COLLECTIVE AGREEMENT

BETWEEN

THE LOCAL EMPLOYERS' GROUP (LEG)

AND

THE LOCAL EMPLOYEES' UNION
(LEU-USW Local 2009)

January 1, 2015 - December 31, 2019

Errors & Omissions Excepted
Cope-343




TABLE OF CONTENTS

SECTION A - COLLECTIVE BARGAINING RELATIONSHIP ......coormccenrrrereacecnemesermenane 5
AT PUIPOSE ...ttt ettt e e e e e e s ee e ensesaesasareaa s nes e s nranerasnssreenanesanns 5
A2 BT T (o] o= OO 5

A.2.1 Costofa Replacement Employee.. ... 5

A2.2 Deflnition of SPOUSE ........coiiiieeeeiee e e e e 5

A.2.3 Definition of SChool Year.........cocvic e 5
A3 (B 10T 1 To o T OO TR 5
A4 Legislative ChaNGE ........coooineeeie et ree s e s e e r e e e e e e e e 6
A5 Copy Of AQIEEMENL. ... et e e e e s s e e e st aene s aeess ananeras srnnsenn 6
AB Recognition of the UNION ... e st ee s e 6
AT Right to Representation ... 6
A8 UNION SBCUIEY ..o e s s e s be bt s e e sene s s 7
A9  Confracting Out............ e s eeeeeeeeeeareeeeeseeesesteseeteessmresesecssersaserissisresesesssiaresissssrarns 7
A0 Union RepresentatiVes ...........c.oocoicceiiicceieen et rre e e s n s an e e n e e 7
AT UNION LEAVE....coee et et e rn e s e e s e e e e s s baan s b e e 8
A12  Contract Negotigtions .............ceniiiiiir e s e e e '8
A3 Accessto INformation ... .o e e 8
A4 Use of FACIlItIES .oeveeeeere et e 8
A.15 Picket Line Protection.............. ©eeveemretunrrerreerreaes e ereaan s renn e antaaams e eeetebaanteaaraaesaeas 9
A8 Bulletin Boards. ... e e e e e 9
A7 LiEison COMMIEEE ... e e e e e 9
AT8  UNION DUBS ....oooiie ettt re e e e s s nr e s e s s s s st e e e e s re v e neeaeaesaas 9
A19  Grievance ProCeaUIE... . ..o eeeeerrcie e e s e s ee s sessenanee s e oo am s rnesenennees 10

SECTION B: SALARY AND ECONOMIC BENEFITS.....oo oo ceinss i sie s 12
B.1 Salary Determination and Placement on Scale ... 12
B.2 Category Movement ... e 12
B.3 Duties at Higher Category ....... .o e raaene e 12
B.4 Placement COMMIEE ..........ccooiiier e n e 13
B.5 Payment of WEGES ...ttt st st e e s s e na e e e s 13
B.6 Temporary Appointment BONUSING .......oooceeeioicn s 13
B.7 Salarny Grid. ..o e s i4
B.8 OVEIHME PaAY ...t e s sre e e s e s e s e ae e e s e sse e rnnnnesnens s ranane 15
B.2 Vacationpay.......coiiiinn e reetateeeeeraeneer e e nn e e n e e s ne s e ne e nane 16
B 0 T o T 1T F- TR U PR 17
B.11 Health Benefits .........oooeeiiiii s e 17

LT o - | U 17
B.11.1 Benefit Premiums ... ... e 17
B.11.2 Benefit Plan Details .........c.c.oooeii i e 18
B.A1.3  Group Life oo e e 18
B.11.4 Long Term Disability ........cccoiimeieeereeeee et rcen e e 18
B.11.5 Employee and Family Assistance Plan.......................... 18
B.12  Death Benefls ..ottt e cer e e e e 18
B.13 Workers' Compensation Benefit .............cocv e 18
B.14 Pension ContrbUlions. ... e 19
B.15 Long Service Recognition and Phased Retirement Plan..........ccccoo oo 19
S B - 14 1 (o T o= 20
B.17 EXpense AllOWANCES......c..ccoiiuiie e cee e seeee e cesame e e st e enssnsanaser e aneasnsraneneares 20




SECTION C - EMPLOYMENT RIGHTS ....ocvuceecerueteeeecorcseeseseeeeeeee e e s sees s s eeeee e 22
C.1 REAUCHON. ... et e 22
C.2 Layoff and ReCaN......ccovveeeee e 22

LAYOM ..ttt e 22

RECEI ... .o e ee e et eeeeeeeeeeeoee 22

Severance Pay...................... e ———. et ceii seceeaaeeene e e eae e eeans 23
C.3  SONIOMHY ...ttt e 23
Cd  CaSUAIWOTK ...t 24
C.5  Employees On Call..........ccoooeeieoueeeeeceeee et ee s 24
C6 MINIMUM CaIFOUL. ...t 25
C.7  ASSIGNMENE OF DULES......ceceveeec e oo oo oo 25
C.8  JOD SRAMNG.......coooiieieeeeeecet e e 25
(O Performance EVaAIUSHON ...........oovuivviieeeeece et e eee e 26
C.10  DiscCIPHNe/DISMISSAL ......o..viveveeeeeeieeseeeeeee e eeeeee e 27

SECTION D - WORKING CONDITIONS.....L ....................................................................... 28
D1 HOUPS OF WOTK... ..ottt e, 28
D.2 WOIK YEAF ..ot sttt et et et 29
D.3  Organizational and Technologlcal Change..........cccoeoeeiieeeeeee e, 29
D4 Working ConmiONS......ooue.ecvve et 29
D.5 StAff MEBtNGS... ..ol eee e oo 30
D.6 Health and Safety ..........ccoeeeeieie e 30

SECTION E - PERSONNEL PRACTICES ...ucuvtuceieeeceeceeesemssesee e s semsemee s st ssee e 3
E.1 POSHING VBCANCIES ... et 32
E.2 FilliNg VACANCIES ........coeeiie ettt 32
E.3  Transfer/Reassignment ... ... iieieoeoeeeeeeeeeeeeeeeeeeeeeeeeeoeeoeoeo 32
E.4 Complaints Regarding Service ............ccooovvveeeeveveneen, erernrrnre et errareressannn 33
E.5 Personnel Files.. ...t e 33
E6 ConfIdentElity ..o 33
E.7 Harassment/Sexual HaraSSment ............coo.oveoveoooveeeoooooeoeeoeooooooooooo 34
E.8 NON DiSCHMINGLON. ..ottt e ee e e 35
E9 Non-Sexist ERVIFONMENt...........uooi e 35
E- 10 ReSIGNALION ...t et 36

SECTION F - PROFESSIONAL DEVELOPMENT / INSERVICE ..o 37
F.1  Professional DEVEIOPMENL ..............ocouiveooeeeeeeeee oo oo .37
F.2 o IN=BeIVICE. oo e iciereenene———reaaeaeeeean 37

SECTION G — LEAVES OF ABSENCE ...coucoomeeeeeeeeeemreeeres e eeeses s erme e e restra s 38
G.A1 SICK LBAVE ..ottt et et e 38
G.2  SiCKLeave Credit..........o..oooeveeeceeeeeee e e 38
G.3  Extended Medical LEAVE ................ooooeeeeeeeeeeeeeeeeeeeeeeeeeeeeoeeeeeeoeeoeeoeoeoeo 39
G.4  Notification of Return From Leaves of ADSENCES .........coovom oo 39
G.5  Pregnancy/Parental/Adoption L@EVE ............cooeooeommooeiteeeeeeeoeeoeeoeooooo 39
G.6  Supplemental Empioyment Insurance Benefit Plan...........oooooovooooooooo 38
G.7  Parenthood LEAVE ........coumeieieeeeeeeeee e 40
G.8  EdUCAtION LEAVE ...t 40
G.9 Compassionate and Bereavement Leave................oooooeoeeooooooooooo 40
G.10  Family SICK LEAVE.......cueeeeeeeeteeieteeeeeeeee e 41
G111 DisCretionary LEaVE ........coueueeiveeieeeee e eeeee e 41
GA2  JUIY LBAVE ...t et 41
G.13  Personal LEAVES .......cou.eeeieieee et 41




G.13.1  Short Term Personal Leave........ccccvoivrveiienerirceeeeccerir s crnsrresrae s 41
G.13.2 LongTermPersonalleave...........ccooiieeeeeei e 41
G.14 Compassionate Care
Leave. ... e e et e eee e 40

APPENDICES.......o o rireesrrssrerissnnsessassssanssasonantsss ssmssassansesesess s esmsbe saassas easasssasonses s nnsnansssassons 44
g 1 S 42
EMPIOYEE lISE......ooeeeee e et e e e e e et e e e e e eeeenenens 42
APPENDIX H ..ottt et ettt s e rae s e bt st s nnaen e aensnae e s 43
SenIONTY LiSt......cco e e e ana 43

Casuals /On Call....... vt e 44

Job Description Task List (A) Casuai/On call Office Assistance.................... 46

Job Description Task LISt (B) .......cccve oot ecer e e eeven e e 48

Job Description Task List {B) JANIOL ..o 50

Job Description Task List (C)......c.oevevimiimrer e e erec s vinaner e D

Job Description Task List (D) ......oooooeiiiiii e 53
APPENDIX IV ettt ettt sm e s et nn e ee e an e e ba e sne et e sra sresaneenesae s 54
Performance Evaluation FOorm ..o 54
APPENDIX V .ottt ettt e et et et e et st e e e s ae e e be s b et A reas s st aaaseassrnae s s 57
BC Employment Standards Act — Pregnancy Leave / Parental Leave .............. 57

F e g = G OSSP 64
Local Employers’ Group Benefit Plan Summary..........ccceceeviriiviceeiiecicieeenns 64
APPENDDX VI ...ttt ettt st s bea st bbb e be e bs e b me e nbn e eseen e e s 68
IWA -Forest Industry Pension Plan Agreement Letter...........cccoveeevreeeiienecenne 68




SECTION A - COLLECTIVE BARGAINING RELATIONSHIP

A1 PURPOSE

The purpose of this Collective Agreement is to establish terms and conditions of
employment and to provide for the prompt resolution of differences so that efficient
operations and harmonious reiations may be maintained between the local employers
and employees.

A.2 DEFINITIONS
A.2.1 Cost of a Replacement Employee
Cost of a replacement employee means the cost of a replacement employee when one is

provided during an absence or within five (5) working days of the absence to perform
work caused as a result of the absence.

A.2.2 Definition of Spouse

Spouse means one person desighated by the employee for the purpose of all benefits of
this agreement:

A221 towhom the employee is lawfully married; or

A.2.2.2 who is a person of either sex with whom an employee has cohabited
continuously for the preceding year.

A.2.3 Definition of School Year

The school year shall be defined as the Tuesday after Labour Day until the last Friday in
June, except if it falls on or before June 25" in which case the last day shall be June 30™

A.3 DURATION

A.3.1  This agreement will remain in effect from January 1, 2015 to December 31 ]
2019. The parties agree that, within ninety (90) days prior to the expiration of
the Collective Agreement, they shall commence collective bargaining in good
faith with the object of renewal or revision of this agreement for the subsequent

period.

A.3.2  Where notice to commence negotiations is given, the provisions of this
agreement will continue in force until a new agreement is signed.

A.3.3  The parties may-agree to resolve their differences in negotiations for a renewal
of the Coliective Agreement by mediation or by arbitration.

Negotiations

A.3.4  Where the employees of a Local Teachers' Association join LEU and the
employer joins LEG, the parties shall meet to negotiate such inclusion
consistent with the terms and conditions of the Collective Agreement.




A4 LEGISLATIVE CHANGE

A4.1

A42

Should any statute or regulation render any part of this contract null and void,
the remainder of the terms of this contract shall continue in effect and in that
event, or in the event that legislation or regulations substantially alter the
operation or effect of any provision of this contract, the parties shall meet as
soon as is reasonably possible, to find ways in which modifications of the
contract can be made, which shall achieve the original intent of this contract
without contravening prevailing legislation.

If the parties cannot agree on such modifications within one month of either
party's request for such meeting, or shouid the parties not agree on whether any
part of this Collective Agreement has been affected by legislative change, either
party may refer the matter to arbitration pursuant to Article A.19: Grievance
Procedure, and the arbitrator shall be empowered to decide whether this article
applies, and if so, determine the said modifications to the Collective Agreement
in order to achieve the original intent of this contract without contravening
prevailing legislation.

A5 COPY OF AGREEMENT

A5.1

A.6

A6.1

AB2

A7

AT7.1

AT7.2

AT73

The LEG agrees to produce and provide sufficient copies of the Collective
Agreement for the bargaining unit.

RECOGNITION OF THE UNION

The local employers as defined in Appendix | recognize the Local Employees'
Union (LEU), USW LOCAL 2009, as the sole and exclusive bargaining agent for
the negotiation and administration of all terms and conditions of employment.

