agreement 

The Employer and the Union agree that the provision of work experience for secondary 
students or other participants of recognized training or job re-entry programs is in the best 
interest of the community as a whole and the individuals in particular. The purpose of this 
Letter of Understanding is to set in place the framework within which work experience 
placements shall operate. 

The following terms and conditions must be met in order for a work experience placement to be 
acceptable: 

1. Any placements must be first approved by the Human Resource Services and CUPE 
Local 947. 

2. For the purpose of this agreement, work experience placements are identified as follows: 

(a) 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 work force; 

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

3. Before entering into a Work Experience Placement Agreement: 

(a) the Union will receive written notification of the intent to place an individual on 
work experience. 

(b) The Union and the Employer will determine if the placement involves CUPE work: 

(i) If so, the work experience placement shall be signed by the Employer, the 
Union, the employee trainer and the individual placement. The Union will 
receive a copy; 

(ii) If not, the Union and the Employer shall sign the agreement contingent on 
the placement not involving CUPE work. 
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(c) If concerns arise which cannot be resolved by the Employer and the Union, such 
placement may be terminated. 

4. General occupational health and safety training shall be given to an individual prior to a 
Work Experience placement. 

5. Prior to the start of a placement the individual will be given an orientation by a union 
representative as to the role of the Union in the workplace. 

6. On the first (1 st
) day of the work experience placement the individual will be given a site 

specific occupational health and safety orientation before any hands-on tasks are 
performed. 

7. It is the joint responsibility of the School District and the Union to ensure that the 
individual has all appropriate safety equipment needed for that work site as required by 
the WorksafeBC. 

8. It is the responsibility of the School District and/or the Ministry of Education, Skills & 
Training to provide liability insurance coverage for any individual being placed in a work 
experience placement. 

9. The individual on a work experience placement must be supervised at all times by the 
employee trainer. At no time will an individual on a work experience placement be 
allowed to perform hands-on work unsupervised by the employee trainer. 

10. Where the workplace being considered for a work experience placement operates on a 
two (2) or three (3) shift basis, (Monday to Friday), every effort will be made to place the 
individual on the first (day) shift. Where this criterion cannot be met the Union must be 
notified in advance of any variation. 

11. Wherever possible, individuals will not be placed in a work area where confidentiality of 
records must be maintained. Where exclusion from such area is not possible individuals 
must be given instruction concerning the protection of confidentiality. 

12. Regular meetings between the Union and the Employer will be held to discuss the status 
of work experience placements. 

Please refer to Article 34 

On behalf of the Employer 
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LETTER OF UNDERSTANDING #4 

between 

BOARD OF EDUCATION 
OF SCHOOL DISTRICT NO. 61 

(GREATER VICTORIA) 

and 

CANADIAN UNION OF PUBLIC EMPLOYEES 
LOCAL NO. 947 

RE: Consultation Process 

In accordance with Board Policies & Regulations, the Board of Education and CUPE 947 
support and encourage the access and participation of support staff in school consultation 
processes. 

On behalf of the Employer 
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LETTER OF UNDERSTANDING #5 

between 

THE BOARD OF EDUCATION OF 
SCHOOL DISTRICT NO. 61 (GREATER VICTORIA) 

and 

CANADIAN UNION OF PUBLIC EMPLOYEES 
LOCAL 947 

RE: Bridging employees who work less than twelve (12) months a year and do not 
receive LTD payments in July and August 

As a result of the expected savings from increasing the probationary period from three (3) to six 
(6) months, the parties have agreed to provide employees who work less than twelve (12) 
months a year who do not receive their long term disability payments with these payments for 
the months of July and August. The payments will be based upon the monthly LTD benefit as 
identified by Desjardin Financial Security. Notwithstanding the above, this agreement will also 
apply to employees who due to operational reasons do not have a layoff in July or August. 

The increased costs of these payments in the summer months will be covered by the expected 
savings from increasing the probationary period. Should these payments in the summer months 
result in costs greater than the expected savings, the parties will be required to meet to 
determine how best to correct any shortfall. In such a case, any previous surpluses will be 
credited towards addressing a future deficit. 

Failure to come to agreement within thirty (30) days of the shortfall being identified will result in 
a return to the language of article 15.02 (probationary period) and article 22.01 ( entitlement) of 
the 2006-2010 collective agreement. It will also result in an end to providing the above 
payments to employees on LTD. In addition, the language of (new) article 22.08 - Emergency 
Sick Leave Plan will also be removed from the collective agreement. 

On behalf of the Employer 
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LETTER OF UNDERSTANDING #6 

between 

THE BOARD OF EDUCATION OF 
SCHOOL DISTRICT NO. 61 (GREATER VICTORIA) 

and 

CANADIAN UNION OF PUBLIC EMPLOYEES 
LOCAL 947 

RE: School Closures and Travel Disruption 

(a) In the event of school closures due to a Board ordered closure, employees are not 
required to report to their assigned work stations. Employees will be paid for the duration 
of the Board ordered closure. 

(b) If Schools are open, employees will make every effort to safely travel to their school , they 
will report their absence using the ADS system. This option should only be used when 
there is a significant safety risk and no alternative travel options are available. 

(c) In the event of unforeseen circumstances including road closures, floods, slides, 
washouts, or when travel advisories are issued advising public not to travel, prevents 
employees reporting to their school, employees will report their absence using the ADS 
system. 

(d) Employees unable to report to their schools due to circumstances in (b) or (c) above will 
be entitled to claim one day of paid leave in accordance with Article 24.12, Family Leave. 

