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conect. 2 Agreement between soarg of taucation tor School Listnct No. 6 (Rocky Mountain) and
Canadian Union of Public Employees, Local 440
July 1, 2019 to June 30}, 2022

PREAMBLE
COLLECTIVE AGREEMENT
BETWEEN:

THE BOARD OF EDUCATION OF SCHOOL DISTRICT NO. 6
(ROCKY MOUNTAIN)
(Hereinafter called the "Board")

PARTY OF THE FIRST PART

AND:

THE CANADIAN UNION OF PUBLIC EMPLOYEES, LOCAL 440
(Hereinafter called the "Union")

PARTY OF THE SECOND PART

WHEREAS it is the desire of both parties to this Agreement:

1. To promote the harmonious relations and settle conditions of employment between the
Board and the Union.

2. Torecognize the mutual value of joint discussion and negotiations in matters pertaining to
working conditions, hours of work and scale of wages etc.

3. To encourage efficiency in operation.

4. To promote the morale, well-being and security of all the employees in the bargaining unit
of the Union.

AND WHEREAS it is desirable those methods of bargaining and all matters pertaining to the

working conditions of the employees are drawn up in an agreement.

NOW, THEREFORE, the parties agree as follows:



Col! ¢l /e Agreement between Board of Education for Schoc. District No. 6 (Ro-"ky Mountain) and
Canadian Lnion of Publkc Employees, Local 440
July 1, 2019 to June 30. 2022

ARTICLE 1 UNION RECOGNITION

Section 1.1 Bargaining Authority

The Board of Education of School District No. 6 (Rocky Mountain) and the Canadian Union of
Public Employees, Local 440 mutually recognize each other as the exclusive representatives for
the purpose of conducting collective bargaining regarding rates of pay, hours of work and all
other working conditions of the employees of the Board, as certified by the Labor Relations
Board, as long as the Union retains its rights to conduct collective bargaining on behalf of such
employees under provisions of the Labor Code excepting those having authority to hire or
discharge employees and those employed in a confidential capacity.

a) The following positions shall be excluded from coverage under this Agreement:

Operations Supervisor
Accountant

Human Resources Coordinator
Health and Safety Officer
Operations Coordinator
Executive Assistant
Administrative Assistant

At no time shall the total number of people holding positions in section a) be more than
sixteen (16).

b}  Other Exciuded Positions:

District Wide Classifications

Aboriginal Education Support Worker
Home Stay Coordinator

Iinternational Student Program Coordinator
International Student Program Manager
School Psychologist

Speech Language Pathologist

School Based Classifications
" CommunityLINK funded Student Support Worker

Any changes to the above are subject to written agreement between the parties.

The Employer will provide to the Union a list of the Employees who fill the excluded positions by
September 30" of each year.

It is understood and agreed that no person excluded from the bargaining unit will perform any
work normally and regularly performed by bargaining unit members.



Coliective £ jreement between Board of Education for Scho W District No 6 (Rocky Mounta 1) anc
Canadian Union of Public Employees, Locat 440
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Section 1.2 Definitions

1.2.1 A regular employee shall mean an employee appointed by the Board to a permanent
position.

1.2.2 A casual employee shall mean an employee appointed by the Board to perform services
for which no permanent position exists, or to perform services for which a permanent
position exists, the incumbent of which is temporarily unable to perform their duties.

1.2.3 A permanent position is a position established by the Board to perform bargaining unit
work for a continuing period of time.

1.2.4 A temporary position is a posted position for which no permanent position exists, or to
perform services for which a permanent position exists, the incumbent of which is
temporarily unable to perform their duties. Temporary positions exceeding one year in
duration will require the Union's approval.

1.2.5 Casual work is any work not covered by a posted position.
Section 1.3 Employee Status

The Board agrees that there shall be no intimidation or coercion exercised or practiced with
respect to any employee by reason of their membership in the Union, and the Union agrees that
there shall be no intimidation on its part against any employee of the Board.

Section 1.4 No Other Agreement

No employee or group of employees shall be required or permitted to make any written or verbal
agreements with the Board or its representative which may conflict with the terms of this
Collective Agreement.

Section 1.5 Board Decision

The Board agrees that any recommendation or decision by the Board relating to rates of pay,
promotions, hiring, or discharge of employees covered by the terms of this Agreement, shall be
communicated in writing to the Union within seven (7) calendar days of the Board's consideration
and decision.

Section 1.6 Work of the Bargaining Unit

No person outside the bargaining unit shall perform the work of the bargaining unit except by
mutuat agreement, or in case of emergencies, where no bargaining unit employees are available.

Section 1.7 Volunteers

No bargaining unit member appointed to a permanent or temporary position shall be laid-off,
replaced or have their regular hours reduced, or suffer a loss of pay as a result of work performed
by volunteers. Volunteers shall be supplementary to the employees in the bargaining unit. Any
change in the extent and use of volunteers shall be subject to mutual written agreement between
the parties prior to implementation.
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Section 1.8 Plural or Gender Neutral Terms May Apply

Whenever the singular is used in this Agreement, it shall be considered as if the plural has been
used, where the context of the party or parties hereto so requires. When the gender of the person
referred to is unknown or indeterminate, the third-person pronoun may be avoided by using
gender-neutral alternatives such as they and their.

Section 1.9 Amalgamation, Regionalization and Merger Protection

In the event the Board merges or amalgamates with any other body, the transfer shall be as per
Part 3, Section 35 of the 1996 Labour Code.

Section 1.10 Representation

No individual employee or group of employees shall undertake to represent the Union at
meetings with the Board without the proper authorization of the Union.



Collective A reement betwee~ Board of Educa™an for & t.oof Distiict N», 6 (Rocky Mountairt and
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ARTICLE 2 BOARD'S RIGHTS

Section 2.1 Management and Direction

The Union recognizes the right of the Board to operate and manage its operations in accordance
with its commitments and responsibilities, and to make and alter from time to time rules and
regulations to be observed by employees, which rules and regulations shall not be contrary to
any provisions of this Agreement. The Board shall exercise its rights in a fair and just manner.
Such rules and regulations, or amendments, shall be communicated in writing to the Union,

Section 2.2 Hiring and Discipline

2.2.1 The Board shall always have the right to hire, and subject to this Agreement, shall have
the right to discipline, transfer, demote and discharge employees for just cause. If the
Board exercises their right, as expressed in this Collective Agreement, to take disciplinary
action, it will do so at the end of a workday, if possible.

2.2.2 The Board shall remove letters of discipline and direction from an employee’s personnel
file after twelve (12) months worked, providing no additional letter(s) of direction or
discipline relating to the original issue of discipline or direction have been issued in the
twelve (12) month period, the exception being when the disciplinary period is of longer
duration than twelve (12) months. However, in the event that letters of direction or
discipline have not been removed after the twelve (12) month period, they will be
considered for all purposes as if having been removed. Employees are encouraged to
request that letter(s) of direction or discipline be removed from their personnel file.

Section 2.3 Right to Have a Steward Present

Notwithstanding the rights of a supervisor to supervise, evaluate and discipline employees, an
employee may, at their discretion, request the attendance of their shop steward at any
investigative discussion between the employee and their supervisor which may result in
discipline, or at any meeting during which an employee will be disciplined. In either event, an
employee may request at any time during such discussions that further discussion be postponed
until they can arrange for their shop steward to be present, provided this does not result in undue
delay. Employees who are invited to a meeting, the content and/or resolve of which they believe
may affect the terms and conditions of their employment, shall have the right to be accompanied
by a shop steward or Union officer. The Board or supervisor will notify the Union to have a shop
steward accompany an employee, to any meeting that could lead to disciplinary action.
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Section 2.4 Access to Personnel File

2.4.1 An employee shall have the right to request, in writing, access to their personnel file. The
Board shall accommodate such request within a mutually agreeable time. A Board
representative shall be present, and the employee may request the attendance of a Union
representative during the review. The employee shall have the right to respond, in writing,
to any material therein, and such reply shall become part of the permanent record.

2.4.2 Any disagreement as to the accuracy of information contained in the file may be subject
to the Grievance Procedure and the eventual resolution thereof shall become part of the
employee's record.

2.4.3 Material from the employee's personnel file may only be introduced as evidence in a
hearing provided the Union has received a copy in advance.

2.4.4 An employee shall have the right to request copies of any material contained in their
personnel record. If the amount of material is excessive, the Board shall charge the
employee for the reproduction costs.

2.4.5 There shall be one personnel file for each employee which shall be maintained by the
Human Resources Department.

Section 2.5 Permanent Transfer

If the transfer of an employee from one site to another is to be of a permanent nature, it will be
made anly after consultation with the Union and subject to the provisions of Section 11.10.2.
When the transfer is made on a permanent basis, the rate of pay for that position shall be as set
forth in the Wage Schedule of this Agreement. If an employee transferred on a temporary basis,
sixty (60} calendar days or less, is required to work out of the site in which they usually work in
order to affect such temporary transfer, then the Board agrees to provide transportation, if
required, to the employee for the duration of the temporary transfer.



vollecve Agreement petween board ¢ Education tor School District No 8 (F.ocky Mountain) ar-
Canaian Urtan of Public Employees. Local 44C
July 1, 2019 to June 30 2072

ARTICLE 3 UNION SECURITY AND CHECK OFF

Section 3.1 Union Membership

The Board agrees that any present employee who, at the date of this Agreement, is a member
of this Union, or any employee who hereafter during the life of this Agreement becomes a
member or is reinstated as a member, shall as a condition of continued employment maintain
membership in good standing for the duration of this Agreement. As a condition of employment
all new employees shall become, and remain, members in good standing of the Union within
thirty (30) days of employment.

Section 3.2 Check-Off

During the life of this Agreement, the Board shall deduct, as a condition of employment, all Union
dues, assessments, initiation fees, or a sum equivalent to dues as set by the Union from time to
time, from the pay due each calendar month to each employee, and submit direct remittance to
the National and Local Union as agreed, not later than the fifteenth (15th) day of the month
following that in which such deductions are made.

Section 3.3 Dues Notification

The Board shall, at the time of making remittances referred to in Section 3.2, enclose a list of
employees and the amounts of the bi-weekly deductions.

Section 3.4 New Employees - Dues Deductions

In the case of a new employee, dues deductions shall be made commencing with the first pay
cheque received by the employee and shall continue bi-weekly thereafter. The said dues will be
remitted monthly to the Secretary Treasurer of the Union not later than the fifteenth (15th) day of
the month following that in which the deductions are made.

Section 3.5 Union Membership Voting Rights

Each employee of the Board bound by the terms of this Agreement from whom the Board is
obliged to deduct Union dues, or a sum equivalent to dues under this Article, shall have the right
to vote as if a member of the Union in good standing with reference to ratification of Collecting
Bargaining Agreements.

Section 3.6 Financial Responsibility

Notwithstanding any provisions contained in this Article, there will be no financial responsibility
on the part of the Board for dues, fees, or assessments of an employee covered by this
Agreement unless there are sufficient unpaid wages of that employee in the Board's hands.

Section 3.7 The Board Shall Acquaint New Employees

The Board agrees to acquaint new employees with the fact that an Agreement between the
parties is in effect and shall give to each new member a copy of this Agreement. The Union shall
be allowed fifteen (15) minutes of work time to acquaint the new employee(s) with the conditions
of employment set out in the Articles dealing with Union security and deduction of dues.
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Section 3.8 Right of Representation

The Union shalt have the right at any time to have the assistance of representatives of the
Canadian Union of Public Employees, or any other advisors, when dealing or negotiating with
the Employer. Such representative(s)/advisor(s) shall have access to the Employer's premises
in order to deal with any matters arising out of this Collective Agreement; but no classroom
situation may be compromised.
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ARTICLE 4 UNION AND BOARD RESPONSIBILITY

Section 4.1 Union Responsibility - Work Stoppages & Lockout
4.1.1 Board Respansibility

a) The Union agrees that neither it, nor any of its representatives, or employees
covered under this Agreement, shall in any way encourage, authorize or
participate in any strike, walkout, or suspension of work, on the part of any
employee or group of employees during the life of the Agreement.

b) At all times its members shall, under the direction of the Board, maintain all
essential services in connection with the Board's operations during the life of the
Agreement.

412 Lockout

The Board agrees there shall be no lockout of the members of the Union during the life of the
Agreement.

Section 4.2 Legal Strike or Picket

In the event that any other employees of the Board engage in a legal strike and place or maintain
pickets at the Board's premises, then any refusal to work or failure to cross the picket line by the
members of this Union shall not be considered a violation of this Agreement. This provision shall
be inapplicable to any employee in respect to their refusal to work or to cross a picket line if
permitted to do so by the striking Union,
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ARTICLE 5 HOURS OF WORK

Section 5.1 Work Schedule

51.1 The Board agrees, in consultation with the Union, to set forth a working schedule and
hours of work of each regular employee, hereinaiter referred to as a "Work Schedule”,
which shall be attached to this Agreement.

5.1.2 The regular work week, together with the hours of work, may be permanently varied by
written agreement between the Board and the Union. This process does not apply to
temporary variances required for operational purposes as long as forty-eight (48) hours
previous notice has been provided to the employee and the Union.

5.1.3 The Board shall endeavour to minimize the number of split shift positions and will only
establish such positions for operational reasons. The Board shall consult with the Union
prior to posting such a position.

Section 5.2 Clerical Staff and Education Assistants

The regular work week for all full-time employees covered by Wage Schedule "B" of this
Agreement shall consist of five (5) consecutive workdays of seven (7) hours each, Monday to
Friday inclusive.

Section 5.3 General Staff

5.3.1 The regular work week for all fuli-time employees covered by Wage Schedule “A” of this
agreement shall consist of five (5) consecutive workdays of eight (8) hours each, Monday
to Friday inclusive,

5.3.2 Shifts for maintenance work on out-of-town sites shall start and end at the Maintenance
Shop at the regular quitting time.

Section 5.4 Technical Services Personnel — Flexible Hours

5.4.1 Technical Services Personnel (IT Systems Specialist, [CT Services Assistant) may, at
times, find it necessary to work flexible hours. It may also be more efficient at times to
work from their home.

5.4.2 Flexible hours may be arranged but must be approved by the employee's immediate
supervisor, hours must be recorded by individual employees and the Board will ensure
proper accounting of hours worked.

5.4.3 Flexible hours will not involve overtime unless approved by the employee’s immediate
supervisor.

Section 5.5 Rest Periods
All employees shall be permitted a fifteen (15) minute paid rest period both in the first half and

the second half of a full shift to be taken on the premises, at a designated time. This is applicable
to employees working a full consecutive half shift or more.
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Section 5.6 Meal Allowance

Employees required to work more than six and one-half (6 ¥z} consecutive hours in any day shall
be provided with a meal in accordance with Board Policy.

Section 5.7 Where No Work is Available

5.7.1 An employee starting work in any day and sent home before they have completed four
(4) hours work, shall be paid for four {4) hours work at their regular rate of pay. In the
event an employee reports for work but is sent home before commencing work, they shall
be paid for two (2) hours at regular rate, unless they were was advised by the Board in
advance not to report to work.

5.7.2 If, due to emergency circumstances beyond the Board's control, no work is available for
a period in excess of two (2) consecutive days, other work will be provided to the full
hours the employee regularly works, or a layoff shall be implemented.

5.7.3 An Education Assistant’s regular daily hours of work will be guaranteed. The hours of
work per day will not be dependent upon the attendance of a specific student.

Section 5.8 Minimum Work Day/Week

5.8.1 Except where specified in Sections 5.8.2 and 5.8.3, the Board will provide a minimum of
twenty {20) hours work per week for an employee reporting to work who has posted into
the position. The Union and the Board agree to work together t¢ combine jobs, where
appropriate, to allow for the increase in hours to the minimum.

5.8.2 Positions less than twenty (20) hours per week shall be posted with a clause that
preference will be given to those able to combine it with another position. [f, after
posting a position internally, the Board cannot meet the twenty (20) hour per week
requirement, the Board must consult with the Union prior to filling the position. If the
Union agrees, the Board may fill the position with a candidate working less than the
twenty (20) hours per week.

The following conditions will apply and will be communicated to the candidate:

a) If the hours for the position can meet the benefit eligibility requirement it shall be
posted as a permanent position; if not the assignment will be temporary and will
not exceed twelve (12) months in duration for twelve (12) month positions and will
not go beyond the end of the school year for positions less than twelve (12)
months;

b) Should the need for the position still exist at the conclusion of the temporary
assignment, the position will be re-posted.
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5.8.3 Exemptions from the twenty-hour minimum will be as follows:

5.8.4

585

586

. Noon Hour Supervisors;

. Crossing Guards;

. Small schools, with fewer than 75 students;

. Custodians working at Board or Zonal Offices;
. Resource Centre Secretary,;

. Lunch Program Aides; and

. Other positions by mutual agreement.