No employee will be required or permitted to make any kind of agreement with
the local employer or its representatives which may conflict with the terms of
this agreement.

RIGHT TO REPRESENTATION

A representative selected by the Union will attend any meeting between an
employee and the employer where the employee requests representation.

Any meeting which is or may become disciplinary in nature or which may lead to
discipline will require the attendance of a representative selected by the Union.

Where a representative of the Union is not available, the employer will postpone
any meeting where representation has been requested or where the meeting is
or may become disciplinary in nature until such time as a Union representative
is available.




A8 UNION SECURITY

A.8.1  All present employees, as a condition of employment, will be Union members in
good standing. As a condition of employment all new employees will become
and remain members in good standing of the Union within thirty (30) days of
commencing employment. '

A.9 CONTRACTING OUT

A9.1 Except as provided for in existing contract, Appendix i, for contracted out
workers as of January 16, 2004 only and in cases of emergency, the local
employer will not contract out or reassign outside of the bargaining unit work of
the type and kind that are performed by any employee(s) or any work which
could be assigned to any employee(s) without first consulting with and seeking
the agreement of the union.

AS11 If the contracted out clerical or accounting work listed in Appendix I, is
brought in-house, that work shall become bargaining unit work and shall
remain so.

A9.2  Before any work is contracted out, additional hours will be offered to local office
part-time employees, on a seniority basis, at the site and then to on call
employees providing they are able to perform the work. Pay will be at the
applicable hourly rate or the employee may choose equivalent time off in lieu to
be taken at a mutually agreeable time.

A.9.3  In no case will the local employer contract out work if by so doing the hours of
work of any position are reduced or any employee suffers a loss of pay or the
pay grade of any position is reduced.

A.9.4  Tasks nhormally performed by an employee will not be performed by a non
bargaining unit member.

A.9.5 Inthe event that the local employer contracts out employee work pursuant to
A.9.1, Union Labour will be used wherever possible.
(See Article C.4: Casual Work)

A.10 UNION REPRESENTATIVES

A.10.1  The Union will notify the LEG in writing of the names of its representatives,
including elected officers and the Negotiating Committee members.

A.10.2  Union Representatives shall have the right to:

a.  conduct Union business during working hours provided such business
does not interfere with normal office operations. Whenever possible such
business shall be conducted outside of business hours;

b.  beinvolved in grievance meetings pursuant to Article A.19: Grievance
Procedure;
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c.  attend meetings between the employer and employees pursuant to Article
A.7: Right to Representafion.

A.10.3 The Union Representative shall be relieved of duties without loss of pay to
attend meetings called by the employer during normat working hours. The cost
of a replacement worker, if one is required, shall be borne by the employer.

A.10.3.1 Where the employee requests the attendance of a Union
Representative and that meeting is not disciplinary or a meeting
that might lead to discipline as under A.7.2, or a meeting dealing
with harassment under Article E.7, the Union shall bear the cost
of any replacement employee.

A.11 UNION LEAVE

A.11.1 Leave shall be granted at the cost of a replacement employee for Union
members to attend meetings, courses, conferences and perform other duties on
behalf of the Union.

A.11.2 Normally the employer shall be given ten (10) days’ notice of such leave.

A.12 CONTRACT NEGOTIATIONS

A.12.1 Negotiations of a Collective Agreement will normally be conducted during
working hours and will be with no loss of pay. The LEG shall provide one
hundred (100) percent of the costs of replacement employees for up to three (3)
LEU members to conduct negotiations.

A.13 ACCESS TO INFORMATION

A.13.1  The Union shall be provided with:

a. alist of employees showing their names, addresses, seniority,
classifications and rates of pay on May 1st of each year, and will advise
the Union as changes occur; '

b. notification of hirings, resignations, retirements and deaths as they occur;

c. notification of discharges, suspensions and written warnings before they
occur.

A.14 USE OF FACILITIES

A.14.1 Union members will have the right to use the employer's facilities, equipment
and support staff, at cost, to organize and conduct Union meetings and other
Union business provided such business does not interfere with normal office
operations and providing approval has been obtained from the President of the
local office. Such approval will not be unreasonably denied. ,




A.15 PICKET LINE PROTECTION

A.15.1

A.15.2

A15.3

An employee covered by this agreement will have the right to refuse to cross a
picket line in connection with a labour dispute unless same is declared illegal by
the Labour Relations Board or the Court. An employee intending to honour
such a picket line shall notify the employer.

Failure to cross a picket line will not be considered grounds for disciplinary
action and will not be deemed a violation of this Collective Agreement. All
employees refusing to cross or work behind such a picket line shall be
considered absent without pay.

No employee will be required to or requested to perform work that would
normally be done by a person who is on strike.

A.16 BULLETIN BOARDS

A.16.1

The employer shall provide a bulletin board in each office for the exclusive use
of the Union.

A.17 LIAISON COMMITTEE

A171

A17.2

A17.3

A174

The parties agree to maintain a joint committee called the Liaison Committee.
The Liaison Committee will be established by September 15th of each school
year and shall consist of two (2) LEU Representatives and two (2) LEG
Representatives elected by their respective groups.

The general purpose of the committee will be to improve union-employer
relations, to minimize conflict by providing a forum for the exchange of
information on areas of concem or dispute, and to make recommendations for
the resolution -of such concemn.

Meetings will be held when deemed mutually necessary.

The minutes of Liaison Committee Meetings will be circulated to all members of
the LEG and the Union by providing a copy to each local office.

A.18 UNION DUES

A18.1

A18.2

A.18.3

All empioyees covered by this agreement will be required to sign an
authorization for dues deductions. A copy of this authorization will be sent to
the USW Local 20089.

The employer or LEG will ensure that union dues are deducted and.forward
dues to the union.

The employer or LEG will ensure that receipts for income tax purposes are
provided to employees.




A.18.4 The union will advise the employer of the amount to be deducted from
employees’ salary for union dues.

A.19 GRIEVANCE PROCEDURE

A.19.1 A grievance is a dispute as to interpretation, application or alleged violation of
this agreement including a question as to whether or not a matter is arbitrable.
All grievances shall be resolved finally and conclusively through the grievance
process as outlined below.

A.19.2 The parties agree that disputes can frequently be resolved by discussion
between the employee and the employee’s immediate supervisor. (n the hope
that disputes can be resolved amicably, discussions between the parties shall
be encouraged.

A.19.3 All discussions and correspondence concerned with the grievance or alleged
violation shall be without prejudice and shall not be admissible at the arbitration
hearing.

A.19.4 Grievances of general application may, by mutual agreement of the parties, be
referred directly to Step Two (2).

A.19.5 Subject to mutual consent, the time factors may be extended beyond the
limitations stated in the article.

A.19.6 Where possible, grievance meetings will be held outside normal working hours.
When grievance meetings are held during normal working hours release time
shall be without loss of pay.

A.19.7 PROCEDURE
A.19.7.1 STEP ONE

A.19.7.1.1 Within thirty (30) working days of the date of the alleged violation, or from
the date the Union could reasonably have become aware of the alleged
violation, the Union shall submit, in writing, a grievance to the Local
President or designate outlining the nature of the grievance and the remedy
sought.

A.19.7.1.2 A meeting to attempt to resolve the matter shall be held with the Local
President, the Grievor and the Union Representative within ten (10) working
days of receiving the grievance.

A.19.7.2 STEP TWO

A.19.7.2.1 If a satisfactory resolution to the grievance has not been reached within ten
{10) working days from the date of the meeting described in Step One,
either party has the right to refer the matter to the Joint Grievance
Committee.
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A19.722

A19.7.2.3

A19.7.24

A19.725

A19.7.2.6

A19.727

A19.73

A19.7.3.1

A19.7.3.2

A19.7.33

A19.7.34

Upon referral by either party to the Joint Grievance Committee, the
committee shall meet to consider the matter within ten (10) working days
from the date that the matter was referred to it.

The Joint Grievance Committee shall consist of two (2) LEU representatives
and two (2) LEG representatives.

If any member of the Joint Grievance Committee is involved in the
grievance, that member will be temporarily excused and ancther member
will be selected by the respective group.

The decision of the Joint Grievance Committee shall be communicated, in
writing, to the Union and the Employer within.seven (7) working days of the
meeting.

The decision of the Joint Committee may form the basis for resolving the
grievance. However, it is not binding upon either the Union or the
Employer.

Failing resolution at Step Two the grievance may, within a further fifteen
(15) working days, be referred to arbitration.-

ARBITRATION

The final determination of an arbitrator will be binding on the Employer and
the Union.

Arbitration will be by a sole arbitrator.

The arbitrator will be chosen on a predetermined basis from a list of
arbitrators agreed to in advance by the Union and the Employer.

The joint costs of arbitration shall be shared equally by the Union and the
Employer.
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SECTION B: SALARY AND ECONOMIC BENEFITS

B.1

B.1.1

B.1.2

B.1.2.1

B.1.3

B.1.4

B.2

B.2.1

B.22

B.2.3

B.24

B.3

B.3.1

B.3.2

SALARY DETERMINATION AND PLACEMENT ON SCALE

No employee will have their hourly wage reduced by the coming into effect of
this agreement.

Permanent placement on the scale will be determined by the job description
task list and experience credit and the successful completion of a thirty (30)
working day probationary period.

If employee has casual work of thirty (30) working days or more the probation
period will be waived.

Experience credit for the purpose of placement on the scale shall be defined as:

a. An employee working more than 17.5 hours per week shall be granted
increments equal to one (1) year experience, credited annually.

b. An employee working 17.5 hours per week or less less shall be granted
increments equal to one-half year experience, credited annually.

No employee shall be credited more than one year experience in any one year.

CATEGORY MOVEMENT

The parties agree that employees who are paid at Category B will be offered the
opportunity to train and to acquire the skills and knowledge required to perform
the duties in Task List C. Where the employee acquires those skills and is
required to assume those responsibilities, the employee will progress from their
current step of Category B to the first step of Category C that would provide an
increase.

The employee must successfully complete a ninety (90) working day
probationary period for Category Movement to be permanent.

Failing the satisfactory completion of the above mentioned probationary period
the employee will return to their original position and category.

The employee will then be offered and provided with appropriate training to
facilitate another Category Movement.

DUTIES AT HIGHER CATEGORY

It is understood that an employee at any level also performs duties included in
the Task List for lower levels.

Where an employee is required to take on thirty (30) per cent or more of the
responsibilities in the Task List of a higher level or is required to spend fifty (50)
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per cent or more of their time doing the tasks of a higher level, the position shall
be paid and the employee shall be designated at the higher level.

B.3.3  Where an employee moves to a higher category through the Posting and Filling
process, the employee shall be placed at a position of the higher category that
would provide an increase.

B4 PLACEMENT COMMITTEE

B.4.1  The Placement Committee will be established by September 15th of each work
year and shali consist of two (2) LEU Representatives and two (2) LEG
Representatives. '

B.42  Where placement on the scale is not agreed between the employee and the
employer, the matter may be referred to the Placement Committee. If the
employee or employer is also a LEU or LEG Representative, an alternate
representative will sit on the Placement Committee.

B.4.3  The Placement Committee may meet with the employee and the employer.

B.4.4  Within one month of receipt of the referral the Placement Committee will meet.
‘The Placement Committee will, in an expeditious manner, decide placement on
the scale consistent with Article B.7: Salary Grid and Appendix 1l - Job Task
List. '

B4.5 Placement may include retroactive pay, if any.
B.46  The decision of the Placement Committee is binding for a period of one year.

B.4.7  Shouid the Placement Committee be unable to come to a decision, the matter
may be referred to the Joint Grievance Committee.

B.5 PAYMENT OF WAGES

B.5.1  Allwages for all employees will be processed through a mutuaily agreed payroll
provider and will be paid bi-weekly on a Friday.

B.5.2  Employees shall have the option of banking hours of work to be paid out over
non-working time. -

B.5.2.1 All banked hours must be paid out by August 30" of each year.

B.5.3  All empioyee hours shall be recorded on time sheets, generated at least
monthly, which will be signed by both the employee and employer.

B.6 TEMPORARY APPOINTMENT BONUSING

B.6.1 Starting on the second day of an employee’s absence, when a casual has not
been hired to perform the employee’s duties, the remaining employee in the
office will be paid the hourly wage of the next higher category. In the case of
Category D, the increase will be two (2) dollars per hour.