Dated this __________ day of __ .-.---_J_lJ.._ IJ~~- - - - - J 1-0W 

• k;)I\P M~ 

\i~u 
On behalf of the Employer 

2019 - 2022 Collective Agreement 64 CUPE Local 947 & School District No. 61 



LETTER OF UNDERSTANDING #7 

Between 

THE BOARD OF EDUCATION OF SCHOOL DISTRICT NO. 61 (GREATER 
VICTORIA) 

And 

CANADIAN UNION OF PUBLIC EMPLOYEES 

LOCAL 947 

RE: Service Improvement Allocation 

The District has identified $198,959.38 to increase the number of funded hours allocated to 
schools for additional Education Assistant hours in order to improve the quality of continuity of 
services to students throughout the school day. 

The District will continue to allocate funding to schools for Education Assistant positions on the 
basis of a school's student population with designations and vulnerability rating. 

The letter of agreement does not obligate the District to provide funding beyond the 
$198,959.38. 

Dated this ____ 4-______ day of 

~yer 
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LETTER OF UNDERSTANDING #8 

Between 

THE BOARD OF EDUCATION OF SCHOOL DISTRICT NO. 61 (GREATER 
VICTORIA) 

And 

CANADIAN UNION OF PUBLIC EMPLOYEES 

LOCAL 947 

RE: 17.13 Deployment 

Prior to the June Rounds of Deployment Process, the employer and the union will meet to 
review the postings for the following school year and the layoff list. The parties will also meet 
prior to the first round of postings in September to review the postings that have arisen since the 
June deployment. 

The union may exempt any posting from the reassignment process under Article 17 .13, and 
require that they be posted under Article 16.02. 

Dated this----~---- day of 

On behalf of the Employer 
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EMERGENCY SICK LEAVE 

GUIDELINES 

1. Confidential application for an entitlement from the sick leave bank may be made by an 
employee who has suffered a major illness or who has suffered an injury which is not 
compensatory under the Worker's Compensation Act, and shall be subject to the 
approval of the Executive upon presentation of the appropriate medical documentation. 

2. No allotment from the sick leave bank shall be approved unless, and until, the employee 
concerned has exhausted all of the following entitlements: 

(a) Their entire accrued sick leave entitlement; 

(b) Their entire time off in lieu of overtime, in accordance with Article 19.04 of the 
Collective Agreement; 

(c) E.I. special medical benefits. 

3. Where feasible, application for Emergency Sick Leave should be made fourteen (14) 
days prior to the expiry of the above entitlements. Failure to apply fourteen (14) day in 
advance may result in a disruption of pay. 

4. No individual may exceed a lifetime maximum draw from the Emergency Sick Bank of 
one hundred thirty (130) days unless there are compelling extenuating circumstances 
which must be approved by the Executive. 

5. The Executive shall give full consideration to: 

(a) The reason for which the application for benefit is made. 

(b) Medical documentation. 

(c) Patterns of sick leave use. 

6. The Emergency Sick Leave Fund entitlement scale shall be: 

During 1st year of employment 
During 2nd to 4th year of employment 
During 5th to 7th year of employment 
During 8th to 9th year of employment 
During 10th to 14th year of employment 
During 15th to 19th year of employment 
Upon completion of 20 years employment 

no entitlement 
five (5) days 
ten (10) days 
twenty (20) days 
thirty (30) days 
thirty-five (35) days 
fifty (50) days 

7. Where based on the foregoing the Executive considers a recommendation to grant 
benefits from the emergency Sick Leave Bank inappropriate, the member affected shall 
be so notified and given the opportunity, within seven (7) days, to make representation 
to the Executive, or have representation made of their behalf. 
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8. Once the Executive has given full and fair consideration to an application for benefits 
pursuant to Article 22.05 of these guidelines, then recommendation or non­
recommendation shall be immediately communicated in writing by the Union Recording 
Secretary or designate to the Payroll Office. 

EMERGENCY SICK LEAVE 

PROCEDURE SHEET 

Application Form for Emergency Sick Leave 

The following procedure outlines the process for notifying the Union Executive of the annual 
emergency sick leave accrual and usage: 

The Annual Accrual 

The Payroll Office will annually produce a reconciliation of emergency sick leave accrual and 
usage. This report will identify the accrued sick leave hours available for distribution during the 
following year. The report will be issued as early as practicable upon the conclusion of each 
calendar year. 

The Monthly Usage Report 

Once a month, following the last pay of the month, the Payroll Office will forward to the Union 
Executive a report that will identify the emergency sick leave usage. The report will contain a 
list of employees who received emergency sick leave payments and the number of hours to be 
withdrawn from the annual accrual. 

PAID LEAVE FOR UNION BUSINESS REPORT 

PROCEDURE SHEET 

After each pay period, a Paid Leave for Union Business Report is produced from information 
received on employee timesheets. This report is produced by Information Systems and 
Services and given to the Salary and Benefits Control Clerk, in the Payroll Office. The clerk 
indicates next to each employee's name the percentage of vacation pay to which the employee 
is entitled. The Salary and Benefits Control Clerk then gives this report to the Union for 
verification. Once the Union has indicated its approval (by initialing the report and returning it to 
the Human Resource representative), the report is delivered to Financial Services for billing 
purposes. 
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APPENDIX A 

Provlnclal Fram-,work .Agreement ("FrameworkH) 

between 

BC Publlc School Emptoyora' Association f"BCPSEA") 

and 

The K•12 Presidents' Councll and Suppor1 Staff Union• ("th• Untons") 

BCPSEI\ ancl th~ Utilons j;'t11e Parties.") agree to rncornmond llw following frartH,iwork for 
l11duslon In the c:ollectlve ~greements between local Support Staff Unions who are membNs of 
the K·12 Prcsido11ts' Council and Boan:!$ or Eduution. 