No position shall be scheduled for less than one hour per day, except positions that are
combined with another or would put the empioyee holding that position into an overtime
situation.

The four hours shall be consecutive but may exclude a lunch period up to one hour or a
shorter period, by mutual agreement.

Bus drivers are exempt from the requirement for consecutive hours. The regular hours
for bus drivers shall be in accordance with the hours of service identified in the Motor
Vehicle Act Regulations.

A Joint Committee, comprised of equal members from the Board and the Union, shall be
established to deal with the four/twenty-hour minimum. In order to attain the minimum,
the Committee shall consider the following:

. The combination of positions;

) The elimination of current positions of less than four/twenty hours;

) The reassignment of hours from paositions currently of less than four/twenty hours;
. The posting requirements, if any, for combined jobs;

. The applicability of other articles in the Collective Agreement; and

. Other positions to which an exemption may apply.

In the event that the Joint Committee cannot come to resolution, matters may be referred
to mediation and/or arbitration.

Section 5.9 Preparation Time for Bus Drivers

5.9.1

All drivers shall receive sixty (60) minutes per day preparation time for a regular route.
Preparation time includes pre-trip and post-trip inspections, fueling, all necessary
paperwork, cleaning of the bus, inside and out, and all necessary communication,
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Section 5.10 Field Trips

In the event that an Education Assistant, Youth Care Worker or Intervenor’s services are required
on a field trip that extends beyond the regular school day and/or week, the following criteria will

apply:

a) Participation in a field trip shall be on a voluntary basis;

b)  All out of pocket expenses shall be covered through the school budget provided for
field trips;

c) Ifafield trip goes beyond the employee’s regular assigned hours of work, they shall
be paid up to eight (8) hours at their regular rate of pay and will be paid overtime
equal to what is required pursuant to the Employment Standards Act for additional
hours worked.

d) If personal situations prevent an employee from participating in such activities, no
pressure will be exerted to do so.
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ARTICLE 6 WAGES

Section 6.1 Pay Days

6.1.1 The Board shall pay wages based on the bi-weekly pay period model in accordance with
the wage schedules attached hereto and forming part of this Agreement. All earnings
due, including overtime and casual hours worked during the time sheet period, shall be
included in the period pay and shall be deposited seven (7) calendar days following the
time sheet cut-off date.

6.1.2 All employees shall provide the Board written authorization to deposit all wages in the
employee’s account in a banking institution designated by the employee.

Section 6.2 Classification Changes and New Pasitions

6.2.1 The setting of a job classification and accompanying wage rate in the wage schedules
attached to this Agreement shall not bind the Board to create or fill such a paosition.
However, it is understood that the Union retains the right to grieve the classification of
any employee or group of emplayees covered under this Agreement.

6.2.2 All new classifications and revised job descriptions shall be referred to the Job Evaluation
Commitiee for review and rating. The maintenance procedures will be used to maintain
the Job Evaluation Plan in the following instances:

6.2.2.1 Job Evaluation Committee
a) The parties shall each appoint three (3) members to the Job Evaluation Committee.

b)  The terms of reference of the Committee shall be as set out in this Section.

c) The Committee shall meet as required to carry out its tasks. Evaluation of positions
under Section 6.2.2.2 - Evaluations and Section 6.2.2.3 - Appeal Procedures shall
be completed as soon as possible after submission under Sections 6.2.2.2 a) ii),
6.2.2.2 b)i) or 6.2.2.3 a) i) as the case may be.

6.2.2.2 Evaluations
a) Creating of a new position

i) It is the responsibility of the Board to prepare a job description whenever a
new job is created.

ii) The job description shall be referred to the Committee which will determine
the appropriate rating and advise the Board.

iii} The Board shall provide the incumbent of the new position with a copy of the
job description and rating upon appointment.

iv)  Ifthe Committee is unable to establish a rating for a newly created job prior to
posting of the position, the Board may proceed with implementation using an
interim rating.
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b) Changes to existing positions

Job descriptions shall not be construed as prohibiting the Board from requiring
incumbents to perform comparable or transient duties within the area of
knowledge and skills required by the job description. However, if such additional
assignments become a continuing responsibility, or they become recognized as
part of the job requirement and they are of sufficient importance to potentially
influence the job rating, the following procedures apply:

i) The employee shall compleie a Request for Review Form, forwarding
copies to the Committee for review as soon as possible. If the Board does
not deem it necessary to ask for a review, then the employee can request
a review through the appeal procedure.

ii) The Committee shall review and confirm or revise the evaluation ensuring
the adequacy of the job description and/or application of the evaluation
manual.

iii}) Copies of the Advice of Decision Form shall be forwarded to the Board
who shall discuss the result with the employee.

iv) If either the employee, the Union or the Board does not agree, the decision
may be challenged through the appeal procedures as outlined.

V) When a job description and evaluation is changed by the foregoing
process, it shall be implemented retroactively to the date when the
Request for Review Form was completed.

vi) Any employee affected by downward adjustments shall be red circled as
of the date in 6.2.2.2 b) v} above.

6.2.2.3 Appeal Procedures

The appeal procedure may be used by incumbents or the Board after the job
description and job rating bas been completed as per Section 6.2.2.2 -
Evaluations and either party feels that the job description is inadequate or the
rating for the job is incorrect.

a) Steps in the Appeal Procedure are as follows:

i) When there is a concern that the job description is inadequate or
the rating is incorrect, it shall be referred to the Committee, who
may discuss the matter with the incumbent and appropriate
Employer representative(s). Concerns should be referred to the
Committee as soon as possible after they become apparent.

i) If the Committee agrees to a change in the job description or rating,
revisions will be made and implemented accordingly.

iii) If the Committee does not agree that a discrepancy exists, the
Committee will so advise the parties and, if they so choose, the
parties can then ask that the matter be brought to a Labour
Management Committee meeting for review and to provide
recommendations to the Job Evaluation Committee.

iv) If the Committee is unabie to come to a consensus, either party
may pursue the matter through the arbitration process.
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v) When a job evaluation is changed by the foregoing process, it shall
be implemented retroactively to the date as in 6.2.2.5. General
Maintenance Procedure.

6.2.2.4 Arbitration Procedures

a) When agreement cannot be reached in the Committee on matters involving the
accuracy of job descriptions and evaluations and/or the interpretation and
application of the job evaluation rating manual, the matter shall be referred to a
mutually agreed upon mediator.

b) Where mediation is unsuccessful, the matter may be referred to arbitration.

c) The selection and subsequent appointment of an arbitrator shall be by mutual
agreement between the Union and the Board. Should there not be agreement,
Article 16 — Arbitration Procedure shall apply.

6.2.2.5 General Maintenance Procedures

The Committee shall:

a) Review and recommend revisions to the evaluation manual, forms and
procedures as deemed necessary.

b) Every three years or otherwise, as deemed necessary, review the rating of a
sampling of jobs by the Committee for the purpose of ensuring that relativity is
being maintained.

Section 6.3 Call Out

6.3.1 An employee required to work in an emergency outside their regular working hours shall
be paid for a minimum of two (2) hours at their regular rate, or at time and one-half (1 %)
for time worked, whichever is the greater and shall be paid from the time they ieave their
home to report for duty until the time they arrive back upon proceeding directly from work.

6.3.2 If the Board requires an employee to remain on standby as a result of extraordinary
circumstances, the Board shall consult with the Union to determine appropriate
compensation for such employee.

6.3.3 When an employee is required to open and close facilities for user groups, they will be
paid one hour to open and one hour to close at their regular rate of pay.

Section 6.4 Overtime and Call-Back Time
Overtime and call-back time shall be divided equally where practicable among the employees

engaged in similar types of operations and who are qualified to perform the work that is available
and shall be on a voluntary basis.
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Maintenance Assistants, Transportation Assistants and Custodial
Leadhands

Maintenance and Transportation Assistants

8.5.1

6.5.2

6.5.3

6.5.4

6.5.5

Vacancies shall be posted for five (5) working days and a copy shall be emailed to the
Secretary of the Union. For the purpose of filling these positions, the Board shall consider
the qualifications and ability of applicants.

Applicants will be required to:

a)

(27 e

)
)
)

Q.

show evidence of appropriate training in the field of work required for the position;
show relevant work experience in the field of work required for the position,
demonstrate leadership qualities for the position; and

possess a minimum of one (1) year service with the District.

In the event the faclors outlined above are relatively equal among two or more
employees, seniority shall be the determining factor. The Board shall determine
qualifications and ability in a fair and equitable manner.

Successful applicants shall be designated to the position of Maintenance Assistant or
Transportation Assistant and may be assigned to the position, the hours of which may
increase or decrease, from time to time as required by the needs of the department,
during the year to either:

a)
b)

replace the Operations Supervisor when absent; or
assist the Operations Supervisor when present.

When assigned to this position, these employees shall:

be under the direction of the appropriate manager;
follow department practices; and

be responsible for the general direction and daily work assignments of the
corresponding transportation or maintenance/custodial employees in their
respective zone

Maintenance Assistants and Transportation Assistants shall neither evaluate the work
performance of employees nor discipline employees but shall communicate work
concerns first to the employee involved, and failing resolution, to the appropriate
manager.

For the periods of time that the Maintenance Assistant or Transportation Assistant are
assigned to this position, the employee shall receive the corresponding allowance in
accordance with CUPE 440 Schedule of Allowances, in the collective agreement.
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Custodial Leadhands

6.5.6 Vacancies shall be posted for five (5) working days and a copy shall be emailed to the
Secretary of the Union. For the purpose of filling these positions, the Board shall consider
the qualifications and ability of applicants. Applicants will be required to:

a) show evidence of appropriate training in the field of work required for the position;
b} show relevant work experience in the field of work required for the position;

c) demonstrate leadership qualities for the position; and

d) possess a minimum of one (1) year service with the District.

in the event the factors cutlined above are relatively equal among two or more
employees, seniority shall be the determining factor. The Board shall determine
qualifications and ability in a fair and equitable manner.

6.5.7 Custodial Leadhands shall:

a) be under the direction of the appropriate manager and/or maintenance assistant;

b) follow department practices; and

c) be responsible for the general direction and daily work assignments of the
custodians assigned to the school.

6.5.8 Custodial Leadhands shall neither evaluate the work performance of employees nor
discipline employees but shall communicate work concerns first to the employee
involved, and failing resolution, to the appropriate manager.

6.5.9 Custodial Leadhands shall receive the corresponding allowance in accordance with
CUPE 440 Schedule of Allowances, in the collective agreement.

Section 6.6 Assignments and Substitutes

6.6.1 An employee who, during their regular hours of work, is assigned to any job during the
absence of another employee, or who performs the duties of a higher classification, shall
receive the rate of pay for the job worked or their regular rate, whichever is the greater.
When an employee is permanently assigned to a position paying a lower rate, their rate
shall not be reduced for a period of sixty (60) calendar days.

6.6.2 No employee shall be transferred to a position outside the bargaining unit without their
consent.

Section 6.7 Shift Differential

6.7.1 Afternoon Shift

Where the majority of hours worked fall between 3:00 p.m. to 11:00 p.m. employees shall
be paid a shift differential in accordance with CUPE Local 440 Schedule of Allowances
for all hours worked.
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6.7.2 Night Shift

Where the majority of hours worked fall between 11:00 p.m. to 7:00 a.m. employees shall
be paid a shift differential in accordance with CUPE Local 440 Schedule of Allowances
for all hours worked.

6.7.3 Weekend Premium

Regular part-time employees who work less than forty (40} hours per week shall be
entitled to a weekend premium of one dollar ($1.00) per hour in addition to the regular
rate of pay if working on Saturday or Sunday or until overtime conditions come into effect.

Section 6.8 Job Descriptions

The Board, in consultation with the Union, agrees to prepare job descriptions for all positions and
classifications for which the Union is the bargaining agent. These descriptions shall be presented
to the Union and shall become the recognized job descriptions unless the Union presents written
objection within thirty (30) days.

Section 6.9 Classifications

Existing classifications shall not be eliminated or changed without prior agreement from the
Union in writing.

Section 6.10 Trade Requirements

6.10.1 An employee required to hold more than one (1) trades qualification as recognized by
the Ministry of Labour shall receive five (5) percent over the regular rate for each extra
trade required.

6.10.2 Any annual fees necessary to maintain required trades certification or endorsements
shall be paid in full by the Board.
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ARTICLE 7 OVERTIME

Section 7.1 Entitlement
7.1.1 For all overtime work, each employee covered by this Agreement shall be paid as follows:

a) Employees covered under Wage Schedule "A" attached to this Agreement:

All time worked over eight (8) hours per day or forty {(40) hours per week, Monday
to Saturday inclusive, shall be paid at time and one-half (1 ¥2) the regular rate of
pay for the first two (2) hours of overtime in any day, and at double (2) the regular
rate of pay thereafter until commencement of the employee’'s next scheduled shift.

b) Employees covered under Wage Schedule "B" attached to this Agreement:

) All time worked over seven (7) hours per day or thirty-five (35) hours per
week, Monday to Saturday inclusive, shall be paid at time and one-half (1
¥2) the regular rate of pay for the first two (2) hours of overtime in any day,
and at double (2) the regular rate of pay thereafter until commencement
of the employee's next scheduled shift, except for ii) below.

i) Employees who choose to accept a posted position or casual work in
another classification shall be paid in accordance with Section 7.1.1 a)
above.

c) All overtime worked on Sunday for employees covered under Wage Schedule "A"
and "B" attached to this Agreement shall be paid at double (2) time for every hour
worked.

Section 7.2 Computing Overtime Rates

For purposes of computing the hourly overtime rate, the hourly rate shali be multiplied by one
and one-half (1 '2) or two (2), as the case may be.

Section 7.3 Extended Overtime
There shall be no extended amount of overtime worked in any operation while there are

employees on lay-off in the same or similar type of operation, and qualified to perform the
available work.
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Section 7.4 Accumulated Compensatory Time

All overtime must be approved by the employee’s immediate supervisor, or in their absence, the
Human Resources Department.

a) Employees will be permitted to accumulate five (5) days of compensatory time.
Amounts in excess of five (5) days requires the approval of their immediate
supervisor.

b) Use of accumulated compensatory time will be granted provided that:

i)  the request to the supervisor is made at least five (5) days in advance; and
i) the time is mutually agreeable.

c) Unused compensatory time at the end of any school year will be paid out in the
last pay period of the school year and may not be carried over.

d) In the case of an emergency an employee may be permitted to use accumulated
compensatory time without having given the required five days’' notice, provided
the immediate supervisor of such employee so permits.
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ARTICLE 8 STATUTORY HOLIDAYS

Section 8.1 Entitiement

8.1.1 Regular Employees, and casual employees who qualify in accordance with the
Employment Standards Act, shall be entitled to a holiday with pay at their regular rate for
each of the Statutory Holidays hereinafter set forth, or such day as the Board and the
Union may mutually agree shall be taken in lieu of such Statutory Holiday. The Statutory
Holidays shall be:

New Year's Day B.C. Day

Family Day Labour Day

Good Friday Thanksgiving Day
Easter Monday Remembrance Day
Victoria Day Christmas Day
Canada Day Boxing Day

And any other day proclaimed by the Federal or Provincial Governments.
8.1.2 Employees will not receive pay for Canada Day if they finish work prior to that date (such
as the case of a ten (10) month employee).

8.1.3 Employees returning to a posted position, as well as those on the EA recall list, will
receive pay for the Labour Day Statutory Holiday if working immediately prior to and/or
immediately foliowing Labour Day.

8.1.4 Floating Statutory Holidays

Each July 1% reguilar employees who have completed the probationary period shall be
entitled to two {2) Floating Statutory Holidays annually, which will be taken at such times
as mutually agreed upon between the Board and the employee. Floating Statutory
Holidays shall be taken at no additional cost to the Board and are non-cumulative. If for
operational reasons, the days provided cannot be taken at no cost to the Board, these
employees may take the Floating Statutory Holidays on days that school is not in session.
See Appendix “A”".

Section 8.2 Holiday During Vacations

8.2.1 When any of the above Statutory Holidays fall on an employee's scheduled day off or is
observed during an employee's vacation period, the employee shall receive a proportion
of a day's pay based on their regular work week.