B.6.2  In the event of more than one employee remaining in the office, the hourly
difference will be shared equally.
13




B.7 SALARY GRID
B.7.1 In each year of this Collective Agreement the basic percentage increase
received by teachers will be applied to LEU members at the same time it is
applied to teachers.
January 1, 2015 - 1.25% Increase
Years Exp A B C D
0 $18.38 $21.05 $24.19 $27.08
1 $20.12 | $22.80 | $25.93 $28.85
2 $21.85 $24.54 $27.67 $30.58
3 . $23.62 $26.27 $2941 $32.33
June 30, 2016 - .45% Increase - Economic Stability Dividend
Years Exp A B C D
0 $18.46 $21.14 $24.30 $27.20
1 $20.21 $22.90 $26.05 $28.98
2 $21.95 $24.65 $27.79 $30.72
3 $23.73 $26.39 $29.54 $32.48
July 1, 2016 - 1.00% Increase
Years Exp A B C D
0 $18.65 $21.36 $24.54 $27.47
1 $20.41 $23.13 $26.31 $29.27
2 $22.17 $24.90 $28.07 $31.02
3 $23.96 $26.65 $29.84 532.80
July 1,2017 - 5% Increase
Years Exp A B C D
0 $18.74 $21.46 $24.66 $27.61
1 $20.51 $23.25 $26.44 $29.42
2 $22.28 $25.02 $28.21 $31.18
3 524.08 $26.79 $29.99 $32.96
May 1, 2018 -1.0% Increase
Years Exp A B | C D
0 $18.93 $21.68 $24.91 527.89
1 $20.72 $23.48 $26.70 $29.71
2 $22.50 $25.27 $28.49 $31.49
3 $24.32 $27.05 $30.29 $33.29
July 1,2018 -5% Increase
Years Exp A B C D
0 $19.02 $21.79 $25.04 $28.03
1 $20.82 $23.60 $26.84 $29.86
2 $22.61 $25.40 $28.64 $31.65
3 $24.45 |  $27.19 $30.44 $33.46
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May 1, 2019 -1.0% Increase
Years Exp A B ' C D
0 $19.21 522.00 $25.29 $28.31
1 $21.03 $23.83 $27.10 $30.16
2 522.84 $25.65 $28.92 $31.97
3 $24.69 $27.46 $30.74 $33.79

B.7.2  Automatic payroll deduction of $0.03 per hour will be remitted to the USW 2009
Education Fund.

All full time employees will be paid a one-time Signing Bonus payment of one thousand
dollars ($1,000.00).

All part time employees will be paid a one-time Signing Bonus payment based on the
percentage of time worked.

Example: .5 of a position is paid 50% of the one thousand dollars ($1 ,000.00).

Casual employees will be paid a one-time Signing Bonus payment prorated based on
actual days worked between January 1, 2015 and the date of ratification to a maximumi of
one thousand dollars ($1,000.00).

Example: A person who worked 80% of available time would be entitled to twelve
hundred dollars ($800.00).

All signing bonuses will be paid no later than September 30, 2015.

In addition to the above increases, if the BCTF receives any additional wage increase for
their members under the “Economic Stability Dividend”, all LEU members will receive the
same increase. Any such ESD wage increase will be retroactive to January 1% of the
year BCTF members receive an ESD increase.

B.8 OVERTIME PAY

B.8.1 For the purposes of this article, a work day is seven (7) hours; a work week is
thirty-five (35) hours,

B.8.1.1 Overtime is work in excess of seven (7) hours per day or thirty-five (35)
hours per week as requested by the employer and will be compensated at
a rate of one-and-one-half (1.5) times the regular rate for the first two and
one half (2.5) hours and double time thereafter.

B.8.1.2 Where the employee chooses, time off with pay will be granted in lieu of
overtime pay at the rate described above to be taken at a mutually
convenient time within twelve (12) months of being earmned.

B.8.1.3 When an employee chooses to work additional hours not requested by the
employer, these additional hours shall be pre-approved and shall be at the
regular rate of pay. The employee may choose to take an equivalent
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B.8.2
B.8.3

B.8.3.1

B.8.3.2

B.8.4

B.8.5

B.8.6

B.8.7

B.8.8

B.9

B.9.1

B.9.2

B.9.3

B.94

number of hours in lieu at a mutually convenient time within twelve (12)
months of being earned.

Overtime work will be voluntary.
The employer will keep overtime to a minimum.

Overtime work will be divided equally, insofar as possible, among the
employees who are willing and able to perform the work that is available.

For overtime in excess of two consecutive hours, employees will be given
24 hours notice, except in emergency situations.

Employees who work overtime will be reimbursed for child care expenses
incurred by the employee during the overtime.

If an employee does not have private transportation and works later than 18:00
hours, the employer will provide transportation home, if requested and a dinner
allowance in accordance with the rate used in the local.

The employee shall maintain a record of all overtime hours worked and the
employer shall approve this record.

Work performed on weekends, as requested by the employer, will be
compensated at the rate of two (2) times the regular rate.

Work performed on statutory holidays as in B.10-Holidays, as requested by the
employer, will be compensated at the rate of one and one half (1.5) times the
regular rate plus a day off with pay.

VACATION PAY

Annually each employee will receive vacation time entittement/pay in
accordance with years of employment as per the following schedule:

appointment to 4th year of employment - three (3) weeks (6%)
from 5th to 9th year of employment - four (4) weeks (8%)
from 10th to 14th year of employment - five (5) weeks (10%)
from 15th year to 19th year of employment - six (6) weeks (12%)
from the 20th year ' - seven (7) weeks  (14%)

The employee will receive vacation pay during the period the employee takes
vacation time.

When an employee who has previously terminated employment with any
employer in the bargaining unit is rehired within three (3) years, that employee’s
vacation rate will be reinstated.

If a statutory holiday falls during an employee’s vacation time, an additional
day's vacation will be granted.
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B.9.5 Employees will have the option of taking up to a maximum of two (2) weeks
vacation when the office is not closed.

B.8.6  When an employee falls ill or is injured while on vacation time, the employee will
be entitied to draw on accumulated sick ieave entitlement. The vacation time for
this period of illness will be rescheduled.

B.10 HOLIDAYS

B.10.1  Fuli-time and part-time employees will be granted their regular day's pay for the
following holidays and any other future additional holidays legisiated by
Provincial or Federal regulation, provided such holidays fall within their work
year or their vacation time:

Labour Day Christmas Day Good Friday Canada Day
Thanksgiving Day Boxing Day Easter Monday BC Day
Remembrance New Year's Day Victoria Day -| Family Day
Day

B.10.2  Pay for part-time employees will be pro-rated based on their percentage
assignment or the average daily hours in the previous two (2) full work weeks,
exclusive of overtime, whichever is greater.

B.10.3 When any of the above-noted holidays fall on a day the employee does not
work, the employee will choose either another day off with pay, pro-rated for
part-time at a time mutually agreed upon between the employee and the
employer, or pay in lieu of time off.

B.11 HEALTH BENEFITS

The health benefits in this agreement are part of the plans which cover LEU-USW Local
2009 employees. Any modifications to the LEU-USW Local 2009 plan, inciuding a
change of carrier, shall, therefore, apply to the employees covered by this agreement.

General:
Medical, extended health and dental coverage will be made available to full-time

employees and part-time employees. For each plan the employee may elect either
single, couple or family coverage, including spouse as defined in A.2: Definitions.

B.11.1 Benefit Premiums

B.11.1.1  The employer will pay 100 percent (100%) of the medical, dental and
extended health benefit plan premiums for part-time employees whose work
week averages fifty (50) per cent or more of full-time empioyment.

B.11.1.2  Any employee hired after the signing of this Collective Agreement, working
less than fifty percent (50%) shall be provided with benefits.

B.11.1.2.1 The plan premiums shall be paid on a pro-rated basis.
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B.11.1.3 Should the employee not be eligible to participate in the plans, and where the
employee is not covered by another plan the employee will receive six percent
(6%) of salary in lieu of benefits.

B.11.2 Benefit Plan Defails

See Appendix VI - Local Employers’ Group (LEG) Benefit Summary.
B.11.3 Group Life

B.11.3.1 Upon completion of thirty (30) days of continuous employment, employees will
be enrolled in a group life insurance policy, unless they choose to be exempt.

B.11.3.2 The full cost of the plan will be paid by the employer.
B.11.4 Long Term Disability

B.11.4.1 Upon completion of thirty (30) days of continuous employment, new
employees will be enrolled in a long term disability plan.

B.11.4.2 The full cost of the plan will be borne by the employee.
B.11.5 Employee and Family Assistance Plan

B.11.5.1 The employer will provide an Employee and Family Assistance Plan for all
employees.

B.12 DEATH BENEFITS

B.12.1 If an employee with more than five months continuous employment dies, the
employer shall:

a. pay one (1) month's salary to the employee’s designated beneficiary, or if
there is none, to the estate. The payment is in addition to any amount
earned by the deceased up to the date on which the deceased was last
employed by the employer;

b. in addition to the payment in B.12.1.a, also pay two (2) additional month's
salary for an employee who has been in the service of the employer for
more than five (5) years and one (1) more additional month for an
employee who has been in the service of the employer for more than ten
{10) years;

c. in addition to the payment in B.12.1.a, also pay the premiums necessary
to maintain medical, dental and extended health coverage for three (3)
months following the employee’s death.

B.13 WORKERS' COMPENSATION BENEFIT

B.13.1 Where an employee suffers from an illness or disease or incurs personal injury
(which disease, illness or injury is hereinafter called the "disability") and
receives compensation under the Workers' Compensation Act, the employee
shall not be required to use sick leave credit for time lost until the completion of
six (6) months of Workers’ Compensation absence. After six (6) months of
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B.13.2

B.13.3

absence the employer will deduct 1/4 day of sick leave from the empioyee’s sick
leave accumuiation for each subsequent day of absence.

The employer will continue to pay the employee the full amount of the
employee’s wage during the period of the employee's disability. The employee
shall remit to the employer all monies received by the employee for
compensation of loss of wages from WCB,

Compensation does not include a disability pension or other final settlement
award arising from such disability.

B.14 PENSION CONTRIBUTIONS

The Local Employers’ Group will participate in the IWA Forest Industry Pension Plan.
Contribution rates shall be as stated in and by the pian.

B.15 LONG SERVICE RECOGNITION AND PHASED RETIREMENT PLAN

B.15.1

B.15.1.1

B.15.2

Employees fifty-five (55) years of age or older with ten (10) or more years of
service with the employer will receive one (1) week's bonus salary at the current
rate of pay for each two (2) years of the first fifteen (15) years of service and
one (1) week of salary for each year of service after fifteen (15) years of service
upon retirement from that employer.

Where an employee has reduced his / her hours of work during the last
three (3) years before retirement the bonus shall be calculated based on
their former regular weekly hours.

The employer shall provide a severance package which will pay the premiums
for one (1) year for employees described in B.15.1 above who retire and who
choase fo continue participation in medical, dental and extended health plans
and who are not eligible for coverage elsewhere. Such coverage is as follows:

Phased Retirement Plan

B.15.3

B.15.4

B.15.5

B.15.6

An employee wishing to participate in a Phased Retirement Plan will not lose
their seniority while they are participating in the Phased Retirement Plan.

Phased Retirement Plan means a regular full-time employee starts working
between 17 hours (minimum) and 19 hours (maximum) per week including
vacation time. Itis agreed that once a person enters the Phased Retirement
Plan they must retire completely with no rights to recall prior to or upon
expiration date of the second year. The actual work schedule will be mutually
agreed upon by the local employer and the retiring empioyee.

Any individual enrolled in the Phased Retirement Plan will have their
Professional Development benefits under Section F.1 prorated based on their
actual hours worked.

Any individual enrolled in the Phased Retirement Plan will have their
Discretionary Leave under Section G.11 prorated based on their actual hours
worked.
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Medical:

B.15.2.1 The retiree may elect either single, couple or family coverage.

Extended Health Benefits:

B.15.2.2 An optical plan providing $300.00 coverage every twenty-four (24) months
for retiree, spouse and dependent children toward the purchase of
corrective eyewear.

B.15.2.3 The general extended health benefit will provide a lifetime maximum of
$25,000 for retiree, spouse and dependent children.

B.15.2.4 To be eligible for the extended health benefit coverage, retirees and their
spouse must be covered by a medical plan recognized by the Employer.

B.152.5 The retiree may elect single, couple or family coverage.
Dental:

B.152.6 Coverage will provide:
Plan A - Basic services at 100% payment of services.
Plan B - Prosthetic appliance and crowns and bridges at 80%
payment of services.

B.15.2.7 The retiree may elect either single, couple or family coverage.

B.16 DAMAGE/LOSS

B.16.1 When an employee uses a personal vehicle for Employer business the
Employer will reimburse an employee 75% of the minimum ICBC deductible for
vandalism, comprehensive or collision damage to an employee’s motor vehicle
while parked at the worksite or on Employer business, provided the damage is
not the result of negligence on the part of the employee. A vehicle = .~
vandalism/damage form with the details of the damage is to be submitted to the
President or designate. The receipt for repairs must be submitted before
payment is made.

B.16.2 The Employer will reimburse an employee for reasonable cleaning, repair or
replacement of clothing or other personal items damaged as a result of work
performed for the Employer.