1. T■rm 

July 1. 2019 \o June 30, 2022 

2, Wagn Increase■ 

General wa~e Increases l!ll!I rolloW$: 

Year ono : 2.0% - Jufy 1, 20Hl 

Year two: 2.0% • July 1, 2020 

Year throe: 2.0% - July 1; 2021 

3, Local Bargaining 

Provide funding to the local support 11.taff tables for service enhancomonts that 
oro boneflclal 10 etudenla and as otherwise consistent with the 2019 Suatalnable 
Servlcei Negotiating Mandate In lhe amount of: 

·vear . 
2019(202(>° 
2020(2021 
2021,2022 

Amount 
$0 

$7 LOQO,OQO 
$7,00(),000 

The $7 million Is an ongoing annual amount. 

This money wlll be pro,aled according to student FTE providing that each district 
recolves a minimum of $15,000 annually. 
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4. eenents 

Provide annual ongoing fund ing lo explore and implement e-nhan~ments to the 
Standardized Extended Health Plan ncluding consideration of an addiction 
treatment support program as below· 

. 
Year Amount ·-2019/2020 $1 .000 000 

2020/2021 53 000,000 
2021/2022 $3 000 QOO 1 

Aono-time joint committee of up to four (4) r pre-senlatives appc nted by 
OCPSEA and up to four (4} repre$entatrves appointed by lhe support staff 
unions . 

Any residual from the 2019-2022 for b nc11ii-s standardization will be allocated 10 
training lnltlatlvos under the Support SI !f E:ducatJon Committe 

r1111har. the Panies agree lhat th exrs t ng rund ~Id In Iha Support St 
Education and Adjustrnent Comrnltte ! s t out below wUI be transfd1red to the 
PEBT and utilized for addiction ITantmont upport p,09rams. The PEST wiU 
<Jelennine appropriate terms or U!e for accessing UwJ funds wtik:h w,11 odudo. 
but not be llmlled lo: priority access for support staff employees (vs School 
Districts). treatment cost consldemtion. and r lapse response 

a. 2010.2012 FLOU - remaining balance of Mn.379 
b. Work Force Adjustment - remaining balance of $646,724 

5. Safety In tho Wori<place 

The Parties agree that, In accord nee with WorkSa(e BC regulalioos . ufety In 
the workplace Is an employee ~lght and Is paramounL The Parties commit to 
providing a healthy and a.are working environment which Includes pr~dures 10 
eliminate or mlnlrnl7.o the risk of workplace violence. The Parties will wor1< 
collaboratively to suppor1 local districts and un ons to comply with all WorkSafe 
BC requirements. 

Information relating to refusing unsare woril:, aod workers· rights and 
n,sponslbllihes, and employer responsiblhhes. as provided by WorkSafeBC is 
attached to this PFA ror information purpo,es . 

The Parties win e!ltablish a Jolnt Health and Safety Taskforce of not rTl()re lt\an 
rive (5) members appointed by CUPE and five (5) members appointed by 
BCPSEA. Each P rty will consfder lhe appo ntment of subject matte< experts in 
occupalional health and safety, and &~clal education. 
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Erther Party may bring re:gource people as re,quwe,d, wtth advanced notice to the 
otht11r party. These rMJJurce ~opfe will be non-voting and at no added cost to !he 
oommittl!(' 

The wuM<; of lhis joint taskforce will be comp,etl!1j by January 1, 2020 and w.11 
indod~: 

• Developing a joint corrnr1t1r,i::;;:;~cn l,J sch~ dist.nets ar.d !cc:.al unions on 
the obligation to report a~d in,'<25'.'g;1tg fncideot:s lnduding indd-~nts o( 

worllplace violence 

• Re'-Mwing and developing a Jcint Health and Safety Evalua:.:on Tool for 
the K,12 sectorr to efl$Ure com;:,ii,3tice witi1 \i'lorkSafe BC regulatoos. 

• l<:lentifyfng and devefoping appr:pnat.e training. This may include use of 
the evaluation tool, non~vio nt crisis intetventlon, ASA, incident reporting 
and icwestigations, and e pioy'e-e tights and responsibllities under 
WorkSafe BC regulation$ ir.cfudirag the right to refuse unsafe work. 
Training implementation will fail u:,der the mandate of the SSEC. 

Utilizing the developed Health and Safety Evaluation Tool for K-12 sector ajQlnt 
evaluation shall be perfonned by a union member appointed by the locaf union 
and a representative appointed by the employe£. This evaluation shall be 011 paid 
time (up to a maximum of three and a half (3.5) hour.;) and to be completed by 
March 31, 2021 . The unioo agrees to cove( any other c:;>sts incurred for 1he union 
member. 

Copies of completed i,valuations shall be provided to locaf µ<esldents and 
employers as outlined on the evaluation 1001. 

The pa~s agree lo o:immence the work of thi$ ta-skforce upon &PProval of the 
Provincial Framework Agreement by both parties pn<)( to the commencement of 
this PFA. CO$ls Hsociated with lhis committ~ will be provided from e,citting 
SSEAC funds. The$e funds will be reintiursed with lhe funds provided u.ndef 
Seci:ion 9 Committee Funding. 