8.2.2 An employee required to work on a Statutory Holiday or day in lieu thereof, shall receive
in addition to their regular pay for that heliday, time and one-half (1'%) their regular pay
for hours worked.

Section 8.3 Employee Working on a Statutory Holiday

Should the schools be required to be in session on any Statutory Holiday, employees required
to work on such holiday wili be granted an alternate day off in lieu of the Statutory Holiday worked.
The alternate day off will be taken at a mutually acceptable time no later than the conclusion of
the employee's next annual vacation.
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ARTICLE 9 VACATION

The annual vacation entitlement shall be provided to employees on a pro-rata basis each pay
period based on the employee’s employment anniversary date as follows:

Section 9.1 Vacation entitlement — Twelve Month Employees

9.1.1 The annual vacation entitlement for twelve (12) manth employees shall be provided on a
pro-rata basis each pay period based on the employee's employment start date and
appointed hours as follows:

Less than 6 years of continuous service 3 weeks B

After 6 years of continuous service 4 weeks

After 12 years of continuous service .Sweeks ~ _
 After 22 years of continuous service 6 weeks

|

- 6 weeks plus one day for each
| additional year of service

After 23 years or more of continuous service

9.1.2 All twelve (12) month employees shall be granted at least two (2) weeks of their vacation
during the months of July and August. By mutual agreement, additional vacation time
may be arranged in any month of the calendar year. All twelve (12) month employees
must submit their vacation schedule to their supervisor not later than June 1 of each
school year. However, in the event of conflict of vacation date preferences, the Board will
determine the choice taking into consideration seniority, and the smooth operation of the
school system. Employees who fail to schedule their vacation will have their supervisor
establish their vacation schedule.

9.1.3 The maximum number of unused vacation days that may be carried forward to the next
school year is ten (10). The school year for the purpose of this section shall be defined
as January 1 to December 31. An employee with more than ten (10) days at December
31 each year will have the days in excess paid out on the final pay period of the calendar
year. The period of September 1, 2019 to December 31, 2019 will be included in the
January 1, 2020 to December 31, 2020 calendar year of the purposes of this clause. The

maximum number of excess days paid out is five (5) per year.

Section 9.2 Vacation Entitlement - Employees working less than twelve (12) months
per year
9.2.1 Employees woarking less than twelve (12) months per year, shall receive vacation pay

based on the employee’s start date as follows. Vacation pay is paid out on each pay
period except as in 9.2.2.

. ~ Years N % of gross earnings

Lessthan6years 8% L

_After 6 years . ., 8% _ . _

After12years . 10% o _

After22years L 12% L -
After 23 years or more 12% plus 0.4% for each additional year
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9.2.2  Annually, prior to June 20, employees working less than twelve (12) months per year,
may request to the Board to accrue their vacation pay for the subsequent scheo! year.
Employees that accrue, may request in writing to have a portion of their vacation pay
paid out on any other pay period during the school year. Remaining accrual will be paid
out on the final pay period of the school year.

Section 9.3 Vacation Advance

A reguiar employee with at least one (1) year of permanent service with the Board may request
in writing to use a portion (up to one (1) week) of their vacation entitlement in advance.
Subsequent requests will only be considered if there is a positive balance in the employee’s
vacation accrual.

Section 9.4 Leaving Board Service

An employee leaving the service of the Board at any time in their vacation year, before they
have had their vacation, shall be entitled to a proportion of payment of their salary or wages in
lieu of such vacation. When an employee dies their estate shall be credited with the value of
vacation credits owing them.

Section 9.5 lliness During Vacation
Sick leave may be substituted for vacation where it can be established by the employee that

an illness or disabling injury occurred requiring hospitalization while on vacation. A doctor's
note will be presented to the Board by the employee in suchcases.
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ARTICLE 10 LEAVE OF ABSENCE

Section 10.1 Sick Leave

10.1.1 "Sick Leave" means the period of time an employee is permitted to be absent from work
with or without pay, by virtue of sickness, unavoidable quarantine, or accident for which
compensation is not payable under the Workers' Compensation Act.

10.1.2 a) Sick leave shall be granted to employees on a pro-rata basis on the basis of one
and one-half {112) days for every month of service. In any one year, where an
employee has not had sick leave or only a portion thereof, they shall be entitled
to an accrual of all the unused portion of sick leave for their future benefit up to a
maximum of one hundred and thirty (130) workdays. A deduction shall be made
from accumulated sick leave of all normal working days (exclusive of holidays)
absent for sick leave.

b) If a regular employee takes a reduction of hours, for any reason, their
accumulated sick leave hours shall be recalculated based on hours of the new
position. At no time will the accumulated sick leave benefit exceed one hundred
and thirty (130) workdays. (See Appendix "B" for calculation)

10.1.2 Leave without pay of one year because of illness shall be granted to an employee who
does not qualify for sick leave with pay, or who is unable to return to work at the
termination of the period for which sick leave with pay is granted. At the end of one (1)
year, an extension may be granted by the Board.

10.1.3 When an employee is granted leave of absence without pay for any reason, or is laid-
off due to lack of work and returns to the service of the Board upon expiration of such
leave of absence, they shall not receive sick leave credit for the period of such
absence, but shall retain their cumulative credit, if any, existing at the time of such leave
or layoff.

10.1.4 An employee prevented from performing their regular work with the Board as a resuit
of an occupational accident that is recognized by the Workers' Compensation Board as
compensable within the meaning of the Act shall have their application for benefits
processed by the Board. Such accident must not have occurred while the employee
was working simultaneously for another Employer.

10.1.5 An employee may be required to produce a certificate from a duly qualified medical
practitioner for such illness certifying that such employee is unable to carry out their
duties due to illness.

10.1.6 Employees will be paid sick leave for the time required to attend medical appointments.
An employee is entitled to sick leave for the actual time they are at their appointment
as well as reasonable travel time. Reasonable travel time is defined as the normal time
it takes to drive from their regular work location to the location of the appointment. If the
appointment or reasonable travel time falls outside of the regular work schedule the
employee does not qualify for paid sick leave.

10.1.7 Arecord of all unused sick leave will be kept by the Board. An up-to-date record listing
each eligible employee's sick leave credits shall be reporied to each employee on the
employee's pay stub.
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10.1.8 a) An employee entitled to sick leave under this Article shall receive forty percent
(40%) of their unused accumulated sick leave (maximum of one hundred thirty

(130) days) upon:

i)y retirement on or after the attainment of the minimum retirement age,
whichever shall last occur;

i) retirement with a permanent disability entitling the employee to pension;

i) inthe event of the death of an employee while in the service of the Board,
the estate will be credited with monies, if any owing;

iv) employee elects severance (Section 11.8.2 d) or resigns after 15 years of
continuous service; or

v) expiration of seniority rights, as per Section 11.6 e), on the condition that
the employee has more than fifteen (15) years of continuous service with
the Board.

b} For the purpose of this Section, the retirement age for all employees shall be in
conformity with the Public Sector Pension Act in effect.

10.1.9 In case of iliness to an immediate member of the family of an employee where no
one other than the employee can provide for the needs of the ill person, an employee
shall be entitled to use a maximum of ten (10) accumulated sick leave days per year
for this purpose, after notifying their supervisor. Immediate family for the purpose of
this Section shall be defined as parent, spouse, common-law partner, child and child
of common-law partner. Such illness must be certified by a medical practitioner if so
requested. Notwithstanding the above, at least twelve (12) days must be maintained
to be used only in the case of an employee’s iliness or injury. (See also Section
10.3.2)

10.1.10 Salary for lost time due to compulsory quarantine shall be paid to an employee when
certified by a medical officer, and not chargeable to sick leave.

10.1.11 a) Effective July 1%t each year an employee having reached the maximum
accumulation of one hundred and thirty (130) days shall continue to receive one
and one half (1%2) days per month.

b) By each subsequent June 30" any employee with more than one hundred thirty
(130) days will be able to convert each period of three (3) full days over this
maximum to a one half (%) day leave of absence with pay. An employee shall
have the option to take such leave with pay or be paid out. These additional days
will be taken or paid to the employee on or before June 30%, at which time the
employee’s sick leave will be adjusted to the maximum of one hundred thirty (130)
days.

¢) The maximum number of days leave with pay under this Section will be three (3)
days per year.



Section 10.2 General Leave of Absence

10.2.1  The Board shall grant ieave of absence without pay and without loss of seniority to any
employee requesting such leave for good and sufficient cause, providing such request
is made in writing and is approved by the Board. The Union shall be notified of such
leaves and duration.

10.2.2 Employees on general leave of absence in excess of twenty (20) consecutive working
days shall not accrue seniority for that period. (See also Section 10.3.2 b)

Section 10.3 Compassionate Leave

10.3.1 Bereavement Leave

a) Aregularemployee shall be granted up to five (5} regularly scheduled consecutive
work days of leave without loss of wages in the case of the death of a parent,
step-parent, wife, husband, brother, sister, child, grandchild, grandparent,
mother-in-law, father-in-law, brother-in-law, sister-in-law, daughter-in-law, son-in-
law, common-law partner, child of a common-law partner, or the employee's
parents' siblings, for the purpose of mourning, preparing for and/or attending the
funeral.

b) In the case of the death of someone other than a family member identified in a)
above, a regular employee shall be granted up to one-half (2) day within School
District boundaries or up to one (1} day outside School District boundaries, without
loss of wages or benefits, to attend a funeral in the capacity of a pall bearer or
mourner, provided such employee has notified their supervisor or department
head. Such time off shall be granted only if the funeral occurs during the
employee's normal working hours.

c) With the location of a funeral necessitating additional time because of travel, a
reasonable amount of additional leave without pay may be granted upon request.
(See also Section 10.2.2)

10.3.2 Family and Serious lliness Leave

a) Inthe case of serious iliness in the immediate family, a regular employee shall be
entitled to a maximum of five (5) days paid leave for that illness, after informing
their immediate supervisor. Immediate family, for the purposes of this Section,
shall be defined as a parent, step-parent, mother-in-law, father-in-law, spouse,
partner, common-law partner, child, step-child, child of a common-law partner,
grandchild, brother, or sister. Serious iliness in the family shall be defined as an
iliness which the patient’s physician considers sufficiently critical to require the
employee's presence at the bedside. The Employer may request a letter of
verification from the patient’s physician. Serious illness shall also include time to
transport an immediate family member to a medical facility for medical referrals
that pertain to the serious iliness inside or outside the East Kootenays.

b) Additional unpaid [eave may be requested with no loss of seniority for a maximum
leave of ninety (90) calendar days. Such leave shall be at no cost to the Board.
Benefit costs may be paid by the employee if so desired, provided the carrier
permits coverage. (See also Section 11.5)
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Section 10.4 Jury/Witness Duty

The Board shall grant leave of absence without loss of seniority to an employee who serves as
juror or witness in any court. The Board shall pay such an employee the difference between their
normal earnings and the payment received for jury service or court witness, excluding payment
for travelling, meals or other expenses. The employee will present proof of service and the
amount of pay received.

Section 10.5 Pregnancy/Parental Leave

10.5.1  Upon written request, leave of absence without pay and without loss of seniority for
Maternity Leave shall be granted in accordance with the Employment Standards Act,
Part 6, Maternity Leave.

10.5.2 Upon written request, leave of absence without pay and without loss of seniority for
Parental Leave is granted in accordance with the Employment Standards Act, Part 6,
Parental Leave.

10.5.3 An employee returning to work after such leave shall provide the Employer with at least
two (2) weeks’ notice. The returning employee shall be reinstated in their former
position or a comparable position, with all increments to wages, entitlements and
benefits to which the employee would have been entitled had the leave not been taken.
The Employer shall continue to make its contributions toward the premiums for group
benefits during the period of the leave.

10.5.4 Where a doctor's certificate is provided stating that a longer period of
pregnancy/parental leave is required for health reasons, an extension up to a maximum
of one (1) additional year shall be allowed. The employee intending to return to work
after pregnancy or parental leave shall provide the Board with at least fwo (2) weeks’
notice. On return from pregnancy or parental leave the employee shall be reinstated in
their former position with all benefits to which the employee would have been entitled,
had the leave not been taken.

10.5.5 a. Supplemental Employment (Pregnancy) Benefit Plan will be implemented

a) When a pregnant employee takes a pregnancy leave to which they are
entitled pursuant to the Employment Standards Act, the Board shall pay
the employee:

i} Ninety percent (90%) of their current wages for the first week of the
leave; and

iy  When the employee is not eligible to receive E| pregnancy benefits,
ninety percent (90%) of their current wages for the second week of
the leave; or

iii)  When the employee is eligible to receive El pregnancy benefits, the
difference between ninety (90%) of their current wages and the
amount of El Pregnancy benefits received by the employee for the
second week of the leave; and



iv)  When a regular employee is eligible to receive El pregnancy
benefits, the difference between seventy-five (75%) of their current
wages and the amount of El Pregnancy benefits received by the
empioyee for a further fifteen (15) weeks.

v) The Board agrees to enter into the Supplementary Employment
Benefit (SEB) plan agreement required by the Employment
Insurance Act in respect of such pregnancy payments.

b. Extended Pregnancy Leave

At least one (1) month in advance of the expiry of the pregnancy leave, an
employee may request, in writing, an extension of the pregnancy leave for an
additional period of up to six (6) months, subject to Board approval. The
extended pregnancy leave shall be without pay and benefits and shall not
accrue seniority. Benefit costs may be paid by the employee if so desired,
provided the carrier permits coverage.

Section 10.6 Parental/Adoption Leave

On the birth of a child or in the case of adoption or legal guardianship, a regular employee may
apply for and be granted leave with pay up to a maximum of two (2) days. Leave shall be granted
for the date of birth or adoption and the day immediately following, unless otherwise approved
by the Board.

Section 10.7 Leave for Union Business

10.7.1

10.7.2

10.7.3

The Board agrees that time spent in settling grievances during regular working hours
by Union Representatives, shall be considered as time worked, provided that such time
shall not exceed a total of twenty-four (24) working hours in any one month unless
mutually agreed otherwise. The Union agrees to forward to the Board a written list of
names of such Union Representatives, a record of time spent by each Union
Representative in settling disputes and a list of replacements obtained for Union
Representatives who are required to be absent to settle disputes.

The Board agrees to grant time off, without pay during any working day to officers of
the Union in the employ of the Board for Union business purposes, provided:

a) that such time off shall not exceed a combined total of twenty-four hundred
(2400) working hours per school year unless mutually agreed;

b) that a written list of the names of such officers in the employ of the Board shall
be forwarded to the Human Resources Office for this purpose;

c) that the Board is advised by the Union each day that such officers will be absent.
In order that the work of the Board shall not be unreasonably interrupted, no Steward

shall leave their work without obtaining permission of their supervisor, such permission
shall not be unduly withheld.
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10.7.4 The Board agrees to grant a leave of absence without pay, not more than two (2} weeks
after application from the Union stating the intended duration of such leave, to a Local
Union Officer for business purposes provided a suitable substitute can be obtained, or
to any employee who may be elected by the Union to a full-time position in the CUPE
Local to this Agreement, or who is elected to public office. The intended duration of
such leave must be specified. It is agreed that such leave of absence shall be renewed
upon application providing that such leave of absence shall not exceed a period of two
(2) years at any one time or for the term of public office, whichever is the longer. It is
agreed that the seniority of any employee so elected shall not be adversely affected
and shall accrue during such leave.

10.7.5 Representatives of the Union shall not suffer any loss of pay or benefits for the total
time involved in contract negotiations with the Board during scheduled coilective
bargaining sessions. The Union agrees to notify the Board of the names of such
employees, whose number for the purpose of this Section shall not exceed a total of
five (5) employees at any one time.

10.7.6  The Board shall pay employees on CUPE business their regular wages and shall
submit a bill at least quarterly to the Secretary Treasurer of the Union for reimbursement
of wages and benefits.

Section 10.8 Military Leave

A regular employee enlisting in the Canadian Armed Forces in time of war shall retain and
continue to accrue seniority during the period of eniistment in time of war, provided that the
employee resumes employment with the Board within six (6) months of discharge from the
Canadian Armed Forces.

Section 10.9 Union Conventions or Education Seminars

10.9.1 Leave of absence with pay and without loss of seniority shall be granted, upon request
to the Board by the Union, to empioyees elected or appointed to represent the Union
at Union conventions, or education seminars. Such time shall not exceed a total of forty-
eight (48) hours in any one (1) year. Any additional days requested shall be granted
without pay and without loss of seniority.