B.17 EXPENSE ALLOWANCES

B.17.1 Employees will be reimbursed for expenses incurred when on authorized
business of the Employer.

B.17.2 Where the employee uses a personal vehicle for employer business, the
employee shall be reimbursed at local employer rates.
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B.17.3 Where driving for the employer is requested and an ICBC rate class different
from ICBC Rate Ciass 1 is required, the employer will pay the premium cost to
upgrade from ICBC Rate Class 1 to the appropriate ICBC level.

B.17.4 Employees who are not currently using their vehicles for employer business

shall not be required to use their vehicles for employer business for the duration
of this Collective Agreement.
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SECTION C - EMPLOYMENT RIGHTS

C.1

C.1.1
C1.2
€13

C14

C.1.5

C.16

C.2
Layoff

C.2.1

C22

C.23

C24

Recall

c.25

REDUCTION

A reduction in hours does not constitute a layoff.
A reduction in hours will be effected in reverse order of local seniority.
A reduction in hours will not result in a reduction of pay grade or benefits.

The employer will give a minimum of twenty (20) working days’ notice in writing
of reduction of hours.

An employee whose hours are reduced may choose, at the time of receipt of
notice, to be placed on the bargaining unit recall list for a length of time not to
exceed thirty (30) months for the sole purpose of access to additional hours.

An employee whose hours are reduced by more than ten percent (10%) may
choose, within forty (40) working days of receipt of notice, to be laid off in
accordance with Article C.2 - Layoff and Recall. Such layoff will be effective
fwenty (20) working days following receipt of written request for layoff from the
employee.

LAYOFF AND RECALL

Layoff occurs where there is no longer work for an employee because of
elimination of a position or return of an employee from leave.

The employer will give a minimum of twenty-five (25) working days’ notice, in
writing, of layoff.

When a layoff is effected, the employee(s) to be retained will be those who
possess the greatest seniority provided they also possess reasonable
qualifications for the remaining position.

Employees in receipt of a layoff notice may be assisted in obtaining other
employment by being given:

a. adequate time off for interviews;

b. reasonable and appropriate use of telephone and photocopy services and
the use of employer equipment;

c. a letter of reference.

Employees who are laid off will retain right of recall for a period of thirty (30)
months from the date of the layoff.

22




C.26

c.a7

c.28

C.29

C.2.10

C.2.11

An employee's right to recall under this Article is lost if:
a. the employee elects to receive severance pay; or

b.  the employee twice refuses to accept a position of equal or greater time
and equal or greater placement on the salary grid; or

¢c.  thirty (30) months have elapsed from the date of layoff and the employee
has not been recalled.

An employee on the local recall list may request suitable training which ' would
satisfactorily qualify the employee for an available position in the local office.
Such requests will not be unreasonably denied.

An employee on the local recall list will be eligible to participate in the employee
benefit plans in which they are enrolled at the time of fayoff. The full cost of
these benefits will be paid by the Employer for the first three (3) months and
thereatfier by the employee.

The Employer will, in order of local seniority, offer to employees on the local
recall list, any vacant position for which the employee possesses the minimum
qualifications necessary as specified in the job description.

Where no local employee is on the recall list or no employee from the local
recall list accepts an offer of re-engagement, the. Employer will, in order of
bargaining unit seniority, offer an available position to employees on the
bargaining unit recall list.

An employee who has transferred to another position as a result of receiving a
layoff notice or who has been previously recalled to employment from the recall
list will be given first opportunity to return to their former position if it becomes
vacant within thirty (30) months of layoff.

Severance Pay

C.2.12

C.213

C.2.14

An employee on the recall list as a result of a layoff may elect to receive
severance pay at any time before the employee's right to recall is lost.

An employee electing to receive severance pay will receive five (5) per cent of
one (1) year's salary for each year of service or portion thereof preceding the
date of layoff up to a maximum of one (1) year's salary.

An employee who receives severance pay pursuant to this Article and who is
subsequently rehired by the Employer shall retain the severance payment. In
such a case the calculation of seniority for severance purposes shall commence
with the date of such rehiring.

C.3 SENIORITY

C.31

Seniority is defined as the aggregate length of service with the employer except
for extended medical leave beyond five (5) years and parenthood leave beyond
two (2) years.
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€32

C.3.3

C4a

C.4.1

C42

CA43

C5

C.51

C5.2

C.53

C.54

C.55

C56

Cb5.7

€58

For purposes of seniority, part-time work shall be considered as full-time.

Where the seniority of two (2) or more employees is equal, the order of seniority
will be determined by the earlier start date.

CASUAL WORK

Casual work may not exceed six weeks of continuous employment. Any
extension will require approval of the union.

Casual work shall first be offered to present part-time employees of the local
office who are qualified to do the work, then to employees on the local recall list,
then to local employees on call, then to employees on the bargaining unit recall
list.

Employees will have the right to refuse casual assignments.

EMPLOYEES ON CALL

Each employer will establish a list of qualified employees on call by May 1, of
each year. A copy will be provided to the Local Employees’ Union.

Employees on call will be paid at Category A Step 0 rate.

a. Following 100 days of employment in the offices within LEG, employees
on call will be paid at Category A, Step 1 rate.

b.  Following 200 days of employment in the offices within LEG, employees
on call will be paid at Category A, Step 2 rate.

c. Following 300 days of employment in the offices within LEG, employees
on call will be paid at Category A, Step 3 rate.

Employees on call will receive six (6) per cent of their salary in lieu of benefits
(including pay for leaves) and inclusive of vacation pay.

Employees on call will be paid for statutory holidays in accordance with the
Employment Standards Act.

Employees on call will be credited with one day seniority for each full day of
work, pro-rated for part-time. For purposes of seniority twenty (20) full days or
equivalent worked will equal one month.

Employees on call may be granted leaves without pay.

Employees on call who, prior to coming into effect of this agreement, earned
hourly wages greater than those set out in C.5.2 above shall continue to receive
the higher wage when working in those locals which paid that wage.

When an employer wishes to hire additional employees on call it will first notify
other LEG offices in writing. The Employer is not obligated to hire current LEU
members before hiring outside candidates, but acknowledges that in matters

24




C.5.9

related to hiring employees on call it will not make decisions in a manner which
is arbitrary, discriminatory or in bad faith,

An Employer may remove an employee from its employee on call list if
reasonable call out notice has been given and if that employee has been
unavailable to work on four (4) callouts.

C.5.10 The Employers shall give a copy of Article C.4 and C.5 to each new employee

C.6

C.6.1

C.6.2

C.7

C.7.1

C.8

C.8.1

c.8.2

C.8.3

C.84

c.85

C.8.6

C.8.7

at the time of hire.

MINIMUM CALL-OUT

An employee who reports to work will be paid a minimum of four (4) hours pay.

An employee who has completed the work shift and left the worksite for the day
and who is subsequently called out to work on that same day will be paid a
minimum of an additional four (4) hours at overtime rates.

ASSIGNMENT OF DUTIES

Employees will be assigned duties by the local President or designate,
consistent with the individual employee's job description and in consultation with
the employee.

JOB SHARING

Job sharing is defined as the work of one position performed by two employees.

Empioyees desiring job sharing will submit a job sharing proposal to the
Employer.

The Employer will not unreasonably deny any job Shaﬁng proposal.

Benefit entitlements for participants in job sharing arrangements will be the
same as for part-time employees.

Two employees may present a proposal to share one position, or one employee
may propose to share the position without proposing a job share partner. In the
first case, the two employees shall share the position held by one of them, and
the other position shall be posted as a vacancy and filied in accordance with
this agreement.

Variations on this, such as three employees proposing to share two positions,
will be dealt with simitarly. In the second case, the incumbent employee will
identify the percentage of the position that they wish to fil! themselves, and the
remaining percentage shall be posted as a vacancy and filled in accordance
with this agreement.

Any job shared by two bargaining unit members shall revert to its prior status
after one year unless formally renewed by the employees. If one participant to
a job sharing arrangement leaves the position the remaining employee shall
choose whether to revert to full-time or continue job sharing.
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C.8.8 Should the employee wish to continue with job sharing, the other portion shall
be posted and filled as in Article E.1: Posting Vacancies and Article E.2: Filling

Vacancies.

C.8.9 All employees involved in job sharing arrangements will return to their previous
positions when they end job sharing.

C.8.10 Where one position has been shared for more than three (3) years it shall
become two part-time positions.

c.9 PERFORMANCE EVALUATION

C.9.1 The purpose of the performance evaluation is to provide an accurate and
objective measurement and record of performance. All evaluation reports on the
work of an employee shall be in writing and shall be pursuant to this Article.

C.9.2 Anemployee may receive a performance evaluation:
a.  during the first year of employment with the local;
b.  at other times if deemed necessary;

c. upon the request of the employee; but not more often than once every five
years.

C.9.3 The local Employer shall appoint an evaluator. In the case where the employee
has a reasonable apprehension of bias, the employee may request a different
evaluator as named by the directors of LEG.

C.9.4 An employee shall be given at least ten (10) working days’ notice of the
commencement of an evaluation. A meeting to review the criteria and process,
consistent with the Job Task List and Performance Evaluation form shall be
held. The Employer shall seek agreement with the employee on the scheduling
of the evaluation.

C.9.5 Each performance evaluation report on the work of the employee shall be
drafted on the basis of a reasonable number of observations (not less than
three (3) nor more than six (6)) of the employee at work.

C.9.8  Periods chosen for observation shall not be at abnormal or inappropriate times.
The employee shall have the opportunity to select at least two (2) of the
observation times. No observations shall be made within the first two (2)
months of employment in a local or within the first month after a job
reclassification.

C.9.7 The Performance Evaluation Form, Appendix IV shall be used for the
performance evaluation, unless an alternate method of evaluation is mutually

agreed upon.
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cos8

C:9.9

C.9.10

con

C9.12

The content of the Performance Evaluation shall be a specific, objective
description of the employee's work, consistent with the Job Task List and based
on observations of the evaluator. Judgments shall be substantiated. Personal
or Union activities not directly related to the work of the employee shall not be
included in the evaluation.

The employee shall be given a draft copy of the completed Performance
Evaluation within ten (10) working days of the completion of the evaluation. The
employee shall have the opportunity of meeting with the evaluator within ten
(10) working days of receiving the draft to propose changes to the draft. The
evaluator shall endeavor to complete the final report within ten (10) working
days of any meetings under this clause.

The employee may attach comments to the Performance Evaluation.

A copy of the Performance Evaluation shall be forwarded to the Employee's
Personnel File.

The Employer and the employee, in consuitation with the Local Employees’
Union will formuiate a plan of support for the empioyee who has less than
satisfactory evaluation. Support will be defined as job shadowing a co-worker,
extra training and/or professional development, and other measures mutually
agreed to by the parties.

C.10 Discipline /Dismissal

C.10.1

‘C.10.2

C.10.3

Cc.104

The Employer will not discipline or dismiss an employee bound by this
agreement except for just and reasonable cause.

The employee will be notified in writing of the grounds for discipline or dismissal
prior to any action being taken. The Union will be sent a copy at the same time
the Employee is notified.

Within ten (10) working days of the written notification, the employee will be
provided an opportunity to respond at a meeting with the Employer and a Union
Representative.

Any discipline or dismissal may be referred to the Grievance Procedure at Step
Two.
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SECTION D - WORKING CONDITIONS

D.1

D.1.1

D.1.1.1

D.1.1.2

D.11.3

D.1.1.4

D.1.15

D.1.1.6

D.1.1.7
D.1.2
D.1.3

D.14

D.1.5

HOURS OF WORK

The standard weekly hours of work for full-time employees shall be thirty-five
(35) hours per week.

The standard weekly hours shall be performed between Monday and Friday and
shall not begin before 8:00 a.m. and end not later than 5:00 p.m. unless mutually
agreed by the employee, the Local Employer and the Local Union.

The standard weekly hours of work for part-time employees shall be regularly
scheduled hours.

No existing work schedules (May 5, 2015) that.are outside the 8:00 am to 5:00
pm window will be changed before September 2016 without the agreement of all
parties, including the employee. All changes will follow the process as laid out
below in paragraphs D.1.1.4, D.1.1.5, D.1.1.6 and D.1.1.7.

With six (6) working months written notice, which will include written rationale
and reasons from the Local Employer, the Local Employer may change the
schedules subject to the paragraphs d.1.1.5, D.1.1.6 and D.1.1.7 below.

Should the employee feel the decision is unreasonable or no explanation has
been given, they can request the Liaison Committee (at a cost to LEG) to come
in for a discussion and make a decision.

The Liaison Committee shall meet within thirty (30) days and present their
decision within thirty (30) days of the meeting.

If the Liaison Committee is unable to reach a decision as laid out in D.1.1.5 then
the issue may be referred to the Grievance Procedure for a final decision by a
third party if necessary. The parlies agree that the third party will have the
authority to set the hours of work.