6. Support Staff Education Commlttff (SSEC) 

Strvrumr 

The committee shall compri,e of not mo(e ~n fMI (5) members appointed by 
CUPE and five {S) members appointed by BCPSEA One or the CUPE 
appCMntees will be from the Non.CUPE Unions. 
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Either Party may bring re~~rce peoplfJ as required. with advanced not ce 10 the 
other party . These re'5ouroo people wfll be non-voting and at no added cost lo 11'.e 
committee 

Mandate: 

The mandate of the committee i-$ to manage ~ distnbutot1 of educaboo funds 
for th~ following: 

a lmplementatlon of bost practice~ to ,nt:egrate sJ<jtr de•,elopment ror support 
sta ff employe"5 wi!h di tncl go Is and $ludenI need,, 

b. Oe\tfltcping and delivering cduec1t1on opport11riit;os to cnilance Hrvice 
delivery to students, 

c . ldentifyfnQ. devolcp1n and dch•terlr,g education opporw11r s lo enhance 
and support employe tioalth and safety, inc:lud1n9 n<Jn-v\olenl crrstS 
inteNention. 

d. Skills enhancement fo( support ,ta" 

e, EA curriculum modute deV'\'llopment and delivefy 

f. These fund, shall not be used to pay for education that Districts are 
requlr&d to provide under Occupational Health and Safety Regulaboons 

Terms or Referenc;:~ 

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

Funding; 

There will be a total of $1 miilion of annual funding allocated for the purposes set 
out abo<Je commencing Jul!/ 1 , 2019 for the rerm of this ag reemenl 

7. Job Eva1uatlon (JE) Committee 

The Parties will continue and condude the wocx of the provincial job eva!uabon 
steering committee (the JE Committee) during the tenn of this Frallle'WOO( 
Agreement. The objectives of the JE Committee for phase two are as foaows: 

• Review the results of lhe phase one pilot and .ootcomes of the comrruttee 
won<. Address any anomalies identified 'Nilf'I the JE tool, proce$S. °' 
benchmarks. 
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• Expand the pilot to an addittooal !Bn ( 10) districts lndud1ng at least two (2) 
non.CUPE locals to confinn lhe validity or lhe 1001 end the benchmarks 

• Rate the provincial benchmark.a and ere.ate a job hierarchy for the 
provincial benchrnark1 . 

• ldentit-1 the job htQrarchy fu, local job de$Criptions f(X all sctlool diatncts 
• Compare the local fcb h er-archy lo tM benchmar'i<.•matched hierarchy. 
• Identify trainir-9 re u:remcnts to support Implement !lo<i of the JE plan 

and de• el-Op :.i ,nin re-sources as required 

It is recognized t the work of the committee Is pc<cn · I y engthy and onerous. 
To accomplish the ot>Icctive a. pcditiously lh Pacte aurce that ex ting JE 
funds can be cce~ by . JE o:immi ee to enga e coo: ultant(s) on a fu 1tfme 
basls if necessary lo comp!ot thi3 work. 

IC l's further recognized t'lat this pr~u does not impact tho established 
management tigh or empro rs to determine local job r uiremo ts and job 
descriptions nor doei; lhis proc ss alter any exis-tlng coll Ne agreement rights 
or established prac ces . 

Once the objectives out:i1100 above are compMtted. tt,o JE Committe. will 
mutually determine who hor local. regional or prnvincial approach to the 11t·p1 
outlined below ~ appropri to 

The committee. t~ther with con.sultant(s) if required, will devolop a method to 
conltflrt points into pay bands The conflrme<l method must be suppor1ed by 
curreo compensatioo best practices. 

The disbursement or available JE tunda sh.mil commence by January 2. 2020 or 
u mutu~lly a~reed 

The commltteo w II utHii:e avaltable funds to provide 50% of~ wage diflereotial 
for the position falling the furthest below the wag:e rate ei.tabiishcd by the 
provincial JE proc.eas and will continue ttlis proce-ss until au JE fund monies at 
Ille time has bffn disoorsed ~ committee w!ll rot1ow coo,pen,ntion best 
practices to a'JOid problems such u .i1'1!1~ion. 

The committee wlU report out to lhe Parties at koy milestones during the term of 
the Framewori< Ag~nt Should any concerns arise during the work of the 
committee they will be discussed and resolved by the Parties at that trne . 
The parties conf1m1 that the S900.000 of oog>o4ng annual funds estabt shed under 
the 2014•2019 Provincial Fram8W'Of1t Agr~nt will be used to implement the 
Joo Evaluation Plan. Ari additional $3 million of oogoing annual f\Jnds will 
co~nce on Joly 1. 2021 _ 
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8. Provlncia!l Labour Man.agement ComrnlttH (Pl.MC) 

The Parties agree to establish a PLMC lO dl$C\JSS and problem S-Otve issues of 
mutual provincial interest. The purpose of the committee ts to promote the 
cooperative resolution ot workplace issues, to respond and adapt to cha.nges in 
the economy, to fostN the developn,ent of work reta,e<1 $klhs and to promote 
workplace prod uctivity . 

The PLMC shall n.::t discus:; spedfic grievances or a e the power to btnd either 
Party to any dacls1on or conclusion. This com.-n·nee ,, ·u not replace the t:xisting 
local grletJancel rhl!rat1on processes. 

The part e agrea tha the Pl.MC will consist o · up to fcur {4) representatives 
appointed by BCPSEA and up to four (4) representa tives appolnled by the 
Support Staff Unions E1U1er Party may bring re-so• rce people as re:qvired. with 
advanced notice 10 tlte other party and at no added cost to the committee. 

The PLMC will rnetit quarterly or u nwtually agreed to fOf lhe ife of the 
agreement and agree to include Workp!ace Health and Safety as a standing 
agenda Item. 

9. Commltt.M Funding 

There wfll be a tota l of$ 100.000 of annual funding allocated for the purposes of 
the Support Slaff Education Committee and the Provincial Labour Mana.gement 
Committee. There wlll be a one-lime $50,000 allocation for the purposes of the 
Joint Health and Safety Taskforce. 