10.9.2 The Board shall pay employees on CUPE business their regular wages and shall
submit a bill to the Secretary Treasurer of the Union for reimbursement of wages and
benefits.

Section 10.10 WorkSafeBC

10.10.1 All employees shall be covered by the Workers Compensation Act. No employee shall
have their employment terminated as a result of absence from work with a
compensable injury or claim. Pending settlement of the insurable claim, including
appeals, the employee shall continue to accrue seniority and shall continue to receive
the full benefits of this Agreement.

a) WorkSafeBC shall remit the employee's benefit payments to the Board and the
employee shall receive an equivalent amount of compensation from the Board.



10.10.2 An employee receiving compensation benefits under the Workers Compensation Act
shall continue to accrue vacation credits and sick leave credits for a maximum period
of twelve months from date of injury. All other benefits as outlined in Article 12 of the
Collective Agreement shall continue to be paid by the School District for employees
while they are absent from work with a compensable injury or claim.

Section 10.11 Citizenship Leave

An employee shall be allowed up to one (1) day off with pay to obtain their Canadian Citizenship.
Section 10.12 Educational Leave

An employee may request an educational leave without pay for all or part of their regular working
day to take any course approved by the Board. Employees who become ineligible for benefits
by working less than seventeen and one-half (17.5) hours per week may continue their benefits
at no cost to the Board, provided the carrier permits coverage. There wili be no loss of seniority
for the first year of such leave.

Section 10.13 Deferred Salary Leave Plan

The Board and the Union shall maintain a mutually acceptable deferred salary leave plan, subject
to the plan being at no direct cost to the Board.
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ARTICLE 11 SENIORITY

Section 11.1 Seniority Defined

11.1.1  Seniority is length of service that a regular employee has with the Board. The
application of seniority shall be on a bargaining unit-wide basis except as provided
herein.

11.1.2 The word “regular” refers to a full-time or pari-time employee who has been appointed
to a permanent position and has completed their probationary period.

Section 11.2 New Employees' Probationary Period

When a permanent position is filled by a new employee, the employee is hired on probation. A
probationary period shali consist of three (3) months service in the appointed position and shall
commence on the employee’s permanent appointment date. During this time, they shall be
considered a casual employee only, and no seniority rights shall be recognized. On completion
of probation the employee shall be entitied to seniority rights from their permanent appointment
date.

Section 11.3 Casual Employees

11.3.1 A casual employee is a person employed by the Board to perform services for which
no permanent position exists, or to perform services for which a permanent position
exists, the incumbent of which is temporarily unable to perform their duties.

11.3.2 No seniority shall accrue for a casual employee unless that employee is appointed, by
letter, to a full or part-time permanent position with the Board, thereby attaining the
status of regular employee.

11.3.3 For purposes of determining seniority, a casual employee who becomes a regular
employee shall be credited with each day in which that employee worked a full or part-
time shift in the two-year period immediately prior to the employee’s permanent
appointment date.

11.3.4 The seniority date of the employee shall be the date at which the employee was
appointed to a permanent position back-dated by the number of weekdays equal to the
number of full or part-time shifts worked by the employee in the two (2) year period
immediately prior to the employee attaining regular status.

11.3.5 Casual employees may apply and may be considered for vacant positions that have
not been filled through the normal pesiing process before these positions are made
available to the general public.



Section 11.4 Seniority List

11.4.1 The Board shall maintain a seniority list showing the date upon which each employee's
service commenced. The seniority list shall indicate the zone to which the employee is
assigned. For the purpose of this Article, zone shall be defined as the predecessor
School District (Kimberley, Windermere or Golden) to which they were hired. Should
an employee transfer from one zone to another, through the bidding process, they shall
bring their seniority from their predecessor zone.

11.4.2 The seniority list shall be updated January 31 each year and a copy forwarded to the
Union. Employees shall have thirty (30) days from the time of issuance to notify the
Board of any errors or omissions. A final seniority list shall be distributed after all matters
raised have been addressed.

Section 11.5 No Loss of Seniority

No loss of seniority and/or benefit entitlement shall occur if a regular employee is absent from
work because of sickness, accident, Workers' Compensation Board Claim, maternity leave,
parental leave, temporary lay-off, or approved general leave of absence up to twenty (20)
working days.

Section 11.6 Loss of Seniority

A regular employee shall lose their seniority only in the event:
a) The employee is discharged for just cause and is not reinstated;
b) The employee resigns in writing;

c) The employee is absent from work in excess of three (3) working days without
notifying the Board, unless such notice was reasonably not possible;

d) The employee fails to return to work within ten (10) calendar days of being notified
to return to work from lay-off, provided the position has an equivalent number of
hours; or

e) in a layoff situation when:

i) an employee with up to one year of service is laid-off for a period of twelve
(12) months excluding any temporary appointments;

i) an employee with one to five years of service is laid-off for a period of
eighteen (18) months excluding any temporary appointments; or

iii) an employee with five plus years is laid-off for a period of twenty-four (24)
months excluding any temporary appointments.

f) If an employee is transferred outside of the bargaining unit for more than ninety
(90) calendar days.
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Section 11.7 Transfer Out of the Bargaining Unit

No employee shall be transferred to a position outside the bargaining unit without their consent.
If an employee is transferred to a position outside the bargaining unit, they shall retain their
seniority as per Section 11.5 for a period of ninety (90) calendar days, during such time they will
continue to pay Union dues and accrue seniority. Such employee shall have the right to compete
for posted vacancies within the bargaining unit during this period. If the employee returns to the
bargaining unit prior to the expiry of the ninety (90) calendar day period, the employee will be
returned to their former position.

Section 11.8 Layoffs and Rehiring

11.8.1 a) Definition of Layoff

i} A layoff shall be defined as an elimination or any reduction in a regular
employee’s hours of work.

i} The layoff procedure does not apply to the normal work stoppage of
employees working less than twelve (12) months unless their positions are
to be made redundant or reduced in hours.

i) Layoff options in 11.8.1.¢c.iv and 11.8.2.d (Elect Severance) do not apply to
route reductions of fifteen (15) minutes or less per day for School Bus
Drivers unless the same employee is reduced more than once in a five-year
period.

b) Notice of Layoff

The Board shall provide a regular employee with written notice, thirty (30)
calendar days prior to their effective date of layoff. If the employee has not had
an opportunity to work the days as provided in this Article, they shall be paid for
the days for which work was not made available.

c) Order of Layoff

An employee shall be laid-off in the reverse order of their bargaining unit-wide
seniority within their zone. An employee about to be laid-off may choose one of
the following options (See explanation in Section 11.8.2):

i)  accept reduction in hours;
ity exercise bumping rights;
i) retain seniority rights; or
iv) elect severance.

Within seven (7) calendar days of receipt of a written layoff notice, the laid-off
employee shall indicate in writing to the Board which option they choose.

d) Education Assistants

In order to facilitate and maintain educational stability throughout the schocl year
the following practices will apply to the filling of all Education Assistant placements
and vacancies:



ii)

ii)
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May 15" of each schoo) vear:

Any employees remaining on the Education Assistant recall list from
the previous year shall be removed and considered to be on layoff.

Certified Education Assistants employed in a position or on leave will
indicate their preference for the following school year by completing
the Education Assistant Preference Questionnaire distributed by the
Human Resources Department.

May 31% to August 31st of each school year:

Taking into consideration the Preference Questionnaire and seniority
the Human Resources Department will make preliminary assignments
for the following school year for positions that will be twenty-five (25)
hours a week or more.

Layoff notices are issued to Certified Education Assistants who do not
receive a preliminary assignment.

Remaining positions will be posted externally for Certified Education
Assistants. If positions remain vacant, internal Non-Certified
Education Assistant will be eligible to apply.

September 1% to October 15" of each school year:

New Education Assistant positions will be filled with casual employees
based on qualifications. Priority will be given to Certified Education
Assistants on the recall list.

by October 15" of each school year:

All positions are posted in each zone. Only Education Assistants on
the recall list are eligible to apply for these positions. Education
Assistants appointed to a permanent position shall be entitled to
access their sick leave benefits retroactively for any eligible absences
taken prior to October 15"

After October 15" of each school year:

Educational Assistants working twenty-five (25) hours per work or
more are not eligible to apply for positions that would resultin a change
of work location.



11.8.2

vi)
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Benefit Coverage While in Layoff;

. All regular EA's who were participating in the School District's Benefit
Program, when laid off on June 30", will continue to have benefit
coverage until October 31 of each year. EA’s who are not placed in a
position meeting the eligibility requirements will have their benefits
terminate October 315 EA's will be able to continue coverage, upon
approval of the carriers, by paying their own premiums while
maintaining seniority. (See also Section 12.2.4)

vil) Specialized Training;

. In the event that extensive, specialized training is required in order to
work effectively with a student and such training is provided to an
Education Assistant at Board expense, the employee may need to be
assigned to that student for more than one school year. If this
circumstance occurs, the Union and the Board will mutually agree on
terms of the arrangement. When a position is posted that requires
such specialized training it will be stated on the posting that the Board
will provide the training to the successful applicant.

Layoff Options

a)

b)

Accept Reduction in Hours:

In the event an employee’s hours are reduced, the employee may accept the
reduction and remain in the reduced assignment.

Exercise Bumping Rights:

A laid-off employee may bump within their zone.

Once an employee indicates they intend to exercise their bumping rights,
the Human Resources Department will provide a Positions Report, listing
those positions to which they can bump according to seniority.

An employee exercising their bumping rights must indicate in order of
preference, those classifications within their zone which they have the
qualifications and ability to bump into. The employee will be required to
outline their qualifications.

Within three (3) working days of receipt of the employee’s decision lo bump,
the Employer will interview the Ilaid-off employee to establish their
qualifications and ability. Within an additional three (3) working days the
employee will indicate, in writing, the position(s) that they are claiming.

A laid-off employee who exercises their right to bump shall be provided with
a thirty (30) working day familiarization period in the position into which they
bump, at which time the Board will determine their suitability in the position
(this will not be considered a training period). The familiarization period is
provided to assist the employee in becoming acquainted with the day to day
operations of this position. A laid-off employee changing positions shall have
their familiarization period run concurrently with their trial period. (See also
Section 11.10.5 a) Trial Period)



d)

vi}

vii)

viii)

iX)

x)

When an employee holds more than one pari-time position, the positions
shall be considered separate when exercising bumping rights.

The right to bump shall include the right to bump up into any classification
provided the employee exercising their bumping rights has the necessary
qualifications and ability.

A part-time employee with more than one part-time position may exercise
their right to bump if any of their positions are reduced in hours or made
redundant. Such an employee will only be allowed to bump into a position
provided that it does not conflict with their existing hours of work and will not
put the employee in an overtime position.

An employee may bump into one or more positions to bring their total regular
hours to the number of regular hours held prior to being laid-off.

The Labour Management Committee will make every reasonable effort to
minimize the “ripple” effect of the bumping process and to ensure an
expeditious and orderly transition in the event of layoff.

Retain Seniority Rights

A laid-off employee not choosing a) or b) above may retain their seniority rights
for bidding purposes and accessing casual work. A laid-off employee accepting a
tempaorary position shali have their bidding rights reinstated. (See also Section
11.6 e))

Elect Severance

A laid-off employee may choose to sever their employment with the Board and
accept the following severance pay:

i)

vi)

Two (2) weeks' pay where the employee has completed a period of at least
six (6) consecutive months; and

After completion of the period of employment of three (3) consecutive years,
one (1) additional week's pay for each subsequent completed year of
employment, an additional week’s pay to a maximum of eight {8) additional
weeks of pay.

An employee choosing severance may elect severance pay at the time
notice of lay-off is received, during the period of lay-off, or upon loss of
seniority.

An employee choosing severance pay forfeits their right to seniority.

An employee who receives severance pay under the provisions of this
clause and who is subsequently rehired within a twelve (12) month period
of termination by the Board, shall reimburse the Board for any severance
pay received in ten (10) equal monthly installments.

An employee with two (2) part time positions may choose severance from
both if laid-off from one of their positions which amounts to at least
seventy-five percent (75%) of their total hours.
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Severance Summary

Service with the Board Severance
6 consecutive months 2 weeks pay
3 consecutive years 3 weeks pay
4 consecutive years 4 weeks pay
5 consecutive years 5 weeks pay
6 consecutive years 6 weeks pay
7 consecutive years 7 weeks pay
8 consecutive years 8 weeks pay
9 consecutive years 9 weeks pay
10+ consecutive years 10 weeks pay

vii) See also Section 10.1.9 a)

11.8.3 No New Employees

New employees shall not be hired until those employees laid-off from the zone, for
which the vacancy exists, have exercised their seniority rights.

Section 11.9 Responsibilities of Laid-Off Employees

11.9.1 It shall be the responsibility of the laid-off employee to notify the Board of changes in
their postal address.

11.9.2 It shall be the responsibility of the laid-off employee to be aware of current job postings.
Section 11.10 Posting and Filling

11.10.1 Posting Information

a) Inthe event of a vacancy occurring in any position covered by this Agreement, or
in the event of a new position being created, notice thereof shall be posted, and
on the School District website for five (5) full working days and a copy of the
posting shall be e-mailed to the Union Executive. Such posting and notice shall
contain the following information: zone in which the position exists, nature of the
position, required ability, hours of work, wage rate, and the closing date for
accepting applications. Applications must be made in writing. The Union shall be
advised in writing of the name of the successful applicant within seven (7) days
following their appointment.

b)  All posted jobs shall be filled within ten (10) working days of the closing date,
unless there are extenuating circumstances.
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11.10.2 Role of Seniority in Job Postings

a) The Board agrees that in making staff changes, transfers, or promotions,
appointments shall be made of the applicant with the greatest seniority and having
the required qualifications and ability to do the job. Where more than one (1)
employee in the bargaining unit applies for the same position, the most senior
applicant within the zone shall be awarded the position provided the employee
possesses the ability and qualifications to do the job. Where more than one (1)
employee in the bargaining unit applies for the same position, and there are no
applications from employees within the zone, the most senior applicant shall be
awarded the position provided the employee possesses the ability and
gualifications to do the job. Where the senior applicant is not considered to
possess the required qualifications and/or ability to do the job, a letter outlining
reasons for the decision will be sent to the applicant with a copy to the Union.

b) The Board shall determine qualifications and ability in a fair and just manner.
11.10.3 Qualifications

a) Ina case of an employee changing classification through the bidding process, and
requiring new qualifications or certification, the Board shall give consideration to
any employee who does not possess the required qualifications but are preparing
to become qualified prior to filling the vacancy. Such an employee will be given
an opportunity to qualify within three (3) months or revert to their former position(s)
if the required qualifications are not met within such time.

b) In Sections 11.10.1, 11.10.2 and 11.10.3 of this Article, the Board shall determine
qualifications in a fair and equitable manner.

14.10.4 Increased Hours

a) Any position that has its hours increased by more than one (1) hour per day or
five (5) hours per week in the same school year shall be posted as a vacancy in
accordance with Sections 11.10.1 and 11.10.2. The incumbent would be
considered to be in a lay-off position in accordance with Section 11.8.

b)  Any position that has its hours increased by no more than one (1) hour per day or
five (5) hours per week, will not be posted as a vacancy. This shall only be allowed
one time in the same school year.

¢) Where more than one (1) position in a worksite could be affected, and all other
considerations are equal, seniority shall govern.

d) The Board and the Union shall mutually agree to any change allowed under this
Section prior io implementation.

11.10.5 Trial Period

a) A regular employee, entering a new classification shall be considered to be on
trial for a period of three (3) months. Conditional on satisfactory service, the
appointment shall become permanent after the period of three (3) months. At any
time during the trial period, the employee may choose to return to their previous
position as soon as operationally feasible.



11.10.6

11.10.7
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b) In the event the successful applicant proves unsatisfactory in the position, they
shall be returned to their former position without loss of seniority at the applicable
rate of pay. Any other employees promoted or transferred because of the
rearrangement of positions shall if necessary be returned to their former positions,
as soon as operationally feasible.