No employee shall have their schedule changed within three (3) calendar years
of the previous change without the written agreement of the employee and Local
Union Servicing Rep of Steelworkers Local 2009.

Employees are entitled to a fifteen (15) minute break once in the morning and
once in the afiernoon. These breaks are considered as time worked and are
with pay.

Employees are entitled to an unpaid lunch break of not less than one half hour.

Scheduling of breaks shall be done by mutual agreement.

Breaks shall be duty free.
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D.2 WORK YEAR

D21

D.2.2

D.2.3

D.2.4

D.3

D.3.1

D.3.1.1

D.3.2

D.3.3

D.3.4

D.3.5

The standard work year for each employee (each local office} will be as defined
in Appendix | and excludes Christmas Break (2 weeks); Spring Break (1 week);
holidays and weekends.

Any work beyond the standard work year will be established by the Employer on
an annual basis and determined by the needs of the local. Employees will be
informed, in writing, of any such determination. Any such work shall be
scheduled by mutual agreement.

No employee shall accrue more than one year's credit for experience, seniority,
increment for vacation or any benefits, in any year.

Payment for work beyond the standard work year will be at the employee’s
regular hourly rate of pay {(except where overtime is applicable) or time in lieu
will be granted at a mutually agreed upon time.

ORGANIZATIONAL AND TECHNOLOGICAL CHANGE

Organizational and technological change means changes introduced by the
Employer that significantly affect the terms, conditions and/or security of
employment of any employee or alters significantly the basis upon which this
agreement is negotiated.

The parties agree that organization and technological change should
benefit both employers and employees and will not be introduced for the
purpose of reducing the hours of employees.

The Employer will notify and seek advice from the Union and employees
affected by the intended organizational or technological change.

Should differences arise respecting the implementation of such changes, these
differences shall be resolved through negotiation and/or by arbitration.
Technological or other changes will not be introduced by the employer until
these differences have been resolved.

Retraining will be at the employer's expense and will be during working hours.
(See Article F.2 In-Service)

No employee will be assigned to a lower pay grade as a result of organizational
and technological change.

D4 WORKING CONDITIONS

D.4.1

D.4.2

The Employer agrees to provide facilities which are clean, safe, secure,
comfortable and conducive to an effective working environment.

The place of work shall be designated as a non-smoking environment.
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D.4.3  The employees will be consulted regarding local office requirements including
office equipment, safety and ergonomic equipment, furniture, computer
software, timelines and priorities for the completion of work, workload, work
areas, and office procedures and other factors that have an impact on working
conditions. Employee requests will not be unreasonably denied.

D.4.4 Policies and procedures regarding the access to and security of worksite areas

and equipment designated for the use of employee(s) or necessary for the
performance of employee duties will be established in each local office.

D5 STAFF MEETINGS

D.5.1 Local Employers and employees shall meet regularly to discuss issues that are
of concern to either employee(s) or the Employer.

D.5.2  Staff meetings shall be held during employees' working hours.
D.5.3  Staff meetings shall be held as needed but not less than once a month.

D.54  New staff and/or a new incoming president wiil be required to attend a staff
meeting for orientation and in order to plan and implement transition.

D.6 HEALTH AND SAFETY -

D.6.1 The Union and the LEG agree that no employee shall be required to work in an
environment which is unsafe.

D.6.2 Health and Safety Committee

D.6.2.1 A Health and Safety committee will be established and consist of two (2) LEU
representatives and two (2) LEG representatives.

D.6.2.2 The Committee shall:
a. Determine that regular inspections of the place of employment are carried
out as required by Occupational Health and Safety Reguiations, Workers'
Compensation Board of British Columbia;

b. Recommend measures required to attain compliance with the Workers'
Compensation Board of BC and the correction of hazardous conditions;

c. Consider recommendations from employee(s) and implement them where
warranted.

d. Establish emergency lock down, earthquake and evacuation procedures.

D.6.2.3 The Committee shall hold reguiar meetings at least twice per year for the review
of:

a. reports of current accidents, illnesses and injuries, their causes and
means of prevention;
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b.  remedial action taken or required by the reports of investigations and
inspections;

c.  any other matters pertinent to health and safety.

D.6.24 The committee shall record the proceedings of the committee and forward the
minutes promptly to the representative groups.

D.6.3  Each office shall establish procedure for any employees working alone.
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SECTION E - PERSONNEL PRACTICES

E.1

E.1.1

E1.2

E1.3

E.1.4

E.1.5

E.2

E.2.1

E.22

E.2.3

E.2.4

E.3

E.3.1

POSTING VACANCIES

All vacant positions will be posted for a period of not less than five (5) working
days.

A copy of all job postings will be sent to the union and to all employees on the
recail list prior to the date of posting.

Positions of less than six (6) weeks duration need not be posted. The position
will be filled by casuals who are on the Local Union office casual list in order of
seniority as per C.5 — Employees on Call.

Each posting will include identification of the position to be filled, i.e. job title,
work location, hours per week, start date and, if applicable, end date, required
qualifications and any other salient information.

If not filled internally, postings will be forwarded to all local offices covered by
this agreement.

FILLING VACANCIES

The employer will fill vacancies in the following order (providing there are
employees who possess reasonable qualifications):

a. from the local recall list;

b. from within the local office;

c. from the bargaining unit recall list;

d. from within the bargaining unit;

e. from outside applicants.

Where more than one applicant in a priority above possesses the minimum
qualifications specified in the job description for the position, seniority will be the
determining factor. Where the selection is made under E.2.1.cor E.2.1.d

above, seniority within the bargaining unit shall apply.

The Employer acknowledges that in matters related to hiring it will not make
decisions in a manner which is arbitrary, discriminatory or in bad faith.

The Employer will provide, on request, written reasons to an employee for a
decision to appoint another applicant to a position.

TRANSFER / REASSIGNMENT

Transfer occurs where an employee is reassigned to a different position in the
local office.

32




E.3.2

E.3.3

E.3.4

The Employer will give a minimum of twenty-five (25) working days’ notice in
writing.

Transfers will be effected in reverse order of seniority provided the employee
possesses reasonhable qualifications for the position.

Where an employee is transferred to a position at a lower pay grade, the
employee will retain the current place on the salary grid.

E.4 COMPLAINTS REGARDING SERVICE

E.4.1

E4.2

E.4.3

EA4.4

E.5

E.5.1

E.5.2

E.5.3

ES54

E.5.5

E.5.6

Any complaint about the services of an employee shall be referred to the
employee concerned.

In the event that the complaint is not satisfactorily resolved, the complaint may
be referred to the local President.

The President shall first attempt. to resolve the matter through informal means.

If such a resolution is not possible the Employer or the employee may refer the
matter to other relevant provisions of this Collective Agreement.

PERSONNEL FILES

Employee personnei files at the Local Association office are confidential and will
not be made accessible to any person other than the immediate supervisor.

Upon request, employees shall be granted access to their personnel files at a
mutually agreed upon time with the right to include any material, including
written comment, pertinent to the contents of the file.

The Employer will provide the employee with a copy of any written material prior
to piacing it in the file.

Where material is of a disciplinary or adverse nature to an employee, the
employee may request it be removed from the employee’s file after one (1) year
has elapsed. Unless there has been subsequent disciplinary action, such a
request shall be granted.

All material to be placed on file shall be factual and relevant to the employment
of the individual. Any material not factual and relevant shall be removed at the
request of the employee.

Personnel files will not be removed from the local office.

E.6 CONFIDENTIALITY

E.6.1

The parties recognize that the employer and employee(s) have access to
confidential information about the Association business, other employees and

individual teachers.
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E6.2

E.6.3

E.6.4

E.7

E71

E7.2

E.7.2.1

E.7.3

E7.4

E.7.5

E.7.5.1

E.7.5.2

E.7.5.3

E.7.5.4

E.7.5.5

Confidentiality shall be respected by the employer(s) and employee(s).

Policies and procedures regarding confidential information shall be established
in each local office.

Information about Association business, other employees and individual
teachers is to be treated with utmost confidentiality. Any employee who has
been deemed by the local executive to have acted negligently with respect to
dissemination of personal information shall be dealt with according to the
provisions of Article C.10.

HARASSMENT/SEXUAL HARASSMENT

The Employer recognizes the right of all persons to work in an environment free
from harassment and sexual harassment.

Harassment is defined as any improper behaviour that is directed at another
person, behaviour that demeans, infimidates, humiliates or is offensive to that
person, conduct which has the effect of endangering a job or undermining
performance or threats, vexatious questions or demands or other
unpleasantness.

Harassment includes the exercise of power or authority in a manner which
serves no legitimate work purpose and which a person ought reasonably fo
know is inappropriate.

Sexual harassment is defined as any unweicome sexual comment, fook,
suggestion, physical contact, real or implied sexually oriented action, including
material of a sexual or sexist nature that has the effect of creating an
uncomfortable environment in the workplace.

No person shall be subject to reprisal, threat of reprisal or discipline as a result
of filing a complaint of harassment or sexual harassment.

The procedure for resolving complaints of harassment or sexual harassment
shall be as follows:

Any complaint of harassment or sexual harassment shall be dealt with
expeditiously and in strict confidence.

The complainant and/or alleged offender, if a member of the Union, shall be
accompanied by a representative of the Union or colleague at all meetings in
this procedure.

The complainant may choose to speak to or correspond directly with the
alleged harasser in an attempt to resolve the matter.

in the first instance attempts may be made to resolve the mafter informally.

if the matter is not resolved through informal means, the complainant may refer
the matter to the Chair of the Local Employers' Group and the Chair of LEU
who will ensure that the complaint is investigated.
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E.7.5.6 Investigation dates shall be set with the first available investigator from the
mutually agreed list within ten (10) working days of the receipt of the complaint.

E.7.5.7 Upon receipt of the complaint, they shall notify the alleged harasser in writing
of the complaint and provide nofice of investigation.

E.7.5.8 The investigation shall be conducted by a person who shall have training
and/or experience in investigating complaints of harassment. The complainant
may request that the investigator be of the same gender as the complainant
and where practicable the request will not be denied.

E.7.6  The investigator shall be asked to provide both a report and recommendation to
the LEG Chair and the Chair of LEU. The report shall remain confidential. The
complainant shall be informed in writing that disciplinary action was or was not

taken.
E.7.7  Theinvestigator's report and recommendations shall be implemented and may
include:
E.7.7.1 For the complainant:
a. reinstatement of sick leave used as a result of harassment;
b. counselling;
c. other remedies recommended by the investigator.
E.7.72 For the harasser:
a. corrective action including discipline;
b. counselling;
c. courses or programs;
d. other remedies as recommended by the investigator.

E.7.8  If the Employer fails to follow the provisions of the Collective Agreement, or the
complainant is not satisfied with the remedy, the complainant may initiate a
grievance at Step Two of Article A.19: Grievance Procedure.

E.8 NON DISCRIMINATION

The Employer does not condone and will not tolerate discrimination on the basis of race,
national or ethnic origin, colour, religion, age, sex, sexual orientation, health, marital or
family status, disability, conviction for an offense for which a pardon has been granted,
political affiliation or union membership or activity.

E.9 NON-SEXIST ENVIRONMENT

E.9.1  The Union and the LEG recognize the right of all persons to work in a non-
sexist environment and do not condone and will not tolerate any written or
verbal expression of sexism.

£.9.2  Anon-sexist environment is defined as that in which there is no discrimination
against females or males by portraying them in gender stereotyped roles or by
omitting their contributions.
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E.0.3 The LEG and the Union shall promote a non-sexist environment by providing
resources to local offices. '

E.10 RESIGNATION

An employee shall provide an Employer with two (2) weeks written notice of the
employee’s intention to resign.
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SECTION F - PROFESSIONAL DEVELOPMENT / INSERVICE
F.1 PROFESSIONAL DEVELOPMENT

F.1.1 Five hundred dollars ($500.00) per year per employee shall be provided for
professional development to cover costs such as tuition and expenses. These
funds may accumulate for a maximum of three (3) years.

F.1.2  Up to three (3) release days with pay per year per employee shall be provided
for such professional development activities. :

F.1.3  The fund shail be used to further the education, training and development of
employees through conference/seminar/workshop attendance, and team
building exercises.

F.1.4  Any employee hired after the signing of this Collective Agreement shall be
entitied to the benefits on a pro-rated basis.

F.1.5 L eave for professional development shall be granted upon written request to the
Local President.

F.2 IN-SERVICE

F.2.1 Employer required in-service is defined as, but not limited to, an activity the
employer has requested an employee to participate in or an activity for which
the employee's participation was necessitated by a change in office
organization, computer software, job duties or technology.

F2.2 Employer required in-service will be done during the employee's work hours and
at employer expense.