10.Support Staff lnttlatJve for Recro!lment& Rebtntion EnNrw:ement (SSIRRE) 

The Parties commit to a Support Start Initiative for Recrujment & Retentioo 
Enhancement (SSIRAE} with the followfng objectives: 

a, Gathering data of existing &l4'.lport staff re<:turtment and rete<ition 
challenges and projected demand In the sector 

b. Gathering data of existing oft'eriogs kl< applicable post-secondary 
prograrm1, vocatiooal programs and identify potential gaps m program 
offering$ to meet projected demand$ 

c. Partnering with post-secondary schools and vocational training providers 
to promote support staff positions in IC~ districts 

d. Marketing the support starY opportunities within the sector (eg. Make a 
Futu,e) 

e. Targeted support ra< hard to fill po$itioos 
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The reprMentatives of the PLMC wll mutually select a cansuttant to perform the 
work of the Initiative. The consuJtant w~I report to the PLMC on key mUestones 
and as otherwi$e. requested. Du.ring the term of the &l;lr~ment S300,000 will be 
al'located tot ttie purpos-0s set out above. 

11.Early Cue and Leaming Plan 

In suppor of e Pro :nce·s Early Care and Le arning {ECL) Plan. the parties ,,, ill 
pursue C<J II ofa , e op ortunltles ror the K-12 scclo to upport effect ve 
transitions for cn 'e am;! I ming from the ear1y years to kindergarten e.g. be!or 
and after sc.hool nJ 

In accordance 1•, ~h 
required or tmrtl 

e Employment Stsndards Act, no employ.e shall be 
to perform unp id hours of work. 

13.EmptoyH Family Auisuinc• Pl'09ram (EFAP) nrvlcH and the PEST 

The Parties re-q1.."est u,at the P1=BT Board ondertake a review to ess.ess the 
administering of a!I aupport 1taff Ernployff Family Assistance Program (ef'AP} 
plans 

1,.o.mographl~. Cl.anifkation and Wag,e lnfonmitlon 

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 Of! behalf of Boards or Education. The data 
currently housed in lhe Employment Data and Arnilysls Systems (EDAS) wlU be 
the source of Ule requested lnfoimatioo 

15, PubUe Education S.O.ftt:s Tru1t 

a. PEBT Annual Funding Date: The established ongoillQ annual funding 
payment of $19,~28.240 provided by the Ministry of Education will 
continue to be maoe ead1 Apol 1. This payment shall be made each April 
1 of the calendar year to provide LTO and JE1S benefira In accordance 
with the Sett1ors Statement On Accepted and Policy Practice& cf the 
PEST. 

b TtwJ Parties agree that decisions of the Public Educatkm Senefits Trust 
medical appeal panel are final and binding . The Parties further agree that 
admini:strative review proce$58$ and the medical appeal panel will not be 
subject to the grievance procedure in eact, coUective agreement 
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c. Sick leave and JEIS eligibility for sick leave or Indemnity payments 
requires participation in the J-0im Early Intervention Service (JEIS) 
aceo<ding to the JEIS poflcies of the PEBT. 

15. EmployM Support Grant (ESG) 

The Part.1.""S agree to the princlpla th.11 Support Staff union members who It ve 
lo ! • .,es as a re.suit of not crossing ~ wful picket lines during full days ot" 
BCTF s i!lc/OCPSEA lod<out will be compensated In accordance with the lt:!!t~< 
of agreemc:n in Appendix A 

17.Adoptlon of Provlnc&al framework Agreement (PFA) 

The rights and obligation or the loc I parties unde< this Provlncfal Framework 
g:e-.? t.J.1t (?FA) are of no force or fled unless the collective, agre<iment h s 

been r;i iii by both parties no lelc-r thi1n November 30, 2019. 

18.Fundlng 

fun.di for I e Provmcial Framework Agroe.ment will be Included In operahng 
grants o Boards of Education 

1t.Pr-ovlnclo1l Bugafnlng 

The parties agree to amend and renew the December 14, 2011 Letler of 
Und'en riding for dedicated fund ng to the K-12 Presidehls' Council to facilitate 
the next round of provincial bargalnlng $200,000 will be allocated as or July 1, 
2020. 

Oa1ed th~ _1~ _ day or July, 201a . 

The undersigr.ed bargaining representallv1t1 agree to reoommend thl:s ll!ltter of 
und rttand,ng to their res~ct.t~e principals. 

t<-12 Pl'ftiCMnts' Council and 
Support Staff UnloM 

Warr&o WIiii ms (Local 15 • Metro} 

Tr.cey Mathiltlon 

Rob Hewitt 
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Leanne 8owes, BCPSEA 

Renz.a del Negro, SCPSEA 

Tammy Sowinski, OLRC 
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Leslie Franklin (Local 703 • Frase-r Valley) 

Nicote Edmondsoo (Loe.al 3500 - Okanagan) 

Paul Sirnpson (local 379 - Melro) 

Marcey C~mpbeQ ( Local 728 • Metro) 

Syivla Lindgren (local 523. Okanagan} 

Rolanda Lavallee ( Local 2145 - North} 

Len Hanson. {Local 2298 - North) 

Kyle Uno, SO36 Surrey 

Robert Weston, 5040 Noew Westminster 

Jason Reid, S063 Saanic:h 

Marcy VanKoug'1nett. SD20 Kootenay­
Columbia 

Alan Chell , BCPSEP. BMrd of Oirecto-rs 

Ken Oawson, PSEC 

Elisha Tran {Minute Taker) 

Joanne(Jody)Welch_(Loca!401-Northls~nd) 

Fred Schmidt (local 3-82 - Soot--i lsland) 

Jar;e Massy (Local 947 - South Island~ 

Michelle Benne-tt ( Local 748 - Kootanays} 

Brent Boyd_ (loca1407 - Metro) 

Patti Price (local 1091 - Metro) 

Rod Isaac (local 411 - Fraser Valley} 

Marcel Marsolais ( Local 409 - Metro) 

Anne Purvis (Local 440 - Kootneys) 

Rob Zver ( Local 606- North Island) 

Bruce Scott ( Wv'MEA) 

Tm OeVivo. { IUOE: Local 9e3) 

Conty Thomas 

Loree WIicox 

Corinne Iwata (minute tak~r) 