Temporary and Casual Vacancies

a) A temporary position is defined in Section 1.2.4.

b)  This Section shall not apply to temporary replacements of five (5) weeks or less
necessitated by illness, injury, or leave of absence, or replacement of employees
on vacation or for temporary filling of vacancies. When filling temporary vacancies
exceeding five (5) weeks duration the Employer will consider applications from
regular employees within the zone. Where a regular employee is assigned to a
temporary position, they shall be returned to their former position upon completion
of the temporary term. The posting and filling of temporary vacancies exceeding
five (5) weeks duration shall be in accordance with Sections 11.10.1 and 11.10.2
except as modified by this Section. Temporary postings shall not exceed one (1)
calendar year in duration, and if the vacancy continues shall be posted as a
permanent position after one (1) calendar year from the original date of temporary
posting. (See also Section 11.10.8 b))

¢} A regular employee shall have the right to access casual work within their zone
provided they qualify for the position. A regular employee interested in casual
work will be required to notify the Human Resources Department in writing
specifying location(s) and classification(s). Casual work will be shared as
equitably as possible among qualified Casual Work Database applicants.

d) For vacancies less than five (5) days, a regular employee has a right to access
this work as long as it does not affect their permanent position. If it is known that
a vacancy is over (five) 5 days, a regular employee has the right to access this
work and leave their permanent position.

e) The Board reserves the right to deny an employee's request to access casual
work where it is not operationally feasible.

Accommodation for Disabled Emplovyees

a) Any employee covered by this Agreement who becomes incapacitated due to
injury or iliness which prevents them from performing the duties of their permanent
position shall be provided with suitable alternate employment to the point of undue
hardship. There shall be no reduction in pay if the employee’s permanent position
is modified. In the event the employee assumes the full duties of another
classification, they shall be paid the rate of pay for that classification. The
employee’s pay may come from a variety of sources.

b) The Board and the Union recognize the benefit of enabling a disabled employee
to return to suitable work as early as the employee is willing and able. For the
purpose of this Article “disabled employee” is defined as an employee who is
unable to perform the full duties of their regular job due to occupational or non-
occupational accident or illness.
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c} For each disabled employee who is able to perform work, the Board in
consultation with the Union, a medical practitioner and the employee shall
cooperatively develop a “Modified Work Plan™. The Work Plan will consider the
employment needs and abilities of the disabled employee, the workplace needs,
and the interests of the Union. In the event of a dispute on medical grounds, the
matter will be referred to an independent medical authority agreed to by the
parties.

d) The underlying principle behind each Modified Work Plan is to create a suitable
positicn by modifying the employee’s permanent position through changes to both
the employee’s position and/or to other positions. With due regard to seniority, a
reserved vacancy may also be considered to facilitate the employee’s return to
full employment status.

e) Itis understood that the Union and Board reserve their right of access to the
grievance procedure up to and including arbitration should there be disagreement
with the application of these Modified Work Plan provisions.

Long Term Disability

a) Anemployee returning from Long Term Disability within one (1) year will assume
their previous position. The temporary incumbent will be given ten (10} working
days' notice that the term appointment is completed and shall return to their
former position.

b) If, after one (1) year on Long Term Disability, there is no immediate expectation
that the employee will be able to return to work within six (6) weeks, the position
will be posted as a permanent vacancy. (See also Section 11.10.6 b))

c) The employee on Long Term Disability will be considered, for the purposes of this
Section only, to be in lay-off status as per Section 11.8. The employee may
continue in this status for an indefinite period of time. Seniority will continue to
accrue only for the period provided for in Section 11.6 ).

d) If, at some point thereafter, the employee on Leng Term Disability is able to return
to their regular duties, they will provide, thirty (30) days written notice of their intent
to return and shall do so in accordance with the bumping provisions of the
Collective Agreement. If the employee is unable to return to their regular duties
due to a disability, the employee shall return to work under the provisions of
Section 11.10.7 - Accommodation for Disabled Employees.

Outside Advertising

No outside advertisement for a vacancy to recruit additional employees shall be made
until after such posting has been completed unless mutually agreed to between the
parties.

Staffing with Unqualified Candidates

a) ltis recognized that occasionally the Board may be unable to fill a position with
a candidate possessing the minimum qualifications.
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b) If no qualified applicants are identified after internal posting and external
advertising, the Board may fill the position with a candidate who may lack some
of the minimum qualifications. Such a candidate shall be compensated at the
regular rate of the posted category, unless there is a classification rate in the
wage schedules for unqualified employees. The following conditions will apply
and will be communicated to the candidate:

i) The assignment will be temporary and will not exceed twelve (12) months
in duration for a twelve (12) month position and ten {10) months in duration
for seasonal positions. However, depending on the qualifications needed,
the temporary position may be of longer duration subject to agreement
between the parties.

ii) Should the need for the position still exist at the conclusion of the
temporary assignment, the position will be re-posted.

iii) The candidate will be encouraged to complete the minimum qualifications
for the position and the Board will assist through the normal professional
development practices.

iv) The Human Resources Department will advise the Union of its intentions
to appoint an unqualified candidate.

Section 11.11 Notification

11.11.1  The Union shall be notified within five (5) working days of all appeointments, hiring,
transfers, layoffs, re-hiring and terminations of employment for employees covered
under this Agreement.

11.11.2  Aregular employee returning from a leave of absence, whose position was filled with
a temporary appointment, shall provide the Board with thirty (30) days written notice.

11.11.3  All postings that occur during between July 1 and August 14 wili be posted for a
minimum of eight (8) working days on the School District website.

Section 11.12 Grievances Concerning Lay-off and Seniority Rights

Grievances concerning layoffs and seniority rights shall be initiated at Step Two of the Grievance
Procedure. (See also Section 15.1)



ARTICLE 12 EMPLOYEE BENEFITS

Section 12.1 Municipal Pension

12.1.1

12.1.2

All employees covered by this Agreement who have been in the employ of the Board
for three (3) full months of continuous service shall apply for pension in conformity with
the Public Sector Pension Act.

The Board will pay to each employee hired prior to October 1, 1998 with service in
excess of five (5) years, who is not covered by the Public Sector Pension Act, an
amount equal to one (1) week's pay for each year of service, upon retirement.

Section 12.2 Medical, Dental and Extended Health Benefit Coverage

12.2.1

12.2.2

12.2.3

12.2.4

12.2.5

12.2.6

An eligible employee who has completed their probationary period may participate in
the mutually approved medical plan and in the extended health benefit plan as
referenced in Appendix C — Provincial Standardization Support Staff Benefit Plan. The
Board will pay one hundred percent (100%) of the regular monthly premium.

An eligible employee who has completed the probationary period may participate in the
dental plan. Minimum coverage on the plan shall be as follows:

Plan A Basic Services 100% payment of claims,

Plan B Prosthetic appliances - Crown and Bridge 50% payment of claims,

Plan C  Orthodontal - lifetime maximum $3,500.00 per person. 50% of
claims.

The Board shall pay one hundred percent (100%) of the monthly premium.

In the event the employee is on sick leave, the Board's contribution shall be for a
maximum of ane (1) year from commencement of such leave. Thereafter the employee
may maintain coverage by paying the full premium through the Board if they so desire.

In the event of a layoff the Board agrees to pay its share of the monthly premium up to
a maximum of two (2) months. In the event of a longer layoff, an employee so affected
shall have the right to continue the coverage through direct payments provided the plan
permits such coverage.

a) “Eligible employee” shall be defined as any regular employee who has completed
their probationary period and who has an aggregate appeintment of seventeen
and one-half (17.5) hours per week or more. (See also Section 11.3)

b) Casual employees working in a temporary position of not less than three (3)
months and having the requisite number of hours to access sick leave and benefit
plans shall have the right to access these plans as outlined in the Agreement.
Unless mutually agreed otherwise, benefits coverage will terminate at the
expiration of the temporary appointment.

The Board agrees to pay its share of the monthly premiums for the full year so that a
regular employee who qualifies for benefits and works a minimum of ten (10) months
will have continuous year-round coverage for the plans this employee is participating
in.
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Section 12.3 Group Life Insurance

An eligible employee who has completed their probationary period of employment shall
participate in a mutually acceptable group life insurance plan in the amount of $45,000 coverage
or one and one-half (1/2) times the employee's annual income whichever is greater for each
participant. The Board shall pay one hundred percent (100%) of the cost of premiums.

Section 12.4 LLong Term Disability Ptan

An eligible employee who has completed their probationary period, shall participate in a mutually
approved Core Long Term Disability Program by The Public Education Benefits Trust (effective
March 1, 2003, Amended September 22, 2017)

The Parties have agreed to participate in the Public Education Benefits Trust Joint Early
Intervention Service (JEIS).

Section 12.5 Employee and Family Assistance Program

12.5.1 The Board shall provide an Employee and Family Assistance Program to Union
members as jointly negotiated by the EFAP Committee.

12.5.2 The committee recommendation shall not bind either party to adopt the recommended
EFAP or cost sharing arrangement.
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ARTICLE 13 GENERAL PROVISIONS

Section 13.1 Accommodation

By mutual agreement proper accommodation shall be provided for employees to have their
meals and keep their clothes.

Section 13.2 Courses of Instruction

13.2.1 The Board agrees to pay the full cost of any course of instruction required by the Board
for any employee to better qualify the employee to perform their job. Such payments
shall be made upon the successful completion of the course. Prior approval of any
course must be obtained in writing from the Board.

13.2.2 When a short course of instruction has been arranged by the Board and attendance is
mandatory, an employee will be paid for the full number of hours in attendance at their
regular rate of pay and overtime rates will not apply.

Section 13.3 Personal Expenses

All out-of-pocket expenses incurred by an employee because of the requirements of the Board
and in the performance of their duties will be paid by the Board, up to the maximum approved by
the Board policy. Lodging expenses shall be paid subject to the prior approval of the appropriate
supervisor.

Section 13.4 Tool Provisions

13.4.1 The Board shall supply all tools required by an employee to perform their duties.
Section 13.5 Protective Clothing

The Union will advise the Board of locations where they believe protective clothing is required.
Subject to Board concurrence, such clothing will be provided. Each employee will be provided
with one smock per year, to be replaced on turning in the current issue.

Section 13.6 Bulletin Board

The Board agrees that the Union shall have the right to maintain a bulletin board in a convenient
location in all worksites under the jurisdiction of the Board providing that the use of such shall be
restricted to the posting of notices regarding the business affairs, meetings, social events and
reports of the Union.

Section 13.7 Notice of Termination

An employee wishing to terminate their employment with the Board is expected to give two (2)

weeks' notice. A Record of Employment for the summer lay-off of permanent staff will be issued
in conformity with the Employment Insurance regulations.
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Section 13.8 Subcontracting

13.8.1 No reguiar employee covered by this Agreement shall lose their job or suffer reduction
in regular working hours as a result of the Board contracting out any work. The Board
agrees that any work or services presently performed by the bargaining unit shail not
be contracted out except in cases of emergency when no bargaining unit employee
is available. This may be varied subject to mutual agreement between the parties.

13.8.2 The word "regular” refers to full-time and part-time employees, excluding casuals.
Section 13.9 Technological Change

Section 54 of the B.C. Labour Relations Code shall apply to all matters regarding Technological
Change in the workplace.

Section 13.10 Bus Trips (Other Than Regular Routes)

13.10.1  CUPE drivers shall be used for all trips where more than fourteen (14) students are
involved, whether the trip is curricular or extracurricular, with the following exceptions:

a) If the trip is within the zone or in the case of the Kimberley zone to the City of
Cranbrook.

b) If two (2) or more school teams (more than fourteen (14) students in total) are
traveling to the same destination but the tournament schedule is such that it
makes sense to make transportation arrangements separately for each team.

c) For trips in excess of five hundred {500) km. one way, a charter bus registered
in accordance with the Motor Vehicle Act may be considered.

13.10.2 Access to Bus Trips

Regular drivers, or casual drivers who have been appointed to a temporary position
and have been in a position for three (3) months or more, have preference over casual
drivers for bus trips.

13.10.3  Calculation for Payment on Bus Trips

a) Calculation for payment shall be from departure at the bus garage or regular
parking area until the return to the bus garage or regular parking area plus warm
up and clean up time.

b) Driving time includes pre/post trip inspections and is paid at the regular rate of
pay for the first eight (8) hours of driving time and at one and one-half (1'%) times
the driver’s regular rate for driving time over eight (8) hours.

c) Standby time is defined as when the driver is required to be available or to stay
with the bus. Standby time is to be paid at the regular rate of pay.

d) Waiting time is defined as time when the driver is not required to be available
or fo stay with the bus. Waiting time is to be paid at the regular rate of pay for
the first two (2) hours and at fifty (50%) percent at the regular rate of pay
thereafter.
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e} On overnight trips, the time from the end of the PM shift to the beginning of the
next AM shift, excluding sleep time, shall be paid at fifty (50%) percent of the
regular rate. Sleep time (non-paid time) shall be from tweive (12) midnight to
8:00 a.m. unless the bus is being driven.

13.10.4 Expenses on Bus Trips

a) The driver will be provided a private room for any overnight trips.
b)  Drivers will receive expense reimbursement as provided for in Board Policy.

Section 13.11 No Discrimination

The Board agrees that there shall be no intimidation or discrimination with respect to any
employee in the matter of hiring, assigning wage rate, training, upgrading, promotion, transfer,
lay-off, recall, discipline, classification, discharge or any other action by reason of age, race,
creed, colour, ancestry, national origin, religion, political affiliation or activity, sexual crientation,
gender, marital or parental status, physical and mental disability, nor by reason of their
membership or activity in the Union or any other reason. The Board shall comply in all respects
with those provisions outlined in the Federal and Provincial Human Rights Legislation.

Section 13.12 Sexual/Personal Harassment

13.12.1 The Board and the Union recognize the right of all employees to work in an environment
free from sexual and personal harassment. Any complaint alleging sexual or personal
harassment shall be treated seriously and in strict confidence. Employees are
encouraged to seek support and advice from the Union and/or a representative of the
Board to seek rectification of the situation expeditiously and in an appropriate manner.

13.12.2 The employee, with their Union representative and/or immediate supervisor or next
appropriate level of supervision, is encouraged first to discuss the matter with the
alleged harasser to resolve the issue. An employee who has a concern regarding
sexual or personal harassment is not required to discuss the matter with the alleged
harasser,

13.12.3 If the matter cannot be resolved the employee may address the issue through the
grievance procedure.

13.12.4 Sexual harassment shall be defined as any sexually oriented practice that undermines
an employee's health or job practice or endangers an employee's employment status
or potential. Cases of sexual harassment shall be considered as discrimination and
eligible to be processed as a grievance.

13.12.5 Personal harassment shall be defined as repeated, intentional, offensive comments or
actions deliberately designed to demean and belittle an individual or cause personal
humiliation. Cases of personal harassment shall be considered as discrimination and
eligible to be processed as a grievance.

Section 13.13 Working at Home

The parties to this Agreement agree that all work performed for the Employer shall be on the
Employer’s premises or to and from the Employer’s premises. In no case shall an employee be
permitted to enter into an agreement which couid conflict with the above, without prior consent
of the Union.
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Section 13.14 Indemnification Clause

13.14.1 The Employer shall indemnify and save harmless any employee from any damages or
costs awarded against their and from any expenses incurred by them as a result of any
civil action or proceeding, arising from any acts or omissions which occurred during or
arose out of the performance of their duties, including a duty imposed by any statute.
This indemnification shall include the paying of any sum required and any expenses
incurred in the settlement of such action or proceeding.

13.14.2 Section 13.14.1 does not provide a defense where:

a) Anemployee has, in relation to the conduct that is the subject matter of the action,
been found guilty of dishonesty, gross negligence or malicious or willful
misconduct; or

b) The cause of the action is libel or slander.
Section 13.15 Labour Management Committee

Upon the request of the Board or Union, a Labour Management Committee, consisting of not
more than four (4) members of the Board and not more than four (4) members of the Union, will
meet within two (2) weeks of the request to discuss any matters of importance to either group.
The attendees will be named prior to the meeting.

a) Function:

All matters of mutual concern, which may include but are not restricted to
performance of work, operations issues, hours of work, and other working
conditions, may be referred to the Labour Management Committee for discussion.
The Committee shall not have the authority to alter, modify, or change the
Collective Agreement.

b) Time off for meeting:

Any representative of the Union on the Labour Management Committee, who is
in the employ of the Board, shall have the privilege of attending commitiee
meetings without loss of remuneration.

Section 13.16 Copyright Infringement
Any employee whose job requires the copying and/or reproduction of material shall not be held

responsible for any copyright infringement violation incurred on behalf of the Board while
performing the required work.