F.2.3 Expenses will include registration costs, parking, accommodation, travel, meals,
manuals, supplies and, where applicable, child care.

F24 If in-service cannot be arranged during working hours, employees will be
compensated with equivalent time off at a mutually convenient time.

F.2.5  Employer required in-service will not be considered Professional Development
and will not be deducted from the Professional Development Fund.
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SECTION G — LEAVES OF ABSENCE

G.1

G.1.1

G.1.2

G.1.3

G.1.4

G.1.5

G.16

G1.7

G.1.8

G.2

G.21

G.2.2

SICK LEAVE

Sick leave shall be considered as time worked for all terms and conditions of
employment.

Each full-time employee will earn sick leave credit at the rate of 1.5 days per
month, pro-rated for part-time employees. Sick leave will be credited to the
employee’s sick leave entitiement on the date of commencement of
employment and thereafter on the first of September of each year. New
employees will be given an additional credit of five (5) days of sick leave
entitiement upon commencement of employment.

When an employee who has previously terminated employment with the
employer or any other LEG employer is rehired within three (3) years, that
person’s sick leave entitiement as of the date of previous termination will be re-
instated. This clause will not apply when the employee has taken severance

pay.

The employee shall maintain a monthly record of all sick leave and the
employer shall review this record.

An employee may be required, after three (3) days of absence, to produce a
certificate or signed form from a duly qualified medical practitioner, for any
iiiness, certifying that the employee is unable to carry out duties due to iilness,
together with the anticipated date of return. If the employer perceives an abuse
of the sick pay entitlement by an employee participating in the Phased
Retirement Pian, the employer may refer the issue to the Joint Liaison
Committee referenced in Section A.17.

Sick leave credits will be carried forward and accumulated with no maximum.

Sick leave will be deducted from the employee's credits for the number of hours
an employee is absent for reasons of illness or injury.

For fuil-time employees, medical or dental appointments which cannot be met
without absence from work and which require less than two (2) hours absence
from work shall not be deducted from sick leave. When the absence exceeds
two (2) hours, the entire absence shall be deducted from sick leave unless the
employee chooses to make up the time.

SICK LEAVE CREDIT

Sick leave credits accumulated by employees in the service of their current
employer will be recognized.

Employees who have been credited sick leave of less than 1.5 days per month
will be credited with sick leave accumulation to thirty (30) days, pro-rated for
part-time.
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G.3 EXTENDED MEDICAL LEAVE

G.3.1  An employee will be granted an extended medical leave of absence without
pay, should the empioyee’s accumulated sick leave credit be depleted. The
employee may be required to produce a certificate or signed form from a duly
qualified practitioner, certifying that the employee is unable to carry out duties
due to iliness, together with the anticipated date of return.

G.3.2 An employee on extended medical leave will be entitled to continue participation
in the benefit plan with the employer paying their share of the premium for the
first three (3) months and the employee paying thereafter.

G.4 NOTIFICATION OF RETURN FROM LEAVES OF ABSENCES

G.41  Anemployee returning from an extended leave of absence shali provide written
confirmation of intent to return at least thirty (30) working days prior to the end
of the leave.

G.4.2  Anemployee may request early return from leave, with placement to be made
when and where possible. Such requests will not be unreasonably denied.

G.5 PREGNANCY/PARENTAL/ADOPTION LEAVE

G.5.1  Pregnancy, parental and/or adoption leave will be as set out in the Employment
Standards Act. (See also Article G.6 Supplemental Employment insurance
Benefit Plan - Parenthood Leave for Pregnancy/Parental/Adoption)

G.5.2  The employer will continue to pay its share of all benefit premiums during
statutory pregnancy, parental and adoption leaves and will make arrangements
for the employee to make payment of long term disability premiums where
applicable. Pregnancy leave will be considered as employment for the
purposes of seniorify, salary increments, and annual vacation.

G.5.3  An employee returning from pregnancy, parental and/or adoption leave will
return fo the position held prior to taking leave.

G.5.4  If at the end of the pregnancy leave the employee is unablie to return to work
because of ill health, the employee will be entitled to go on sick leave in
accordance with Article G.1.

G.5.5  Upon request, an employee who does not receive benefits pursuant fo the
Supplemental Employment Benefit Plan will receive up to three weeks leave
with pay on the birth or adoption of a child.

G.6 SUPPLEMENTAL EMPLOYMENT INSURANCE BENEFIT PLAN

for Pregnancy/Parental/Adoption

G.6.1  The employer will enter into and register Supplemental Employment Insurance
Benefit Plan under the terms of the Employment Insurance Act for employees
on pregnancy, parental and adoption leave.
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G.6.2

G.6.3

G664

G.6.5

G.6.5.1

G652

G.6.6

G.7

G.7.1

G.72

G.7.3

G.8

G.8.1

G.8.2

G.8.3

G.8.4

An employee's entittement to Supplemental Employment Insurance Benefit Plan
shall be a maximum of twenty-seven weeks (27).

Supplemental Employment Insurance Benefits will be based on the employee's
last full monthly salary.

During the employment insurance waiting period, the employee shall be entitled
to 95% of the employee's regular pay.

Each subsequent week's benefit requires receipt of employment insurance
benefits and shall be equivalent fo:

85% of the employee's pay, less employment insurance benefit during
Pregnancy Leave and Adoption Leave pursuant to Article G.5;

75% of the employee's pay, less employment jnsurance benefit during
Parental Leave pursuant to Article G.5.

The union and the LEG will review the operation of the Supplementatl
Employment Insurance Benefit Plan — Pregnancy/Parental/Adoption if the law
refated to this plan changes during the life of the contract.

PARENTHOOD LEAVE

Upon request, an employee will be granted up to sixty (60) months leave
without pay for parenthood leave.

Employees on parenthood leave wili be entitled to continue participation in the
benefit plan with the employee paying the total cost of the premiums after the
first six (6) months of leave.

An employee returning from parenthood leave will return to the position held
prior to taking leave.

EDUCATION LEAVE

An employee who has at least five (5) years of employment with LEG
employers will, upon application, be granted leave without pay for up to ten (10)
months for educational purposes.

Education leave will be considered as employment for the purpose of seniority
accumulation and increments in vacation entitlement.

The employee will pay the full cost of benefits while on Educational Leave.

An employee returning from educational leave will return to the position the
employee held prior to taking leave.

G.9 COMPASSIONATE AND BEREAVEMENT LEAVE
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G.9.1  Five (5) days leave with pay will be granted in the event of death in the
immediate family of the employee or the employee's spouse. Immediate family
includes spouse, parents, siblings, children, son or daughter-in-law,
grandchildren, grandparents or any other person who fills one of the above
roies.

G.8.2  Inthe event of long distance travel, major responsibility for funeral
arrangements, or responsibilities as the Executor of the estate, up to an
additional five (5) days leave with pay will not be unreasonably denied.

G.9.3  Five (5) days leave with pay will be granted for the purpose of visiting a
terminally ill immediate family member.

G.9.4  Uptoone (1) day with pay will be granted to attend the funeral of a relative,
friend or colleague.

G.9.5  Additional compassionate leave with or. without pay in the event of death or
illness of other family members shall not be unreasonably denied.

G.10 FAMILY SICK LEAVE

An employee wili be entitled to draw from their bank of accumulated sick leave credits for
absence due to the illness or injury of an immediate family member, as defined in Article
(.9 Compassionate and Bereavement Leave when no other person in the employee's
home can provide for the needs of the ill person.

G.11 DISCRETIONARY LEAVE

G.11.1  Each employee is entitled to five (5) days of leave without loss of pay per year
to attend to personal matters which cannot be met without absence from work.

G.11.2  Any employee hired after the signing of this Collective' Agreement shall be
entitled to the benefits on a pro-rated basis.

G.12 JURY LEAVE

An employee who is called for jury duty or is subpoenaed as a witness will continue to
receive their full pay. The employee will return to the employer any monies received for
lost wages on days the employee is normally scheduled to work.

G.13 PERSONAL LEAVES
G.13.1 Short Term Personal Leave

An employee may be granted up to ten (1 0) days of personal leave without pay per year.
Such requests shall not be unreasonably denied.
G.13.2 Long Term Personal Leave

G.13.2.1 An employee may be granted up to one (1) year of personal leave without
pay. Such request shall not be unreasonably denied.
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G.13.2.2

G.13.2.3

An employee on long term personal leave will be entitled to continue
participation in the benefit plans with the employee paying the total cost of
the premiums.

An employee returning from a long term personal leave will return to the
position held prior to the leave.

G.14 COMPASSIONATE CARE LEAVE

1. For the purposes of this Article, “family member” means:

a)

b)

In relation to an employee:
i) a member of an employee’s immediate family;

ii) an employee’s aunt or uncle, niece of nephew; current or former
foster parent, ward or guardian;

iii}) the spouse of an employee’s sibling or step-sibling, child or step-
child, grandparent, grandchild, aunt or uncle, niece of nephew,
current or former foster child or guardian;

In relation to an employee’s spouse:

i) the spouse’s parent or step-parent, sibling or step-sibling, child,
grandparent, grandchild, aunt or uncle, niece or nephew, current or
former foster parent, or a current or former ward; and

anyone who is considered to be like a close relative regardless of whether
or not they are related by blood, adoption, marriage or common-law
partnership.

2. Upon request, the employer shall grant an employee Compassionate Care Leave
pursuant to Part 6 of the BC Employment Standards Act for a period up to eight
(8) weeks or such other period as provided by the Act. Such leave shall be taken
in units of one or more weeks.

3 Compassionate care leave supplemental employment insurance benefits:
When an employee is eligible to receive employment insurance benefits, the

employer shall pay the employee:

a)

b)

one hundred percent (100%) of the employee’s current salary for the first
two (2) weeks of the leave,

for an additional six (6) weeks, one hundred percent (100%) of the
employee’s current salary less any amount received as El benefits.

4. A medical certificate shall be required to substantiate that the purpose of the
leave is for providing care or support to a family member having a serious medical
condition with a significant risk of death within 26 weeks.
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4. The employee’s benefit plans coverage will continue for the duration of the
compassionate care leave on the same basis as if the employee were not on
leave.

5. The employer shall pay, according to the Pension Plan reguiations, the
employer portion of the pension contribution where the employee elects to buy
back or contribute to pensionable service for part or all of the duration of the-
compassionate care leave.

6. Seniority shall continue to accrue during the period of the compassionate care
leave. :

7. An employeé who returns to work following a leave granted under this article
‘shall be placed in the position the empioyee held prior to the leave or in a
comparable position. .

(Note: The definition of “family member” in clause 1 above, shall incorpdrate any
expanded definition of “family member” that may occur through legislative
enactment.)

Signed on behalf of:

cal 2009 Local Employers’ Group

_ ostello
Bargaining Chair

"Gail Chaddock-C

o

Brian Hardér

o L

Les Veale







APPENDICES

The Parties agree that prior to the printing of the Collective Agreement the list will be sent
out to the Local employers offices for updating and that each side will have their
representation review and agree on an up-to-date list.