2019 - 2022 Collective Agreement 77 CUPE Local 947 & School District No. 61 



Letter of Agreement ("Letter") 

Between: 

BC Public School Employers Association ("BCPSEA") 

And: 

The CUPE K - 12 Presidents' Cooncil and Supp-art S1,1ff Unions ("lhe Unions") 

Re: Empfoyee Support Grant (ESGI after June 30, 2019 

Th' Employee Support Grant (ESG) establishes a process under which emp loyett5 
co·,ered by collective o-green\ents betwean Boards of Educ,:it1on Md U,e Unions shall b,:; 
entiUed to recov r ~ ge:i lost as a result or legal strike activity by tne BC Teachers' 
Federation 1BCTF.) or lockou by BCPSEA after June 30, 20 t9 

The ESO wiH be avai!a!:>le provided that: 
a A boe rd and local UJ1lon have a colle-ctive agreement which has been 

ratified by both parties no later than Novernb r 30, 2019 and, 
b. Tl-.ere has been no 1ucceutu1 sbike vote by ti 10 BC TF or local support 

start un on prior to local union ratl.flcatlon. 

2 Employffs are exp ected to iltteod their worksitr, if thtire 19 no lawful BCTF pk:l<;et 
line. 

3 Employee$ who haye lost w ges as a result al not cro,sfng lawful picket ~nH 

during full days of a BCTF atrike/BCPSEA lockoul 1harl be compensated Thi, 
compen~Uon 1tlall be in aw:,rdance wlth the following: 

a In the ewnt that al11)loyees are prevented from attending work due to a 
lawful picket Wne. employ~s wtll bo paid tor au acheduled hours that lhe 
employee wwld have olherwl-.e wofked bot for the fatxiur dispute Their 
pay will be 75% al their bas.e wage rate. 

b The resJduar 25% or the employees· base wago rate will be placed In a 
district fund to provide professional development to support staff 
employees. Funds will be dispersed by the di&lricl following agreement 
between the dis!Iict and the local union. 

4. Wlthin rorty-five (45} days of the concluslon of the labour dispute between 
BCPSEA and tt-.e BCTF, boards will reimburse each employee for all scheduled 
hours for which the employee has not otherwise been paid as a result or &trike or 
lockout 
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5_ If lhe employee disputes I payment recelved from ttio board, the unio<1 may 
submit lhe dltpu1e wtth partlcular1 Of1 the employee's ti.half ta• commjtt" 
<:omprlsed of an equal number or represe-ntatl\/H appointed by BCPSEA and the 
Union• 

6 If lhe joint committee ia unable to retolve the employee's daim II wWI submit the 
di,ipute to a mu1ualfy agreed upon ert-itrator whc must resorve the dii,pute within 
ten (10) days of hearing lh&difference11 ~tween the !xiard and the union. 

Origlr,.al signed on 

BCPSEA 
Leanne Bowes 

2019 - 2022 Collective Agreement 

K-12 Presidents' Co<Jr:cil 
Warren IM4Ciams 
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LetterofAg<eementrLetter1 

Betw&e<\ . 

BC Pwbli<c School Employera Au~cialion {"BCPSE.A") 

And 

Th,:; CUPE K. 12 Pre~nts' Courtc1I and Suppcrt Sta If Unions ("the Unions") 

Ro; Public SectOf General Wage lncro.uos 

If a pubtic sector employer u defined~" s 1 or the Public &lctor 
Employs~ Act ente.-. into a oollectNe ,igrcemenl with an effective d;1te 
af1cr December 31, 2018 o1n,d the firn.t threo ye;:ir3 o.flho colective 
a re~rnent lndUdes a cumulaUve nomin I (not compounded) general 
wage increage or more than 6%, lhe gt!nc,ar wa e lnaeMO io the 2019, 
'O2~ Provincial Framework Agre~men\ will be adjusted on the lhird 
annivcrsa!)' or the 2019.2022 Provincial F ramewm Agr~mem so the 
cumulati'il'e nominal (not oompounded) general wage Increases 11,re 
equ,valenl This Lette·r of Agreement is not iggered by any general wage 
inetease awarded as a ~ult or binding Interest arbitration. 

2 A geoe111I wage Increase and its magnitude in any agreement Is as 
defined by ttle PSEC Secretariat and re-ported by lhe Se-cretariat to the 
Minis,te, of Finance. 

3. F0< cel'!al.nty, a general ~e increase is one that applies to all members 
of a bargaining unit and doecs not include wage comparabllrty adjustments, 
targ-eted lower wage redress adjustments, labour market adjustments, 
service improvement allocations, and is net of the value of ar.y changes 
agreed to by a bargaining agent for public sector employees lo obtain a 
compensation adjustmenL 

4. This Letter of Agreeme:'1t will be effective during the term of the 2019-2022 
Provincial Framework Agreemen 
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This information is provided for referenco only and is current as of the dale of drafting 
Please visit v , worksaf c. m for current information. 