Section 13.17 Apprenticeship Program
It is agreed by both parties that should an Apprenticeship Program be implemented; the Board

will permit present employees to apply for the position(s) pursuant to Section 11.10. The British
Columbia Industry Training Authority requirements will apply to such applications.
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Section 13.18 Professional Development

13.18.1  The Board acknowledges the importance of promoting professional development of
its employees. The Board and Union shall determine appropriate professional
development activities for employees.

13.18.2 a) The Board agrees to pay the full cost of any course of instruction required
by the Board for any Education Assistant to better qualify the employee to
perform their job. Such payments shall be made upon the successful
completion of the course. Prior approval of any course must be obtained in
writing from the Board.

b) The Parties agree that all Non-Instructional Days, in the school calendar,
will be used for professional development activities for those Education
Assistants, Intervenors, Youth Care Workers and Secretaries who have not
been scheduled previously for work. If professional development activities
do not consume the entire workday, employees may return to work to
complete their shift. For employees whose regular hours of work are less
than the professional development activities, they will be permitted to attend
the entire workshop with pay.

13.18.3 The Board will provide two hundred and fifty dollars ($250.00) per year for each
regular Education Assistant, who works seventeen and half (17.5) hours/week or
more and is employed by October 31. Procedures for administration of the funds

are:

a) The Union shall administer the funds for Education Assistant initiated
professional development.

b) The Union may allocate 50% of the Board's annual contribution back to the

Board so that funds may be used more efficiently by providing professional
development opportunities to Education Assistants collectively. Such
sessions shall be mutually agreed to by the Parties.

13.18.4 Service Improvement Allocation of Fund

The parties agree that Service Improvement Allocation funding outlined in the Provincial
Framework Agreement of 2019 will be used for service enhancements that are
beneficial to students. The Local Table Allocations monies are ongoing and will
commence on July 1, 2020.

These enhancements will include professional development activities for employees.
Employees will be advised of training opportunities in advance. Schedules of training
will be provided in advance and registration will be required to maonitor the hours
attended.

The District is under no obligation to expend more than the Service Improvement
Allocation of $41,824.27 as indicated in the Local Table Allowance.
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Section 13.19 Employee’s Phone Access to the Board

The Board shall provide telephone access for an employee needing to contact the Payroll and/or
Human Resources Departments, at no cost to the employee.

Section 13.20 Personal Automobile

13.20.1 An employee shall not be required as a condition of employment to supply a vehicle to
perform their duties. An employee agreeing to use their private automobile to carry out
their duties shall obtain their supervisor's approval to do so and will be paid a mileage
allowance in accordance with Board Policy.

13.20.2 The Board, with the agreement of the Union, may determine that a position will require
an employee to provide a personal automobile as a condition of employment.
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ARTICLE 14 SAFETY

The Union and the Board shall cooperate in continuing and perfecting the safety measures now
in effect.

Section 14.1 Safety Committee

A Safety Committee(s) shall be established in accordance with the Workers' Compensation Act.
Section 14.2 Unsafe Practices

An employee is encouraged to bring to light any activity or unsafe practice(s) that may be
detrimental or pose a hazard to other employees or the public in general, provided the employee
has first contacted their immediate supervisor and/or their Health and Safety Committee
Representative.

Section 14.3 Protective Clothing

It is agreed that the Board will advise supervisors that protective clothing is to be provided when
prescribed by Work Safe BC where working conditions warrant protective clothing.

Section 14.4 Vaccinations
A regular employee at risk of contracting Hepatitis B, or other contagious diseases, as a result

of their employment, may be vaccinated against these hazards, the cost of which shall be borne
by the Board.
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ARTICLE 15 GRIEVANCE PROCEDURE

Before a formal grievance is filed, the employee and/or the Zonal Vice-President or other
designated Union Representative may meet with the employee's supervisor in an attempt to
resolve the issue. This discussion shall be without prejudice to the grievance procedure.

Section 15.1 Steps 1-3

In the event that any difference arises between the parties out of the interpretation, application,
operation or any alleged violation of this Agreement, including any difference arising from the
suspension or dismissal of any employee and including any question or difference shall be finally
and conclusively settled without stoppage of work in the following manner:

Step 1

The Union shall submit a grievance, in writing, via email to the Human Resources
Department. A representative of the Union and the employee, if they so desire, shall
endeavour to settle the dispute with the employee’s non-union supervisor. Failing to
reach a satisfactory settiement of the grievance within ten (10) working days after it's
submission, to the Human Resources department, the grievance may be referred to
Step 2.

Step 2

The Union shall submit a grievance, in writing, via email to the Human Resources
Department. A representative of the Union and the employee, if they so desire to attend,
shall endeavour to setile the dispute with the Human Resources Manager. Failing to
reach a satisfactory settlement of the grievance within ten (10) working days after it's
submission, to the Human Resources department, the grievance may be referred to
Step 3.

Step 3

The Union shall submit a grievance, in writing, via email to the Human Resources
Depariment. Representatives of the Union and the employee, if they so desire to attend,
shall meet with a Grievance Committee of the Employer. Such Committee shall be
comprised of two (2) members who have not been involved in the grievance process.

The Committee and the Union shall, if they so desire, have its advisors in attendance.
Failing to reach a satisfactory settlement within ten working (10) days, after it's
submission to the Human Resources department the matter may be referred to and
dealt with by Arbitration as set forth in Article 16.

Section 15.2 Matters of General Application

Should the Board or the Union initiate the grievance, the matter shall be dealt with between the
parties as set out in Section 15.1 - Step 2.



Collec*ve Agre ment betwee~ Board of Educa*an for S~hool District N~ 6 (R¢: <y “lountain) anc
Canadian Union of Publ-c Emplcyees, Li zal 44C
July 1, 2019 to June 30 20Z.

Section 15.3 Time Limit re: Filing Grievances

15.3.1 If a dispute is not submitted within sixty (60) calendar days after the occurrence of the
act or decision giving rise to the dispute, then the dispute shall be deemed to be
abandoned, and all rights of recourse to the dispute procedure shall be at an end.

15.3.2 The parties agree that each Step of the Grievance Procedure should be initiated within
fifteen (15) working days of the decision of the previous Step.

15.3.3 Extensions to all time limits stated in Section 15.1 and 15.3 shall be granted, provided
the request is made in writing, and the granting of the extension is in writing, and are
agreed to by both parties involved.

Section 15.4 Correspondence re: Grievances

Grievances and replies to grievances shall be in writing at all stages, with a copy of all
correspondence being given to the President. Grievances settled satisfactorily within the time
allowed shall be applied retroactively to the date the grievance was filed.

Section 15.5 Censure of Employee

Whenever the Board deems it necessary to censure an employee in a manner indicating that
dismissal may follow, the Board shall, within five (5) days thereafter, give written particulars of
such censure to the Union.

Section 15.6 Dismissal of Employee

An employee may be dismissed only for just cause and only upon the authority of the Board. The
supervisor may suspend an employee but shall immediately report such action to the Board.
Such employee and the Union shall be advised promptly in writing by the Board of the reason
for such dismissal or suspension. Just cause shall not include the refusal of an employee to
cross the picket line of a legal strike, or refusal of an employee to deal with any business
establishment involved in a legal strike. This provision shall be inapplicable to any employee in
respect of their refusal to work or to cross such picket line if they have permission of the striking
Union to cross such picket line or to so deal.

Section 15.7 Employee Reinstated

Should it be found upon investigation that an employee has been unjustly suspended or
discharged, such employee shall be immediately reinstated in their former position, without loss
of seniority rating and shall be compensated for all time lost in an amount equal to their normal
earnings during the pay period next preceding such discharge or suspension, or by any other
arrangement as to compensation which is just and equitable in the opinion of the parties, or in
the opinion of the Board of Arbitration, if the matter is referred to such a Board.

Section 15.8 Criticism of Employee

Any written criticism of an employee by the Board will be copied to the employee and the Union
at the time of filing. (See also Section 2.2)
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Section 15.9 Wrongful Dismissal

An employee considered by the Union to be wrongfully or unjustly discharged shall be entitled
to a hearing under Article 15 - Grievance Procedure. Steps 1 and 2 of the grievance procedure
shall be omitted in such cases.

Section 15.10 Evidence

In case of discipline the burden of proof of just and reasonable cause shall rest with the Board.
In the subsequent grievance proceedings or arbitration hearings, evidence shall be limited to the
grounds stated in a letter of discipline which will be given to the employee within five (5) working
days of the notice of discipline, unless a criminal investigation could be jeopardized by such.
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ARTICLE 16 ARBITRATION PROCEDURE

ra—

Section 16.1 Appointment of Arbitrators

When either party requests that a grievance be submitted to Arbitration, the request shall be
made in writing, addressed to the other party of the Agreement. Within five (5) days thereafter,
each party shall name an Arbitrator to an Arbitration Board and notify the other party of the name
and address of its appointee. If the recipient of the notice fails to appoint an Arbitrator, or if the
two (2) appointees fail to agree upon a Chairman within five (5) days, the appointment shall be
made by the Minister of Labour upon request of either party. Notwithstanding the above, the
parties may by mutual agreement refer the dispute to a sole arbitrator, with each party paying
one-half (1/2) the cost of such arbitrator. The arbitrator shall be from the Labour Relations Board,
Arbitration Services and have the same powers as an Arbitration Board.

Section 16.2 Arbitration Board Procedures

The Arbitration Board may determine its own procedures but shall give full opportunity to all
parties to present evidence and make representations to it. It shall hear and determine the
difference or allegation within sixty (60) days from the time the Chairman is appointed. The
decision of the majority shall be the decision of the Board of Arbitration.

Section 16.3 Decision of Arbitration Board

16.3.1 Except in errors of law, the decision of the Board of Arbitration shall be final and binding
on all parties. An Arbitration Board shall have the power to allow all necessary
amendments to the grievance and the power to waive formal procedural irreguiarities
in the processing of a grievance, in order to determine the real matter in dispute and
to render a decision which is deemed just and equitable.

16.3.2  Should the parties disagree as to the meaning of the decision; either party may apply
to the Chairman of the Board to reconvene with Board of Arbitration to clarify the
decision, which it shall do within three (3) days.

Section 16.4 Expenses of Arbitration Board
Each party shall pay:

a) the fees and expenses of the Arbitrator it appoints; and
b) one-half (/%) the fees and expenses of the Chairman.

Section 16.5 Extension of Time Limits re: Grievance and Arbitration Procedures

The time limits fixed in both the grievance and arbitration procedures shall be considered
directory and may be extended by mutual agreement of the parties to this agreement.

Section 16.6 Employee Assistance re: Grievance and Arbitration Procedures

At any stage of the grievance or arbitration procedures, the parties may have the assistance of
the employee(s) concerned, as witness, and any other witnesses, and all reasonable
arrangements will be made to permit the conferring parties or arbitrator(s) to have access to any
part of the Board's premises to view the working conditions which may be relevant to the
settlement of the grievance
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ARTICLE 17 DURATION OF AGREEMENT

Section 17.1

This Agreement shall remain in effect from July 1, 2019 to June 30, 2022, inclusive, and from
year to year thereafter unless mutually amended by the parties.

Section 17.2

The operation of Section 50, Subsection (2) and (3) of the Labour Code is hereby specifically
excluded and shall not be applicable to this Agreement.

Section 17.3

It is agreed that all conditions presently in force that are consistent with this Agreement shall
continue to be in full force and effect.

Section 17.4 Copies of Agreement

17.4.1  The Union and the Employer desire every employee o be familiar with the provisions
of this Agreement and their rights and obligations under it. For this reason, the
Employer shall print, at its own cost, sufficient copies of the Agreement within thirty (30)
days of signing.

17.4.2 The Board and the Union agree that neither party has the right to alter this Agreement
or working conditions unilaterally.

IN WITNESS WHEREOF THE PARTIES HERETO HAVE EXECUTED THIS AGREEMENT

UNDER SEAL sIGNED THIS | DAY oFERCEMEI~ 2010

Signed for and on behalf of the Board of Signed for and on behalf of Canadian Union
Education of School Dlstrlct No. 6 (Rocky of Public Employees Local 440

(Y

Mountain)
/ L@L |
""-—-..._______,_,_v [
e D

Boéra“Cﬁalrpersory President ~

O/K/é« A/

Secretary Treasurer Cofntitee Memb



WAGE SCHEDULE “A"

June 30, July 1, July1,  July1,
F _ 2019 . 2019 2020 2021
 Bus Driver (Before 09/30/98) . $2446 | $2495 | $2545 | $25.96
| Bus Driver {Final Rate) © $2322 | 52368 . $24.16 |, $24.64
_Custodian ) L. %2173 . $22.16 | $22.61 |  $23.06
Journeyman Certified . $3062 $31.23  $31.86 $32.49
‘Labourer . $1740  $17.75  $18.10 , $18.47
| Information & Communications | '
hTechnology_{lCT}l Services Assistant | $25.26 ._$25-77 " $26.28___+ $26.81 -
_IT Systems Specialist ___ | $30.47 . _$3077 _ _ $31.39 | $32.02
‘Student | $1740 . $17.75 _ $1810 . $18.47
_Technical Services Assistant . %2327 | $23.74 | $24.21 . $24.69
 Tradesmanl . $2822  $2368 | $2416 | $24.64
‘Tradesmanil _ . $2173 | $2216 . $2261 . $23.06

NOTE A: Where employees are engaged in work of different classifications, they shall receive
the appropriate rates for the work performed on a pro-rata basis.

NOTE B: An employee required to hold dual trades qualifications shall receive five (5%) over
their regular rate for each extra trade required.
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WAGE SCHEDULE “B”

| Adult Crossing Guard

- Clerk Typist— Library
Kitchen Assistant — Cashier
Intervenor _

Intervenor (non-certified)

' Library Technician

~ Lunch Program Aide
Noon Hour Supervisor |

Resource Centre Secr_efary

Secretary
Education Assistant
Education Assistant (non-certified)
- Youth Care Worker

Braille Transcriptionist

June 30,

. 2019

$20.22
$21.21
$21.04
$30.17
$27.16
$24.14
$22.47
$19.64
$22.40
$24.14
$24.14
$21.21

 $25.26

$24.14

|

25 Lezal é

o

=1 Board ef L J-tetion v Sch Dist it N o (Rocky Mc )
Canz.ian ! Inior ¢ Fut": Employ

July 1, 2019 to June 3¢ 202

July 1,

July 1, July 1,
2019 | 2020 2021

| _200% : 200% . 2.00%
$2062 | $21.04 - }[ $21.46
$2163 ' $2207 | $2251
$2146  $21.89 $22.33
$30.77 $31.39 $32,02
$27.70 | $28.26 $28.82
$2462 | $2512 | $2562

. $2292 . $2338 | $23.85
%2003 ' $2043 | $20.84
$22.85 | $23.30 $23.77
$2462 : $25.12 $25.62
$24.62 |, $25.12 $25.62
$21.63 = $2207 _  $22.51
$25.77 $26.28 - $26.81
$2462 =~ $25.12  $25.62

NOTE A: Where employees are engaged in work of different classifications, they shall receive
the appropriate rates for the work performed on a pro-rata basis.

NOTE B: An employee required to hold dual trades qualifications shall receive five (5%) over
their regular rate for each extra trade required.



Collactive Agreement between Board of Education for School District No. 6 (Rocky Mountain) and
Canadian Union of Public Employees, Local 440
July 1. 2019 to June 30, 2022

SCHEDULE OF ALLOWANCES

June 30, July1,  July1, July 1,

. . . 2019 2019 2020 2021

e _ __ _. 200% | 200% =~ 200%
 Lead Hand Allowance . %051 . $052  $0.53 _ $0.54 _
Maintenance Assistant Allowance . 8321 | s327  $334 _ $341
| Maintenance Assistant Allowance - Final Rate : '
. - _ . _ %242 | %247 | 9252 = $257
Transportation Assistant Allowance _ $242  $247 | $252 257
_Technical Assistant Allowarice , %242 | $247 , $252 | 257
Dual Trades Allowance _ ., _$153 |, $1.66___ $1.50 ., _$162
&rnogn Sr_lift Differen_tial Allowance . _ %051 l _ $0.52 _ $0.53 J $0.54
Night Shift Differential Altowance .. 8071 | $072  $074 - $075

i B - 7 June30, ' July1, ' July1,  Julyd,

i 2019 2019 2020 2021
— - . P — — ——_— - . S — ——__t _._.._| e em—— —_—
_Weekend Premium . .. %100 __ $1.00 $1.00 = $1.00

o4 X =
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APPENDIX “A”

Floating Statutory Holiday

Article 8.1.4 Floating Statutory Holidays

Each July 1% regular employee who have completed the probationary period shall be entitled to
two (2) Floating Statutory Holidays annually, which will be taken at such times as mutually agreed
upon between the Board and the employee. Floating Statutory Holidays shall be taken at no
additional cost to the Board and are non-cumulative. If for operational reasons, the days provided
cannot be taken at no cost to the Board, an employee may take the Floating Statutory Holidays
on days that school is not in session.