Employee List - Appendix A
LOCAL EMPLOYEE CAYEGORY | WORK YEAR el
Abbotsford 1 Susan Steinhilbert D sY+2 ' -{ Custodial
Abbotsford 2 Shannon Murnaghan B SY +1
Alberni Christine Peffers C SY +2 Custodial
Burnaby 1 Elaine Kennedy D SY + 4 -
Burnaby 2 Randy Fowler B SY +4 (Cust./Maint)
Burnaby 3 Colleen Pawson B SY +4
Burnaby 4 Katie Pepper C/D SY +4
Burnaby 5 Karla Reilander B SY +4
Burnaby 6 Charmaine Eger B SY+4
Campbell River | Michele Whitt c - SY +4d Custodial
Chilliwack Monica Dahi D SY+3 Custodial
Comox ' Michelle Prior C SY+2
Cowichan Janice Rowlings C sY
Delta 1 : Deborah Omand C SY +1 Custodial
Delta 2 Marilyn Kelly C’ SY +1 '
Deilta 3 Randy Fowler B . | 8Y+1 Custodian
Langley1 - Trish Loney D SY +2 Custodial
Langley 2 Shelley Vogel C SY +1
Langley 3 Shayne Oueliette C SY +1
Langley 4 Shelley McKean c SY +1
Kamloops Lana Rachey ic SY +2
Maple Ridge 1, Elaine Magus D SY+2 Custedial
Maple Ridge2 Sue Gough C SY+2 :
Mission Cathy Vogel D - SY +2 Custodial
Nanaimp_ Robbie Adams D SY+2
Nanaimo Jordon Ross C SY +2
Nanaimo Jen Kaktins B SY+2
\';lv?av;tminster Yvonne Pepper C SY +2 Custodial
North Vancouver | Elizabeth Triggs C Sy +2
Prince George | Nancy Pilon | C SY +2
Saanich Audrey Hayes D SY +2 Custodial
Saanich Gisele(Jazz) Harding D SY +2 )







Seniority List Appendix II
Senlonty Llst Appendlx Il

Sen:orr!ar Empley«ee _' Tl Lﬂcal 3es geagonty T
1 Randy Fowler - Burnaby 1983/02/05
2 Cathy Voge! Mission - 1986/09/01
3 Trish Loney Langley - 1992/01/13
4 Lana Rachey Kamloops 1992/02/23
5 Monica Dahl - Chilliwack 1992/11/12
6 Elaine Magus Maple Ridge 1993/02/17
7 Sue Gough Mapie Ridge 1993/08/30

New '
8 Yvonne Pepper Westminster 1999/01/01
9 Susan Steinhilbert Abbotsford 1999/05/19
10 Shelley Vogel Langley 1998/06/04
11 Janice Rowlings Cowichan 2000/06/01
12 Elizabeth Triggs | i 2000/08/28
13 Deborah Omand Delta 2001/04/05
14 Christine Peffers Alberni 2001/06/14
15 Robbie Adams Nanaimo 12003/12/31
16 Shayne Ouellette Langley 2004/12/16
17 Elaine Kennedy Burnaby 2005/08/30
18 Marilyn Kelly Delta 2006/04/20
19 Shannon Murnaghan Abbotsford 2006/09/22
20 Nancy Pilon Prince George 2008/1215
- . C bell
21 Michele Whitt ke 2010/06/21
22 Charmaine Eger Burnaby 2011/03/03
23 Jordan Ross . Nanaimo 2013/05/03
24 Colleen Pawson Burnaby 2011/06/29
25 Katie Pepper Bumaby . 2011/06/30
26 Karla Reilander Burnaby 2012/10/19
27 Jordan Ross Nanaimo 2013/05/03
28 Audrey Hayes Saanich 2013/06/12
29 Michelle Prior Comox 2014/08/18
30 Gisele (Jazz) Harding Saanich 2015/06/25
.31 Jen Kaktins Nanaimo 2015/09/28
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Casuals/On Call

Name Local Hire Date
Terry Taylor Mission 1998-04-27
Maple Ridge/Langley/ '
Charmaine Eger | Burnaby 2011-01-09
Shelley McKean | Langley 2008-09-23
Diane Salchert New Westminster 2008-10-30
New Westminster,
Delta, Burnaby,
Karla Reilander | Langley, Chilliwack 2001-09-29
‘| Mission, Chilliwack,
Maple Ridge,
- Abbotsford, New
Nicole Smith Westminster 2012-05-14
Barbara Preston | Nanaimo - 2013-05-15
Laurie Sherman | Langley 2014-12-04
Sally Glen Saanich 2015-07-01
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Job Description Task List (A) Casual/On call Office Assistance

Under the supervision of other office staff and elected officers.

Word Processing :
(1) Types correspondence, memoranda, reports and other material relevant to TA

business.

Filing

(1) Files preciassified materials in existing filing system.
{2) Adds to a newspaper clipping file.

(3) Assembles Staff Rep Binders.

Office Reception
(1) Receives and directs visitors and members.

(2) Answers general inquiries in person and takes messages (as defined under ‘Phone’).

(3) Sets up office for meetings.

Phone

(1) Answers general inquiries by telephone {subject to knowledge, experience).

(2) Channels calls to the appropriate TA personnel/departments.

(3) Takes messages and ensures that these are received by the appropriate personnel.
{(4) Operates telephone answering machine.

Mail In
(1) May open and redirect Association mail. May sign for receipt of courier deliveries,
including the processing of faxes received.

Mail Out
(1) Carries out Association mail outs to members, staff reps, teachers on call and other

mailing, including the sending of faxes.

Out of Office Errands
(1) Does pick-ups and deliveries as requested/directed when necessary.

Office Equipment )
(1) Operates computers, printers, typewriters, postage, fax and copy machines.

Meetings

(1) Formats, types and distributes notices of meetings.

(2) Types, copies and collates material for meeting agendas and minutes.
(3) Calls or emails to notify and remind persons of meetings.

(4) Books meeting rooms.

Other

(1) May perform other duties as assigned by supervising personnel, consistent with
experience and qualifications.

47




Job Description Task List (B)

Tasks performed include those for “Casual” employees, recognizing that direction and
supervision from other office staff is not required.

Word Processing

(1) cont'd. including dictation transcription when necessary.

(2) Designs and generates a variety of newsletters, posters etc. using desk top
publishing.

(3) Prepares staff lists, rep. lists, fax cover sheets, labels, etc.

Fax
(1) Sends, receives and distributes Fax documents.

Filing . .

(1) (Revised) Maintains files on committee agendas and is responsible for safekeeping of
permanent récord of committee minutes and financial records.

(2) Maintains and updates Staff Rep binders as needed; researches and collects updated
information from appropriate sources; updates local information throughout binders as
needed.

(3) At year end, in consultation with elected officials, discards all but historically relevant
materials and, where appropriate, incorporates committee chairs’ files into office files.

Forms, Membership
(1) Assists with the completion of forms and applications relating to membership.

Phone

(1) cont'd. (addresses, telephone numbers, claim forms etc.) regarding benefits,
certification, scholarships, meetings, Collective Agreement, Policy, Constitution, postings,
BCTF contacts; workshops and other matters relevant to TA business.

Mail Out

(1) cont'd. Organizes and...

(2) Assesses necessary time of receipt and chooses delivery method accordingly, i.e.
couriers, in person delivery, regular mail, email.

(3) Composes correspondence, reports and memos as directed. May draft memos on
own initiative for approval.

Catalogue

(1) Catalogues and maintains Association’s Library.

(2) Accumulates, assembles and indexes a wide variety of information from such sources
as: pamphlets, reports, books and newspaper clippings; sets up and maintains
alphabetic, numeric and subject files.

Database

(2) Updates membership database as changes are necessary.

(3) Annually collects and distributes changes in school data as necessary.
(4) Ensures that School Board, TA and BCTF member records coincide.

Appointments
(1) Arranges meeting times and appointments for Release Time Officers as requested
OR using office schedules, advises when meetings are possible, subject to confirmation.
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Meetings

(1) Arranges and records committee meeting dates.

(3) cont'd. and maintains historical files of same.

(5) Maintains supply of refreshments in the office.

{6) Books accommodation and trave! as necessary.

(7) Arranges catering and refreshments as required.

(10) (Optional) Acts as recording secretary at TA meetings, as determined by the local.

Newsletters (for external publication)

(1) Oversees typesetting of articles to be included.

(2) Layout, design and some editing of Newsletters, requiring use of Desktop publishing
to generate camera ready copy.

(3) Communication with printers.

(4) Distribution to members.

Organization of Special Events

(1) Organizes Special events such as New Teachers’ Reception, Retirement events,
Christmas Socials, including invitations, R.S.V.P.’s, facilities, refreshments, gifts and
presentations.

(2) Prepares introductory packages for new teachers, including Membership Certificate
and letter from BCTF and local information as determined by the TA.

Bargaining/Grievances

(1) Assists Bargaining Chairperson; prepares and copies material for negotiations.
(2) Assists Grievance chairperson, processes grievance correspondence, prepares
materials for grievance meetings.

Scholarships (Optional)
(1) Ensures that all scholarship information is received by schools as needed, arranges
for selection meetings, receives and publishes names of winners, monitors payment of

scholarships.
Office Equipment

(1) Ensures that equipment is running well, arranges for repair and maintenance in
accordance with office practices; i.e. service contracts efc.
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Job Description Task List (B) Janitor

Indoor Maintenance

(1) Maintain offices and building in a clean, safe condition.
(2) Cleans light fixtures, replaces bulbs.

(3) Performs minor renovations and painting as requested.

Outdoor Maintenance

(1) Performs outdoor maintenance including shoveling snow, weeding gardens,
removing litter, etc.

Meeting Set-up

(1) Sets up chairs, moves office furniture as requested.
(2) Contact person for after-hours opening and closing of office for meetings.

Security
(1) Emergency contact after hours for security.
Delivery

{1) Delivers to and from School Board Office.
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Job Description Task List (C)

Accounting/Payroll

(1) Assesses accuracy of invoices, writes cheques, obtains signatures and distributes
cheques.

(2) Posts ali transactions to accounting system.

(3) Monitors accounts recejvabie.

(4) Balances monthly bank statements with cheques.

(5) Banking - Conducts deposits and account transfers, change of signatories.

(6) Prepares spread sheets and other budget accountability information for distribution at
meetings.

(7) Answers questions of chairpersons regarding committee expenses.

(8) Prepares reports and materiais for auditor: may attend meetings with auditor.

(9) Monitors Petty Cash. -

(10) Ensures that all available grants from BCTF are being accessed; notifies Executive
of parameters each grant when necessary; files for grants.

(11) Oversees members' advances and repayment schedules, in accordance with
established procedures. _

(12) Submits recommendations to EC re: accounting procedures in order to improve
efficiency of the TA.

(13) Optional: Assists, advises EC in preparation of annual budget.

(14) Maintains records of casual workers’ hours.

{15) Calculates, invoices and distributes payment of/to casual workers.

(16) Submits payrol! to payroll provider.

General
(3) Provides historical perspective on all levels of office systems and TA business.

Internet

(1) Operates computer Internet system.

(2) Channels Internet messages to the appropriate personnel,

(3) Obtains software from BCTF for home computers and may train new TA personnel for
independent use of Internet.

(4) Webpage Maintenance.

Inventory, Supplies

(1) Orders inventory and purchases as required.

(2) Checks deliveries and subsequent invoices.

(3) Forecasts supply expenses for each year's TA budget allocation.

Filing/Archives _
(4) At year end, with appropriate consultation, discards all but historically relevant
materials and, where appropriate, incorporates committee chairs’ files into office files.

Database
(1) Designs database(s) to accommodate member records and other needs of the TA.

Office Security

(1) Opens and secures the office and (as appropriate) the building.
(2) Emergency contact for building security.
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Furniture, Equipment
(2) Forecasts and recommends office furniture and equipment needs for annual budget
allocations.

Computer

(1) Carries out regular maintenance of computer operating system, including organizing,
sefting up and using directories, menu systems, backups and transferring data to other
computer stations.

(2) Engages in ongoing training in order to apply and operate all applicable and current
computer software.

Professional Development (Optional)

(1) Establishes database and enters information regarding PD requests and approvals.
(2) Processes PD requests and approvals, consistent with established local policies.
(3) Assists teachers to complete forms and applications relating to PD.

(4) Confirms enrollment in workshops.

(5) Keeps books and/or records of relmbursements for PD activities.

(6) Designs and supervises production and distribution of PD workshop option booklets
for members.

Strata (Optional)

As established through local structures and procedures; may

(1) Draw up leases or rental agreements between tenants and the association and notify
tenants of renewal dates.

(2) Report to President or committee of fenants concerns and arrange for repairs or
maintenance as approved.

(3) Prepare year end reports for Strata Council. (monies expended, repairs done etc.)
(4) Advise local of issues to be raised at Annual Strata Council General Meetings.
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Job Description Task List (D)
Filing/Archives

(1) At year end, without consultation, discards all but historicaily relevant materials and,
where appropriate, incorporates committee chairs’ files into office files.

Computer

(1) Evaluates software new to the market; decides which, if any will enhance office work
flow and, with notification to the President and in accordance with budget allocations and
local procedures, orders same.

(2) Forecasts hardware and software expenses for budget requests/aliocations.

Professional Development/Convention (Optional)

(1) Initiates and responds to contacts with potential presenters and confirms presentation
times.

Bargaining/Grievances

(1) Provides applicable statistics from database; undertakes some research.

(2) Optional - catalogues and fracks status/activity on each grievance and discusses this
with Executive member in charge.

(3) Assigns numerical and title designations to grievances and maintains files.

Executive Assistant

(1) Engages in research and report writing, involving information gathering and follow-up
from multiple sources, including surveys and data analysis.

(2) Attends and/or participates in TA committees, functioning as required and as time
permits. (As required by the TA.)

(3) Assists members with details of some or all of the following: leaves of absence, job
sharing, maternity, El, WCB, PD, Salary Indemnity, Pensions, benefits (including costs
and coverage), sick leaves, retirement, resignation, and other contractual provisions.

Accounting

(1) Advises President and Treasurer when monies are sufficient to allow for investment
options, suggests options and ensures that such funds are reinvested.

(2) Drafts budget and presents to Executive Committee.
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APPENDIX IV Continued....

In what part of the job has the employee been most successful?

In what part of the job could the employee improve?

What training or development would assist the employee in performing duties?