Refusing unsafe \"/Ork 
\V1•1 li:f':"o 1~i.1 •, e the rt k,!1 1~ I, . TdU'1{' n11 ·, ,1(,_• \\ 11 r k Ir }l ~I. iu ', •..' I ~,.\'IWl.lbk C \U ~L' Cl ! hdk1, ~ llrn l r.(.'1 h rrmlr,i:: ii Jd:-) l' l 

\_, , \ ~ml ':. }•.1t1 i •r s 1.i 1~Ji;:>11 ;: ;t.> c-b'(.' !II t i:i\ , >· 111.11 0 11:i ! 11.1u pt , 1~-.11111 lw j,,h 0 1 I J~!-. l "i~u Jt l ·.l ·,I 11 T1!l 1t..·d 1.Jl c l ~ a!~t ify ~ •.l ll l 

~itl(.~ t \. 1 -.1 n t~r t.i ll;~k\:-- 1:1, t~ lal ·~,,H lh..:u l1lk 1: ti I\' .IJ \ 'fl 1pP,1 tv ·,1-..· p , 11 • d1.:I L .. rn ~i rn.: :f ~hL" ~\ ,~,k. t:-, LHiSL~k mid !' r ltlL'd J' 
11,t..• :-.. iw. ,:~nti 

,.\ :\- Jl"I t"rn pl1 •y\.·r, \t 1.1,kv1 , ilf P .... ~., ,~, !,'.:>'I.'~ ii nd l ·, II "• 1 l ', I [h,_. fr~ II d I i,1~ L) r ~\: t)d.plih..'C" hc·J.1 lh ~111J :i.i.1k•: ':J l~\ ~h'1 I 

1,\-.. 1rt('t-. refo,-.· '1', 1_\ (}_ lh •i,: ,111 ,~· 1!1-t'.~ hc.,•li .... 1r 1;'. if':, u11 .~ . • \: 1..:Pn ... i\i,.:r ii ,tn np,-~~nunir.y l<1 1 1u·,t"~li~ ,1i1...' .:1,hi ~· 11;i~: .. 1 t\ 

:utu~~l i ,1i1 1h.~1 ,.:, P.dd t1. n L' .. ·,,i i'lt"◄J h.;1rm 

II II l ', {11'-,.,1·:- tr f1.,.,.,., ',\ L:t l, liL·:..·a usc i~' :i L:/1.i~:k, \\. Pl kpl 1l'1: ('t 111 .. ·L, .hm:-s \.\·i 11 i!Huv. dt\.' i ....-,u ~~ t,~ lki 111 ,·,pi...•1l;­
~mdr..·1~{L"',)d w11 i ~.:1ir1 ~.,;. h: il .•\ " .:1 ~ 'LHkl' I, ~t111 ha i,.,: tl.c l'i~ l1l " ' rdu~ L11 p i:rfl•111 ~ ;1 ·1pr:1: il'ii: -~11h 111 l,1),k y,1~1 
l~hi:·~ t" j' i llfl'."' -JI(· '•\•id,~,n, h1,.•i 11 ~ di~~~1,:~1,cd hy ~\llll L'l'l~pl11y1.: r 'J'tl ll ( cmplt1yr:.'1 li t :'- 11p1: f \ l .'H~ r llld'.r 1l'l17lllil :l l d :, 

,;1 ~,.;1~ .1 .~ ncv .. l,1,k 1,: ~•1 1•,1, al 1n1 h1~ ~i in 11•1~ 

Steps to follow wtien work might be unsafo: 

I . Report the unsafe condition or procedure 
1'\ '\- .~ \\Lt rkL·J, ~,x.H; mw-.11~r1m~•.li .,1el'., 1'<~111 tl ,l,· w1 -.d~: ,~·,11d1 cin11 t11 ;1 .,t1p~r·d~,111 l.'! l.!11'11~1 1)>·1:r 
...'\'!. .~ ). L·:111.:11,-i:·L'-r 111 cmpl n y-i..~ r , '.• 'OU ll'iltit il!\·1..1-.ti.!~ lh. ' dlt..' 1nn11-..•1 a11d lh is: ii pHh 1tldL". II ~p·t•U ,l,~u.1c ~lw 1,'.. , 1d, 1:1\. 

l' ~1 11L,.:fl1 i:-. :1t11l \. 1d 1d , JL•p1H' I b lti.:l •n tl1L' ~•t ~1~k1:1 

2 If a worker still views work as ut1saf0 attor a supervisor or employer has said It Is 
safe to perform a Job or task 

!\ -:, ;1 :-. ur:,..::1·vL--.i'1r ll f ~11\plu j,'t! r , yo u UIU i J un i. • .' ~ll ~ lll1,.' lb.~ prnh k·rn ,·p11l " '(l ,·-,JI L'.' .. ~IIJ' LI! IS.Ja fo c.;·,1 ~d i~nHI Hi (i:tt.·J 

n •il\i j:.11. 1,.•"\,I i.1,1,;l~JL!ll ~mt:-i-1 l :l k i: pl~c~.! i1~ tJL,e- prc;:ic nl..'. -C l) I d H! ~1.'l.li~i::'I Ill ,d ii \l~~·,,h, .. •1 t\!pn;:'\,,.:111.:-1ll '1.it ol 1h1: Jlh llt h 1.: II I !l l 
,111.! N,,1;,,1>• ,., ,,11n,i11<:.: ,,r :111<)1!..cr d,u,..:11 li) tl!L" 1•, ,.,1!,;,::r'.; m,d,· uu i01•, It th,.•1·,· i , "" -;11<:!y ,:i 1111u,itcL•,: 111 
n.-pr"·:u:nri 11r: I 1 :.nl~ 111 ·i l1111 u I tl 'al" ~'t L,rkpla~t:. ti''-' V.f•l~ ('i' \\'h~, fir:11 fi..·p11rh:d lh-.· ~1 u -;a !'L· .. :; u1 ,! i 1i, .,,1 

• ..:,~n d tt,n!i ...:i h > 

h:t1, ,;,' ll l'ill l l1i..·1 \ \Ul~\!r p 11: •.-l!Ul :ti lhL\ i!1\. 1!:11 i; .·'l:ti nn. 

l If a woriler still views work as unsafe, notify WorkSafeBC 
II th<.' ma11,•1 i·; n111 "·,nlw,1, rl,~ wn~h'r 1111, l 1hc ,11pc1vi;;,sr nr t'lnpk►:,cr 1m1:,I !,()(!11!~1.W','fi.S~.fdK~ A 
(lf'(,,1 \-i..'llt111r1 ~irli1.."t'I •.~ '!H :I li.'11 irn1..:~ri~;Ut:: II ,td 1~~1.;c :ilc.:p:7 Lil t;nJ .. ~ \\ urL1bli: 5, du Ii, ;.n 

Note: Wo,kSafeBC osl.ibllsh-es a range of employer and employee rlghts and 
responsibilities- Please visit •tW.works febc.com for current information. 
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Worker Rights and Responsibilities: 

u,, a worksite, everyone h,1s v;ir·y'irllJ levels of re~p-or,sibility for work pt,,c.• fw<llth and 
s<1fcty. YolJ shol1ld lrnow and trndetstaml your responsibilities - an tl Uws'<l uf othc1s. If 

yau'rc a worker, you ,:1lso haile lli rL' r. key right:. . 