District Practice:

When can floater days be taken?

The District's interpretation of the above article is that Floater days should be taken only when
there is no disruption or minimal disruption to the school or the provision of educational service.

Floater days must be requested by the employee. If not requested and taken they are not paid.

12-month employees - are able to take their two (2) floaters at a time when there is no disruption
to the school quite easily - Christmas, Spring break, Ni days and during the summer.

10-month employees - are able to take their two (2) floater days with no disruption to the school
at Christmas, Spring break, and NI days. Requests to take the days during the school year may
be made and be taken with the approval of the employee's supervisor.

No additional cost to the Board:

There are no issues with twelve (12) month employees as floater days are always taken at a
time when a substitute is not required. A ten {10) month employee who works one hundred ninety
(190) days a year is eligible for two (2) floater days and they could receive pay for one hundred
ninety-two (192) days. The cost to the Board for each ten (10) month position could therefore be
one hundred ninety-two (192) days.



Examples:

A school year of one hundred ninety (190) working days is used in the examples below.

-—t
.

Ten (10) month employee takes floater days at Christmas or Spring Break, no substitute
is required.

Employee is paid for 190 days + 2 floater days = 192 days

Substitute is paid = _0Odays
Cost to Board = 192 days

Ten (10) month employee requests and receives approval from supervisor to take two
(2) fioater days when schoal is in session and a substitute is not required.

Employee is paid for 188 days + 2 floater days = 190 days

Substitute is paid = Odays
Cost to Board =190 days

Ten (10) month employee requests and receives approval from supervisor to take one
(1) floater day when school is in session and a substitute is not required.

Employee is paid for 183 days + 1 floater day = 190 days

Substitute is paid = _Odays
Cost to Board = 180 days

(employee is eligible to take one (1) more fioater day)

Ten (10) month employee requests and receives approval from supervisor to take one
(1) floater day when school is in session and a substitute is required.

Employee is paid for 189 days + 1 floater day = 190 days

Substitute is paid = __1day
Cost to Board =191 days

(employee is eligible to take one (1) more floater day)

Ten (10) month emplioyee requests and receives approval from supervisor to take two
(2) floater days when school is in session and a substitute is required.

Employee is paid for 188 days + 2 floater days =190 days
Substitute is paid = 2days
Cost to Board =192 days
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APPENDIX “B"

Sick Leave

Articite 10.1.2

Sick leave shall be granted to employees on a pro-rata basis on the basis of one and one-half
(1 ¥2) days for every month of service.

How is sick leave calculated?

Sick leave is calculated based on an employee’s average workday (weekly hours divided by 5

days).

Examples:

1.

Employee A has a 25 hour per week position. Their schedule is 6.25 hours per day
Monday - Thursday.
25 hours per week / 5 days = an average of 5 hours per day
5 hours per day x 1.5 days/month = 7.5 hours of sick leave accrued per
month

Employee B has a 25 hour per week position. Their schedule is 5 hours per day
Monday - Friday.
25 hours per week / 5 days = an average of 5 hours per day
5 hours per day x 1.5 days/month = 7.5 hours of sick leave accrued per
month

Employee C has a 10 hour per week position. Their schedule is 5 hours per day
Tuesday and Thursday.
10 hours per week / 5 days = an average of 2 hours per day

2 hours per day x 1.5 days/month = 3 hours of sick leave accrued per
month



Collective Agreement between Board of Education for Sch=ol District Nc £ (Rocky Mountain) a.ae
Canadiar Union of Public Employees, Local 44C
July 1. 2019 to June 30. 2022

4, Employee D has a 40 hour per week position with 200 hours of accumulated sick benefit.
Employee D takes a new position of 20 hours per week.

Hours of accumulated sick time / (hours per week/days per week) = days of
accumulated sick time

200/(40/5) = 25 days of accumulated sick in current position
Days of accumulated sick time x (previous hours per week/new hours per week)
25 x (40/20) = 50 days of accumulated sick in new position

Days of accumulated sick time in new pesition x (new hours per week/days per
week)

50 x (20/5) = 200 hours of accumulated sick benefit in new position

Family Sick Leave

Article 10.1.10

In case of illness to an immediate member of the family of an employee where no one other
than the employee can provide for the needs of the ill person, an employee shall be entitled to
use a maximum of ten (10) accumulated sick leave days per year for this purpose, after
notifying their supervisor. Immediate family for the purpose of this Section shall be defined as
parent, spouse, common-law partner, child and child of common-law partner. Such illness must
be certified by a medical practitioner if so requested. Notwithstanding the above, at least twelve
(12) days must be maintained to be used only in the case of an employee’s illness or injury.

Who is eligible for family sick leave?
Employees who maintain a balance of more than 12 days of sick leave.
How is family sick leave calculated?

When an employee is eligible for family sick leave, up to 10 days of sick leave will be
transferred to the family sick leave accrual.
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Canauian Union of Public Emp  yees, Local 440
July 1, 2018 to .- 'ne 30, 2022
Example:

Employee A has a 25 hour per week position. Therefore, their average day is 5 hours.

Case 1 for Employee A:

Sick Leave Accrual Balance 200 hours (40 days)

Transfer to Family Sick Leave 50 hours (10 days)

Sick Leave Accrual Balance 150 hours (30 days)
Case 2 for Employee A:

Sick Leave Accrual Balance 80 hours (16 days)

Transfer to Family Sick Leave 20 hours ( 4 days)

Sick Leave Accrual Balance 60 hours (12 days)

Adjusting the accruals

The sick leave and family sick leave accruals will be adjusted regularly in order to maintain the
12-day minimum sick leave requirement and to track the annual 10-day limit for the use of
family sick leave.

If an employee has more than 22 days in their sick leave accrual, 10 days will be transferred to
their family sick leave accrual; otherwise the excess over 12 days will be transferred.



Provincial Standardized Support Staff Benefit Plan
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Unlonized Support Staff Proyincial Standardized Extended Health Plan Improvements

Current Provinclal Standardized

EXTENDED HEALTH

Extended Health Plan

example.
’Smn&fng Cagsation coverad under MSP

- Eligibility of individuals and premium sharing arrangemeants ars unaffected.

- Benefits are subject to reasonable and customary Himits as defined by the Insurer.
- Blue RX Is a dynamic drug program provided by PBC that Is continuously refined with features that Include, but are not limited to: managed care
formulary, special authoslzation enfarcement, low cost alternative price contrals, and reasanable and customary mark-up and dispensing fee Umits, for

Reimbursement 80% until $1,000 pald per (amily | 80% until $1,000 pald per family | B80% until $2,000 paid per family
per calendar year, then 100% rar calendar ﬁr,_then 100% per calendar year, then 100%
Annual Beductible $100 {Single/Family) 5100 {SinglefFamily) $100 {Singla/Famil)
Ufatime Maximum Unlimited Unlimited Unlimitad
Tesmnination Age Retire ment [No age llmit Retiremant [No age limit Aetirement [No age limit
Prescription Drugs
Orug Formulary Blue Ax Blus Rx Biue fx
Pay-Dirett Drug Card Yes Yes Yes
Per Prescription Deductible £0 $o0 $0
Sexual Dysfunction Not Covered Not Covered Not Covered
Oral Contraceptives Coverad Coversd Covered
Fertitty £1.500 per kletime §7.500 per lifetime £7.500 per lifetime
$moking Cessation® Mot Covered Not Covered Hot Covered
Medi-Aselst tncluded induded included
Out-of-province Emangency Medical Covered [200% reimbursement] | C d {100% reimbursement] | Covered (100% reimbursement)
Ambulince Covered Coverad Coverad
Hospral Private or Semd-private Privats or Semi-private Private or Seml-puivate
In-home Nursing Care Coverad Cowered Covered
Hearing alds $1,000 per 5§ years for Adults and | $1,000 per 5 years for Adults and | $1,000 per 5 years for Aduits and
par 2 years far Children per 2 years for Children per 2 years for Children
Miscellzneous Services and Supplies
{subject to reasonable and customary limits Covered Coverad Covered
as defined by the tasurer)
Orthopedic shoes $400 per year for Adutts, $200 per | $400 par year for Adults, 5200 per | $400 per year for Adults, $200 per
year for Chlidren year for Children year for Children
Orthatics 5400 per 2 years {adufts and $400 per 2 years {adults and 5400 per 2 years (adults and
chiidren) children) children}
Visfon sndd Panmedal
\Vislon Care
| Maximum $400 per 24 months $400 pes 24 months _S5Soperdmonthy |
Eye exams $7S per 24 months 575 per 24 manths $75 per 24 months
Prescripdion Sunglasses Ingluded ln Vision Maximum Inctuded In Vidon Maxdmum tnckided In Vision Maximum
Paramedical services
Naturepath S4D0 per year $400 per year 500 per year
Chiropractor S400 ptr year S400 per year ] B yiR
Massapes theraplss S$750 peryear it 51, 0K per ywar
}'P-bgsiothen plst 5750 perymar 5750 par year T T - ]
Prychologist $400 per year 5600 peryeit — WSpergrar
Speech therapist 3400 per year $400 per year Y peryear - . *-
rist S$400 per year $401 per year
$400 per year $40{0) pes year




Col ctive Agreer .nt between Board o Education f r 5-hool District No. 6 (Rc ky Mountain) and
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APPENDIX “D”

Letter of Understanding
Between

School District 6 (Rocky Mountain)
And

Canadian Union of Public Employees Local 440
RE: Creation of an Accrued Vacation Account for Twelve (12) Month Employees

It is understood that effective August 31, 2019, all twelve-month employees that have
remaining vacation accrual frozen. Employees that had vacation in their accrual on August 31,
2019 will have those vacation hours placed in an accrued vacation account.

Employees with a balance in an accrued vacation account may request a one-time accrued
vacation payout annually on the final pay period of the calendar year. The minimum amount
that will be paid out is forty (40) hours or the balance of the accrual.

When an employee leaves Board service, their vacation will be paid out as per CA Section 9.5.

UNDER SEAL SIGNED THIS { Dt DAY OF 'b . ‘(/), (1S b‘“ , 2019,

Signed for and on behalf of the Board of Signed for and on behalf of Canadian Union
Education of School Bistrict No. 6 (Rocky of Public Employees Local 440

Mountain)
T Y Y AN
BBard Chalrpers?n President

Secretary Treasﬁf’ er Fommittee Mefiber
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Provincial Framework Agreement (“Framework”)

between
8C Public School Employers’ Association ("BCPSEA")
and
The K-12 Presidents' Council and Support Staff Unions {“"the Unions")
BCPSEA and the Unlons {"the Parties”) agree to recommend the following framework for
inclusion in the collective agreements between local Suppart Staff Unions who are members of
the K-12 Presidents’ Council and Boards of Education
1. Term
July 1, 20189 to June 30, 2022
2. Wages Incroases
General wage Increases as follows:
Year one: 2.0% - July 1, 2019
Year two: 2.0% - July 1, 2020
Year three: 2.0% - July 1, 2021
3. Local Bargaining
Provide funding lo the local support slaff lables for service enhancements that

are beneficial lo students and es otherwise consistent with the 2019 Sustainable
Services Negotialng Mandate In the amount of

Yeaar T Amount |
2019/2020 $0
2020/2021 $7.000,000
202112022 $7.000.000

The $7 million is an ongoing annual amount

This money will be prorated according to student FTE providing thal each district
receives a minimum of $15,000 annually.

E&OE%
%f
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4, Benefits

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

Year Amount
2018/2020 $1,000.000
202012024 $3.000.000
2021/2022 . $3,000,000 |

A one-lime joint commitiee of up to four (4) representalives appointed by
BCPSEA and up to four (4) representafives appointed by the support slaff
unions.

Any residual from the 2018-2022 for benefits standardization will be allocaled to
training initiatives under the Support Staff Education Committee.

Further, the Parlies agree that the existing funds held in the Suppont Stalf
Educalion and Adjustment Commitlee as set out below will be transferred o the
PEBT and vtilized for addiclion treaiment support programs. The PEBT will
determine appropriate lerms of use for accessing the funds which will include,
bu! not be limited ta: priority access for support staff employees (vs. Schoot
Districls), treatment cost consideration and relapse response.

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

. Salely in the Workplace

The Parlies agree that, in acecordance with WorkSafe BC regulations, salety in
the workplace is an employee right and is paramount. The Parties commit to
providing a healthy and sale working environment which includes procedures lo
eliminale or minimize the nsk of workplace vialence. The Parties v4ll work
collaboratively to support local districts and unions to comply with all WorkSale
BC requirements.

Information relating to refusing unsafe work, and workers' rights and
responsibilities, and employer responsibiliies as provided by WorkSafeBC Is
atlached to this PFA for mformation purposes.

The Parlies will establish a Joint Health and Safety Taskforce of not more than
five {5} members appolnted by CUPE and five (5) members appointed by
BCPSEA. Each Party will consider the appoalntment of subjecl maller experts in
occupational health and safety, and spacial education



Either Party may bring rasource people as required, vath advanced nolice to the
other parly. These resource people will be non-voting and at no added cost to the
commitiee.

The work of this joint taskforce will be completed by January 1, 2020 and will
include:

« Developing a joinl communication to school districts and local unions on
the obligalion to report and invesligate incidents including incidents of
workplace violence

« Reviewing and developing a Joint Health and Safety Evaluation Tool for
the K-12 sector to ensure compliance with WorkSafe BC regutations.

« [denlifying and developing appropriate tralning. This may include use of
the evaluation {ool, non-viclent crisis intervention, ABA, incident reporting
and investigations, and employee rights and responsibiliies under
WorkSafe BC regulations including the right to refuse unsafe work.
Training implementation will fall under the mandate of the SSEC.

Utilizing the developed Health and Safely Evaluation Tool for K-12 sector, a joint
evaluation shall be performed by a union member appo’nted by the local union
and a representative appointed by the employer. This evaluation shali be on paid
time {up to 8 maximum of three and a hal (3.5) hours) and o be completed by
March 31, 2021, The unlon agrees to cover any olher costs incurred for the union
member.

Copies of completed evaluations shall be provided to local presidents and
employers as oullined on the evaluation {ool.

The parties agree to commence the work of this taskforce upon approval of the
Provincial Framework Agreetment by both parties prior {o the commencement of
this PFA. Cosls associaled with this committee will be provided from existing
SSEAC funds These (unds will be reimbursed with the funds provided under
Section 9 Committee Funding.

. Support Staff Education Committee {SSEC)
Styclure;
The committee shall comprise of not more than five (5) members appointed by

CUPE and five (5) members appointed by BCPSEA. One of the CUPE
appointees will be from the Non-CUPE Unions

G
>4
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Elther Party may bring resource people as required, with advanced nolice to the
othey parly These resource people wit be non-voling and at no added cos! to the
commyftee.

fMandale.

The mandale of the committee is lo manage the distribution of education funds
for the following.

a. Implementation of bes! practices to integrale skill development for support
staff employees with districl goals and sludent needs;

b Developing and delivering educatlion opportunities to enhance service
delivery to sludents;

c. ldentifying, developing and detivering educafion opporunilies lo enhance
and support employee heaith and safety, including non-violenl crisis
Intervention;

d Skills enhangement for support staff
e. EA curriculum module development and delivery

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

Terms of Relergnce;

The SSEC shall develop, not later than December 31, 2019, terms of reference
{or the commitiee. If no such agreement can be reached the SSEC shall mace
recommendations o the Provincial Parties

Funding,

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

7. Job Evaluation (JE) Committee
The Parlies wil continue and conclude the work of the provincial job evaluation
steering commitiee (the JE Committee} during the term of this Frameviork
Agreement. The objectives of the JE Committee for phase two are as follows

¢ Review the resulls of the phase one pifot and outcomes of the committee
viork. Address any anomalies identified with the JE tool, process, or

benchmarks.

s )
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« Expand the pilot to an additional ten (10} districts including at least two (2)
non-CUPE locals to confirm the validity of the tool and the benchmarks

¢ Rate the provincial benchmarks and creale a job hierarchy for the
provincial benchmarks.

» Identify the job hierarchy for local job descriptions for all school districts.

s Compare the local Job hierarchy to the benchmark-malched hierarchy.