Th~! right to k11ow about haznrds in the workrlc1ce 
Thi>. ri1,/f1L to pdtticipate in llealtll al"d s;1fety <1 ctlvllles in tr1e workplace 

Th€ rl.9J.tU~?JJ!f~1 •,,.; un-;af~ 1·rnd: v,ithout 9ett iri9 punished Or' fired 

/\~ tt 11,mkct, you pla'f an in1po11ant role in rn,ik iny sure vou - · and '/Our fellow worker;; 

~li'l\l h~alt.hy and safe Of'\ the job. /Is a \'H:lrker , you rm15t : 

tie ,lk!it Lo haz.,11·ct:;. . Report them imr11~di,1li~ly lo your superv isor or empk:-yt1r. 
Fnl!ow s..ifc work procedures t1nd act sc1fely lt1 the workplace at all ti n.es 

• Us,1 tht~ p,otcc.tlvc clothing, devi<:e:s, ;ind ~qui; :t111~nt provided. Be '>~ire to ·wecir 

uwrn ptopcrly . 
Co·orcr<'ltC with Jomt Or.:(lJf);Jtl1)n,:i: 1,e,il.tt1 ~1!).d :;,,r(;_ly c;gp1mitt,~_r.s, ,•.1orker health and 
safety teprescntati,•es, WorkSateBC prevtmtlon offi c.crs, and anybody with he;;ilth 

;ind safr!ty duties. 
Gel treatment quickly should a'1 injury h,Jf.lpf;n on t.hc job and tell the health <:i:lre 

providE!r that the injury 1s work-related. 
• Folio-.., the treatment advic~ of h~alth carP. provldiers . 

Return to work safely after an inj,.iry by m odifying vour duties and not in,medi c1 tel'( 

starting with yoLlr full., regular responsibilities . 
Never work under the influence of alcohol, drl1g<; or any other substance, or if 
yau're overly tired . 
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Employer Responsibilities: 

Whetiier .;i busir,e,;s i5 l,tnJP ur sm,1H, lht! l,iw n ' qIJ1rf'~ thilt it be a safe and heatth·y 
p!..1i:e Lo w o1 k If yo·. 1 r1r ,: ,,,1 H,lpL'i' ''', \l h yuur r • .. ",fH:,r1:,,1uii,tV tu c,1sv1e a !k,,tl thy ar c! 

safe wor~ p !;ice , 

Establisl·, a val,d o cc1..ipatio11al t',:,,1i1.t, ,;.,1d: ,,. t·, t•r _ ,ir,, " · 
• l; <1111 your emµlo·'lec-s to do their 1/,'ork sa feiy <1nd pnwirJe pro,wr s1ipervhlm1 

Provide :,11r":·1 ,..,,;e,, •; w,tn the necess11t)' suppl1rt a.nd tr,tinw1\) ln c.:1rrv oul ho.irlth .,;wJ 

!\dfC!ty rcspM~ittll1tie~ 

Ensun, adequate f1r 0 '. i!,d equipment, supplies., and tri"tint•d ,1tl.en<.l<1nts Me on sit~1 t,1 

h;rndlc lnjurir,~. 
Rcgul1lr1Y 111,,J.1~•:~ ~•O•Jr workplace to make sure e,;er•;thing 1~ wrxkinq properlt' • 

Ft:i; prc,bl1Jms reported by workers . 
Transport l(iJutcd workers to the nearest locatio'l for rneclicd! tmc1tmcnt. 

Report all In jut ics to WorkSafeBC that required medic<'!; at\er1tmn, 
lrwcst,9ato incidents where workers are Injured or equipriwnt ,~; dc1m~ged 
Subrnit the necessary Forms to WorkSafeBC. 

Supervisor Responsibilities: 

Supervisors plil 'y' a kev role w,th v~'ry sp(K.li'i<; t1c::,,;l1t, iirH.l !',,.,fN•, responsibilities that 

need to be under5toad · 

A supervisor is a person wh() lnstrw:ts, dirnd~, .:1r1d rnntrofs workers in the performance 
of their duties. A supervi':ior c.in IJe anv worker , ... ,n,rnagement or staff - who meets 
this definition, whether or nt)l he or 5he h,1s the supcr-.rls<ir title. If someone in the 
workplace has a supervisors responslt>ilil,1(!5, thc1t pl/!rson Is rospo"sible fo1 wort.er 

health and safet•r, 

Ensurt~ tl1c health and safctv of all workers under your direct SUf1~!rVi51<m. 

t<11ow the WorkSafeBC requit·ements that apply ta the work urnl~r your s-irrnrvislon 
and make'.! sure tttosc r~quirements are met. 
f:n$Ur'C workers under 'fOU" supervision are aware of all known ~,.iwrds , 
£nsurn workers under your supervision have the approprkite pfil:,911.<1\ pr,.)!i:~rJ.,,,'. 

0m.JJmr1,u1~. which is tleing used proper!'!, re9t1Iarl1• inspected, ilnd rr1airiti:1im'd . 
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