» ldentify training requirements to support implementation of the JE plan
and develop training resources as required.

it Is recognized that the work of the committee is potenlially lengthy and oneraus.
To accomplish the objectives expeditiously the Parties agree that existing JE
funds can be accessed by the JE commitiee to engage consultani(s) on a fuiltime
basis if necessary to complete this work

It is further recognized that this process does not impact the established
management right of employers to determine local job requirements and job
descriptions nor does this process aller any existing collective agreement rights
or established praclices.

Once the objectives outlined above are completed, the JE Commiltee vill
mutually determine whether a local, regional or provincial approach to the sleps
outlined below is appropriale

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

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

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

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

The pardies confirm that the $800,000 of ongoing annual funds established under
the 2014-2018 Provincial Framework Agreement will be used to implement the
Job Evaluation Plan. An additional $3 million of ongoing annual funds wili
commence on July 1, 2021.

5 %/2%
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8 Provincial Labour Management Committee (PLMC)

The Parties agree (o establish a PLMC to discuss and problem solve issues of
mutyal provincial interest The purpose of the committee is to promote the
cooperative resolution of workplace Issues, to respond and adap! to changes in
the economy, 1o fosler the development of work relaled skills and to promote
workplace productivity

The PLMC shall not discuss specific grievances or have the power o bind either
Party to any decision or conclusion. This commitiee will not replace the existing
local grievancelarbitration pracesses.

The parties agree that the PLMC wiff consist of up (o four (4) representalives
appointed by BCPSEA and up to four (4) representalives appointed by the
Support Staff Unlons Either Party may bring resource people as required, with
advanced notice to the other party and at no added cost to the committee.

The PLMC vl meel quartery or as mutually agreed to for the life of the
agreement and agree (o indude Workpiace Health and Safety as a standing
agenda item.

9. Committee Funding

There will be a total of $100,000 of annual funding allocated for the purposes of
the Suppont Staff Education Commiitee and the Provincial Labour Management
Committee. There will be a one time $50,000 alocation for the purposes of the
Joint Health and Safety Taskforce

10.Support Staff Initiative for Recruitment & Retention Enhancement (SSIRRE)

The Parties commit (o a Supponrt Staff initiative for Recrugment & Retention
Enhancement (SSIRRE) with the following objectives:

a. Gathering data of existing support staff recruitment and retention
challenges ang projected dermand in the sector

b. Gathering data of exisling offerings fo- applicable post-secondary
programs, vocational programs and identify potental gaps in program
offerings to meet projected demands

¢. Partnenng with post-secondary schools and vocalional training providers
fo promole support staff posifions in schod districls

d. Marketing the support staff opporiunifes within the sector (eg. Make a
Future)

e Targeted support for hard to fill positions

'{:-,r M
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The representatives of the PLMC will mutually select a consu'tant to perform the
wortk of the initialive. The consultant will report to the PLMC on key milestones
and as otherviise requested During the term of the agreement $300,000 will be
allocated for the purposes set out above

11.Early Care and Learning Plan

In support of the Province's Early Care and Learning (ECL) Plan, the paries wi'l
pursue collaborative opporiunities for the K-12 sector to support effective
transitions for care and leaming from the early years to kindergarten e g. before
ard after school care.

12.Unpaid Work

in accordance wilh the Employment Standards Act, no employee shall be
required or permitted to perform unpaid hours of work.

13.Employee Family Assistance Program (EFAP) services and the PEBT

The Parties request that the PEBT Board undertake a review 1o assess the
adrninistering of all support staff Employee Family Assistance Program (EFAPR)

plans.
14.Demographic, Classification and Wage Information

BCPSEA agrees to coordinale the accumulation and dislribution of demographic,
classification and wage data, as specified in the Letter of Understanding dated
December 14, 2011, to CUPE on behalf of Boards of Education. The dala
currently housed in the Employment Dala and Analysis Systems (EDAS) will be
the source of the requested information,

15.Public Education Benefits Trust

a PEBT Annual Funding Date; The established ongoing annual funding
payment of $18,428,240 provided by the Ministry of Education wiil
continue to be made each April 1. This payment shall be made each April
1 of the calendar year to provide LTD and JEIS benefils in accordance
with _trhe Settlors Statement On Accepted and Policy Practices of the
PEBT.

b. The Partles agree that decisions of the Public Education Benefits Trust
medical appeal panel are final and binding. The Parties further agree that
administrative review processes and the medical appeal panel will not be
subject to the grievance procedure in each colleclive agreement.

? S &
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¢ Sick leave and JEIS elgiblily for sick leave or indemnity payments
requires participation in the Joint Early Intervention Service (JEIS)
according to the JEIS policies of the PEBT.,

16, Employeoe Support Grant (ESG)
The Parlies agree to the principle that Support Staff union members who have
lost wages as a result of not crossing lawful picket hnes during full days of a

BCTF strike/BCPSEA lockout will be compensated In accordance with the lelter
of agreement in Appendix A,

17.Adoption of Provincial Framework Agreement (PFA)
The rights and obligallon of the local parlies under this Provincial Framework

Agreement (PFA) are of no force or effect unless the collective agreement has
been ratified by both partles no later than November 30, 2019,

18.Funding

Funding for the Provincial Framework Agreement will be included in operating
grants to Boards of Educalion.

19.Provincial Bargalining
The parties agree lo amend and renew the December 14, 2011 Letter of
Understanding for dedicated funding to the K-12 Presidents’ Council to facilitate

the next round of provincial bargaining $200,000 will be allocated as of July 1,
2020.

Dated this __ 12" _ day of July, 2018.

The undersigned bargaining representalives agree to recommend this lelter of
understanding to thelr respective principals.

K-12 Presidents’ Council and BC Public School Employers’
Support Staff Unions Association & Boards of Education
Warren Williams (Local 15 - Melro) Leanne Bowes, BCPSEA

Tracey Mathieson Renzo del Negro, BCPSEA

Rob Hewitt Tammy Sowinski, OLRC

{eslie Franklin (Local 703 - Fraser Valley) Kyle Uno, SD36 Surrey
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Collective Agre  nent between Boar of Education for School District No. 6 \~.ocky .o :n*~in) and

Nicole Edmondson (Local 3500 - Okanagan)

Paul Simpson (Loca’ 378 - Melro)
Marcey Campbel! ( Local 728 - Melro)

Syivia Lindgran (Local 523 - Okanagan)
Rolanda Lavallge (Local 2145 — North)
Len Hanson (Local 2298 — North)

Joanne (Jody} Welch (Loca! 401- North Is'and)

Fred Schmidt (Local 382 - South Island)
Jane Massy (Local 947 - South Island)
Michelle Bennett ( Local 748 -~ Koolneys)
Brent Boyd. (Local 407 - Metro)

Patti Price (Local 1091 —~ Melro}

Rod Isaac (Local 411 - Fraser Valley)
Marcel Marsalais ( Local 409 - Melro)
Anne Purvis (Local 440 ~ Kootnaeys)
Rob Zver ( Local 606- North Island)
Bruce Scoll { WVMEA)

Tim DeVivo. { WWOE Local 963)

Cotey Thomas

Loree Wilcox

Corinne lwata {minute taker)

Canadian Union ¢! Public Employees. Local 440
July 1, 2019 to Junel 2022

Robert Weslon, SD40 New Westminster
Jason Reid, SD63 Saanich

Marcy VanKoughnett 5D20 Koolenay-
Columbia

Alan Cheil, BCPSEA Board of Dreclors
Ken Daswson, PSEC

Elisha Tran (Minute Taker)



Cc .ecuve Agreemen: between Board of Education for School Distr.ct Mo, § (Rocxy *dountain) and
Canad an Unwn of Publ” Empl wees, Loc al 440
July 1 2019 to June 3¢ 2022

Appendix A

Letler of Agreement {'Letter”)
Between
BC Public Schoo Employers Assoclation ("BCPSEA®)
And;
The CUPE K - 12 Presidents’ Council and ‘Support Staff Unions (“the Unions”)
Re: Employee Support Grant (ESG) after June 30, 2019

This Employee Support Grant (ESG) establishes a process under which employees
covered by colleclive agreements between Boards of Education and the Unions shall be
entitled to recover wages lost as a result of legal strike actvily by the BC Teachers’
Federation "BCTF") or lockout by BCPSEA after June 30, 2019,

1 The ESG will be available provided thal.
a. A hoard and local union have a colleclive agreement which has been
ratified by both parlies no later than November 30, 2019 and.
b There has bean no successful strike vole by the BCTF or local support
staff union prior to local union ratificalion.

2. Employees are expected lo attend their workste if there is no lawful BCTF picket
line

3. Employees who have lost wages as a result of not crossing lawful picket lines
duning fult days of a BCTF strike/BCPSEA lockout shall be compensated This
compensation shall be in accordance with the following

a. In the event that employees are prevented from atlending work due to a
lawful picket line, employees will be paid for all scheduled hours that the
employee would have otherwise worked but for the iabour dispute. Their
pay will be 75% of their base wage rale.

b The residual 25% of the employees’ base wage rale will be placed in a
dislrict fund to provide professiona development to support staff
employees Funds wili be dispersed by the distnct foflowing agreement
between the district and the local union.

4 Within forty-five (43) days of the condusion of the labour dispute between
BCPSEA and the BCTF, boards will reimburse each employee for all scheduled
hours for which the employee has not otherwise been paid as a result of strike or
lockout.

)@/E&os



Collect.-e Agr. 2—ent between Board 2f Euucation fr- Schic ot Distiict No. 6 (Ro~y Mountain} anc
(ana..ian Union of Public Emplo jees, Loc : 44(
July 1, 2019 to June 30, 2027

5. I the emp’oyee disputes a payment received from the board. the union may
submit the dispute with particulars on the employee’s behalf to a committee
comprised of an equal number of representalives appointed by BCPSEA and the
Unions.

6. if the joint committee is unable to resolve the employee's claim it will submit the
dispute to a mutualty agreed upon arbitrator who must resolve the dispute within
ten (10) days of heanng the differences between the board and the union.

Original signed on by:
BCPSEA K-12 Presidents' Council
L.eanne Bowes Warren Williams

11 Cg;,



Cc cclive Agreenr |t bhween Board of Ec cation for Scb ~* District No. & -Rocky Mount=ir and
Ca: 7dian Lnion nf Put ¢ Emyp > ses, Local 440
July 1, 2019 to June 30, 2022

Appendix B
Lelter of Agreement (“Lelter”)

Behveen.
BC Pubhc School Employers Assoqalion ("BCPSEA”)
And:
The CUPE K - 12 Presidents’ Council and Support Slaff Unions (‘the Unions’)

Re: Public Sector General Wage Increases

1.

If a public sector employer as defined in s. 1 of the Public Sector Employers Act
enters into a collective agreement with an effeclive date after December 31, 2018
and the first three years of the collective agreemenl inciudes a cumulative
nominal (not compounded) general wage increase of more than 6%, the general
wage Increase in the 2018-2022 Provincia Framework Agreement will be
adjusted on the third anniversary of the 2019-2022 Provincial Framework
Agreement so the cumulative nominal (not compounded) general wage increases
are equivalent This Letter of Agreement is not lriggered by any general wage
increase awarded as aresult of binding interest arbitration.

A general wage increase and its magnitlude in any agreement is as defined by
the PSEC Secretariat and reported by the Secretarial to the Minister of Finance

For certainty, a general vage increase is one that applies to all members of a
bargaining unit and does not include wage comparability adjustments, targeted
lower wage redress adjustments, labour market adjustments, service
improvement allocations, and is net of the value of any changes agreed to by a
bargaining agent for puble seclor employees to oblain a compensation
adjustment

This Letter of Agreement will be effeclive during the term of the 2019-2022
Provincial Framework Agreement

yeaos



C~L o_uve At amentteh nBoa Frucsor b SuoeCGastic'l - 6§ (R T wil nlain) o
Canadian1'r' - jof P  Empl- 2 3, Local 4+
duy 1. 201910 e 30, 272

For information

This informalion is provided for reference only and is current as of the date of drafting.
Please visit orksa for current information,

Refusing un ‘e work

Workers ha tefuse th. o
sk, piis s clse 31 N
sependsor % wh o willth b
the Siluaten:
Asancmply e yout e
thets el couse thay © w
sitt stion &} saused b
o wodker o bocause it's b
understond JASS W
etne v being div | m
FOAM a1 no los

Steps to follows when work might be unsafe

I Report the unsafe condition of procedure
A g pedintely -'I
A it

Atachu & 1ht

2 1o worker atiil views work as unsefe aer a supervisor or employes hias sald it is

sale to perform a job or task
\sa squ ore sployen you e Simaedivate th .
Ihis imestigazton must Wby - spre ol W L H
nul safery ¢ mittec or swothee el Bothe ol w te 1) ©

eepeese ir ¢ b tmion 3t the wank, e tbe worhar tho fi repe
ase anodher wothe preie arthe inv otic on

3. I aworker stlil views work as unsafe, notify WorkSafeBC
I{the Bt Woeote shedomewcrhe andiite v 4 ¢ ® 1
reventior officer will th R T ahes. K oind woskaly

Note: WorkSaleBC eslablishes a range of employer and employee righis and
responsibifities. Please visit' for current information.

872
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Col ~ctiv- ~gree— 2nt Petwe: 1 Bo rd of £ Jucat.un for ®chan! District No. & WRack_ “Mountair and
Can:™"an Hnion " PLbl Smolevees, Local 44
July 1,207 to J:ne 30 2722

Fo- information

Worker Rights and Responsibilities:

On a worksite, everyone has varying levels of responsibiiity for workplace health and
safety. You should know and understand your responsibilities — and those of others. If
vou're & worker, yau also have three key rights.

Y ouy vights

= The right to know about hazards In the workplace
<« The rght to participatein health and safety activities in the workplace
- The without getting punished or fred

Yo rospomsibilitic

As 2 worker, you play an important role in making sure you — and your fellow workers
— stay healthy and safe on the job. As a worker, you must

« Be aert to hazards, Report them immediately to your supervisor or employer

» Foliow safe work procedures and act safely in the workplace at all times,

« Use the protective clothing, devices, and equipment provided Be sure to wear
them properly.

»  Co-operate vith . worker health and
safety representatives, WorkSaleBC prevention officers, and anybody with health
and safety duties,

« Get treatmen: quickly should an injury happen on the job and lell the health care
provider that the nfury is work-relaled.

« Follow the treatment advice of health care providers.

+ Return to work safely after an Injury by modifying your duties and not immediately
starting wah your full, regular responsibilities

« Never work under the influence of alcohol, drugs or any other substance orif
you're overly tired,

g {
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For information

Employor Responaibilitics:

Whel jer 2 business is large or small, the | wre ires that &t be a cafe and hea.
pace to work, If you are an employer, (.5 yo ¢ responsibility toe .ure a healt y and
sx°e v urkplace.

Y oresponsibili ies

« Estabisi avai: oc upational : .

. y remployees o their work safeiy and pro. de proper supervision,

«  Provide with the necessa. y s':ppu 't and tra ning to carry out health and
safaty respoasibilities.

+ Ensure adequate equipmen* s ies, and trained atl ndants are on size to
hand'e injuries

« Regularly your wotkplace to make ¢ e everyihing s w «ing properly.

o Fix problems reportad by workers

«  Tra spostinjured workecs to the nearest < ation lor medical treatmeant,

+  PR_port all Injuries to WorkSafeBC that required medical atteation,

« Investigate Incidants where workers are injured or equipment is damaged.
+  Submit the necesszry forms to WorkSafzBC.

Supervisor Responsibilities:

Supe visors play 3 key r-te w.th very spaciic b alth 2and safely res ansib,.zies that
need to be understood.

A sapervisol is a person who kistructs, directs, and controls workers in the performance
of thair duties, A superviso: can be any worke:  maiiage nt or stafl — who meets
tiis definition. whether or net he or she has the superviso: Litle If so 1eone In the
viorkplace has 3 ipervisor's responsibinties, that parson is respons ile for worker
heaith and safat: .

YR thitirte

v Ensu’e the 2aith and safety of 8 worke.s usde: you direct supervisicn.
+ Know the WorkSafeBC requre jeiits that s vyl th w ku er your supery sion
and make sure those reqi-irem .. are mat
» Ensure workers under your s:ipearv si n are aviave of all known hazaeds.
+ Ensure wiorkers under your s ipervis  have the approptiate
, Which IS being useo properly reguid ¢ Inspectad, ard maintained

R] eI
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