General comments from evaluator or employee.
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APPENDIX V
BC Employment Standards Act — Pregnancy Leave / Parental Leave

Ihté"rretation G anual
British Columbia Employment Standards Act and Regulations

Employment Standards Act Part 6 - Leaves and Jury Duty
ESA Section 50 - Pregnancy ieave

50. (1) A pregnant empioyee who requests leave under this secfion is entitled to up to 17 consecutive
weeks of unpaid leave

(a) beginning
(i) no earlier than 11 weeks before the expected birth date, and

(ii} no Iater than the actual birth date, and
(b) ending
(i) no earlier than 6 weeks after the actual birth date, unless the employee requests a shorter period, and

(1)) no later than 17 weeks after the actual birth date.

(2) An employee who requests leave under this section after the birth of a child or the termination of a
pregnancy is entitled to up to 6 consecutive weeks of unpaid leave beginning on the date of the birth or of
the termination of the pregnancy.

(3) An employee is entitled to up to 6 additional consecutive weeks of unpaid leave if, for reasons related to
the birth or the termination of the pregnancy, she is unable to return to work when her leave ends under
subsection (1) or (2).

(4) A request for leave must
(2) be given in writing to the employer,

(b) if the request is made during the pregnancy, be given to the employer at least 4 weeks before the day
the empioyee proposes to begin leave, and

(c) if required by the employer, be accompanied by a medical practitioner's certificate stating the expected
or actual birth date or the date the pregnancy terminated or stating the reasons for requesting additional
leave under subsection (3).

() A request for a shorter period under subsection (1) (b) (i) must

(a) be given in writing to the employer at least one week before the date the employee proposes to return fo
work, and

(b) if required by the employer, be accompanied by a medical practitioner's certificate stating the employee
is able to resume work.
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Interpretation Guidelines Manual
British Columbia Employment Standards Act and Regulations

Policy Interpretation

This leave is granted to pregnant employees. Pregnancy leave is available to all pregnant employees,
regardiess of the length of their employment. The pregnancy leave of absence is without pay.

If the birth is delayed beyond the expected date, this has no effect on the length of the pregnancy leave
unless the period granted would exceed 17 weeks.

In addition to the leaveé granted under s.50(1), an employee can apply for an additional six weeks leave
under s.50(3), where appropriate. :

The employee may request, and the employer may grant a longer period of leave under this Part. A leave
granted in excess of the required minimum does nof relieve employers of their obligations under s.54 of the
Act.

Section 51 eslablishes additional statutory rights for extending the unpaid pregnancy leave for a birth
mother, and also establishes unpaid leave in the case of a birth father and adoptive parents.

Subsection (1)

An employee is entitled up to at least 17 weeks leave of absence without pay, which may begin at any time
up to 11 weeks prior to the expected date of delivery. The employee is entitled to six consecutive weeks
after the actual date of birth, or a shorter period if requested by the employee. If no pregnancy leave is
faken before the actual date of birth, the employee is entitled to fake up fo 17 consecutive weeks unpaid
pregnancy leave. See s5.50(4) and (5) for further information on requesting a leave.

Subsection (2)

if an employee miscarries, or has an abortion, $.50(2) applies. The employee has a choice of leave without
pay up to six consecutive weeks, and an additional six consecutive weeks under s.50(3).

If an employee gives birth before a leave request has been submiffed to her employer, and the child is
stiflborn or dies within days of birth, 5.50(2) applies. See s5.50(4) and (5) for further information on
requesting a leave.

Subsection (3)

In addition to the leaves granted under ss.{1) and (2), if an employee is unable to return to work for reasons
related to the birth of the child, or termination of a pregnancy, further leaves of absence may be faken, but
not exceeding a total of 6 additional consecutive weeks. See s5.50(4) and (5) for further information on
requesting a leave.

Subsections (4) & (5)

An employee wishing fo take pregnancy leave must submit a written request to her employer. The
requirements for notice given before the birth of the child are sef out in s5.50 (1) and 50 (3). Notice
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requirements after the actual birth are set out in s.50 (2).

The period of leave is determined by the employee not the employer. If an employee meels the
requirements set out in the Act, the employer must grant the leave on the dates requested.

The request for leave should be in writing. A nofe dated and signed by the employee stating the nature of
the request and the start and finish date of the leave js sufficient. This requirement protects both the
employer's and employee’s interests by preventing misunderstandings. The leave request must be
submitted no later than 4 weeks before the day that the leave will begin.

Failure to request a pregnancy leave in writing does not take away the employee's right to take leave
under this Part. If an employer acknowledges receipt of verbal notice, written notice is not crucial. The
Employment Standards Tribunal has held that an employee’s failure to make a written request to the
employer for pregnancy leave did not take away their statutory right to claim entitlement to the pregnancy
leave provisions.

If required by the employer, the request must be accompanied by a certificate from a medical practitioner or
licensed health care professional responsible for prenatal care.

The proposed leave cannot begin earlier than 11 weeks before the expected date of birth. An employee can
elect to begin her leave on any date from this date up fo the actual date of birth.

Changing pregnancy leave

Once an employee has begun pregnancy leave, the Act only gives her the right to change the length of her
leave under the folfowing circumstances:

* The employee may reduce her leave to return to work within 6 weeks after the birth has occurred.
Under s.50(5), an employee who wishes fo return to work as soon as possible after a birth may do
so by informing her employer, in writing, at least one week before the date the employee proposes
to return. If the employer so requests, the employee may be required to provide a medical
practitioner’s certificale stating the employee is able to refurn to work. Her date of return cannot be
earlier than one week after the written request is submitted to her employer.

* The employee may extend her leave for reasons related to a birth or the termination of pregnancy. If
an employee is unable, for reasons associated with a birth or termination of a pregnancy, to refurn
fo work at the end of her pregnancy leave, she is entitled under s. 50(3) to request up to 6 weeks of
additional pregnancy leave. She can submit one or more requests, but the fotal of the additional
time requested cannot be more than 6 weeks. Unless requested by the employer, the employee
does not have fo provide a medical practitioner's or licensed health care professional’s certificate.

The employee does not have to be physically unfit to request an extension. She merely has fo be
unable to return to work “for reasons related to the birth or the termination of the pregnancy.” The
words ‘relating to the birth” cover all aspects of giving birth or caring for a new baby, including
physical, psychological, and emotional problems encountered by the baby or the mother. The words
“related to the termination of the pregnancy” cover all aspects of any loss or complications.

Apart from the rights presented in ss.50(2) and (3) above, Part 6 does not give an employee the right fo
change the length of her matemity leave on her own, once the Jeave has commenced.

If the employee wants fo return earfier, the employer and employee are encouraged fo reach an agreement.
This agreement should meet the employee's needs and also alfow the employer to accommodate business
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needs and to treat the employee's temporary replacement fairly.

Similarly, if an employee originally requested a shorter pregnancy leave and decides after the baby arrives
that she would like to take up fo the 17 weeks permitted by the Act, the parties are encouraged to reach a
mutual agreement.

Terms and conditions of employment protected

Section 54 provides that an employer cannot terminate an employee or change a condition of employment
without the employee’s written consent as a result of a leave under this Part. See also s. 56 for an
explanation of the effects of leave under this Part on employment and benefit payments. If the employer's
business operations have been suspended or discontinued at the time the employee's leave ends, the
employer must comply with s.54(2) when operations resume.

In the event of a contravention under this Part of the Act, the director may order a remedy in a
determination under s.79(2). The determination will include an escalating monetary penalty, subject to .98

Employees covered by a collective agreement

Under the provisions of s.3, parties to a collective agreement are prohibited from giving up the specific
employment protection provided in Part 6. Employers, employees and unions may nof negofiate terms and
conditions that do not meet the standards set out in this Part of the Act, or Part 6 wilf be deemed fo be
incorporated into the collective agreement.

Under s.3(7) of the Act, where there is a collective agreement, the enforcement of matters relating fo Part 6
is through the grievance procedure, not through the enforcement provisions of the Act. ... Top

51. (1) An employee who requests parental leave under this section is entitled to,

(a) for a birth mother who takes leave under section 50 in relation to the birth of the child or children
with respect to whom the parental leave is to be taken, up to 35 consecutive weeks of unpaid leave
beginning immediately after the end of the leave taken under section 50 unless the employer and
employee agree otherwise,

(b) for a birth mother who does not take leave under section 50 in relation to the birth of the child or
children with respect to whom the parental leave is to be taken, up to 37 consecutive weeks of
unpaid leave beginning after the child's birth and within 52 weeks after that event,

(c) for a birth father, up to 37 consecutive weeks of unpaid leave beginning after the child's birth and
within 52 weeks after that event, and

(d) for an adopting parent, up to 37 consecutive weeks of unpaid leave beginning within 52 weeks
after the child is placed with the parent.

(2) If the child has a physical, psychological or emotional condition requiring an additional period of
parental care, the employee is entitled to up to an additional 5§ consecutive weeks of unpaid leave,
beginning immediately after the end of the leave taken under subsection (1).

(3) A request for leave must
(a) be given in writing to the employer,

(b) if the request is for leave under subsection (1) (a), (b) or (c), be given to the employer at least 4
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weeks before the employee proposes to begin leave, and

(c) if required by the employer, be accompanied by a medical practitioner's certificate or other
evidence of the employee's entitiement to leave.

(4) An employee's combined entitlement to leave under section 50 and this section is limited to 52
weeks plus any additional leave the employee is entitled to under section 50 (3) or subsection (2) of
this section.

Interpretation Guidelines Manual
British Columbia Employment Standards Act and Regulations
Policy Interpretation

New parents, both mothers and fathers, or ‘adopting, are entitled to leaves of absence without pay to
care for newbom or newly-adopted children. The right to parental leave under this Part is available
to all eligible employees regardless of how long they have been employed.

An employee is entitled to apply for parental leave under this Part, providing the employee is either
the:

= Mother or father of an expected newbom child, or,
* Adopting parent of a child placed or about to be placed with the parent for the first time

One period of parental leave is available for each parent. Both parents are entifled to take the full
leave allowed under this section. All leaves must be commenced within 52 weeks of the child's birth.

In the case of multiple births, or children being placed with adoptive parents at the same time, only

one Jeave under this Part is allowed. A surrogate mother and a foster parent are not entitled fo
parental leave under this Part. A surrogate mother is entitled fo pregnancy leave under s.50 of the

Act.
Subsection (1)
A request for parental leave is separate from a request for pregnancy leave. The two nofices can be
submitted together, but the mother should make it clear she is.requesting the two leaves.
Employees are encouraged to give as much notice as possible.
The duration of parental leave under this Part is as follows:
Birth Mother
i pregnancy leave under s.50 of the Act is taken:
* Up fo 35 consecutive weeks in duration
Parental leave must begin immediately following the end of pregnancy leave unless the
employee and employer agree otherwise.

If pregnancy leave under s.50 of the Act is not taken:

* Up to 37 consecutive weeks in duration
* Parental leave to begin any time between the child’s birth and 52 weeks after the event
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Birth Father

* Up to 37 consecutive weeks in duration
* Parental leave fo begin any time between the child’s birth and 52 weeks after the event.

Adoptive Parents

» Up fo 37 consecutive weeks in duration
» Parental leave to begin within 52 weeks after the child is placed with the parent.

An adopting parent may be the same-sex partner of an adopting parent or birth mother.

A child who is still in hospital or in a foster home is not considered to be placed with the parent, even
though the parent may have custody. If a parent adopts a foster child, the entitlement to parental
leave begins on the date the adoption becomes effective.

See s.51(3) for informalion on requesting parental leave.
Subsection (2)

If a child, either natural or adopted, suffers some physical, psychological, or emotional conditions,
both parents of the child may apply for up to 5 consecutive additional weeks of unpaid leave, to be
taken immediately after the end of their parental leaves.

See s.51(3) for information on requesting parental leave.
Subsection (3)
A request for parental leave under this Part must meet the following requirements:

- It should be in writing. A note dated and signed by the employee stating the nature of the
request and the start and finish date of the leave is sufficient. This requirement protects both
the employer's and employee's interests by preventing misunderstandings.

« It must be submitted no later than 4 weeks before the day leave will begin in the case of a
birth mother, birth father, or adopting parent.

s Ifrequested by the employer, it must be accompanied by a certificate from a medical
practitioner or other evidence such as a statement from a licensed health care professionaf
responsible for prenatal care

» When requesting additional leave under 5.51(2) a medical practitioner’s certificate or other
evidence should be submitted to the employer. The certificate must confirm the child’s
condition and specify the additional period of parental care required. This 5-week additional
consecutive leave is only available as an extension of parental leave.

Failure to request a parental leave under this Part in writing does not take away the employee’s right
to take leave. If an employer acknowledges receipt of oral notice, written nofice is not mandatory.

Subsection (4)

A birth mother has a basic entitlement to 17 weeks of pregnancy leave under s5.50(1). As stafed
above in 5.51(1), depending on whether or not the birth mother took pregnancy leave, parental leave
is either for 35 or 37 weeks. The 52 week maximum reflects the situation where a birth mother takes

62




the maximum “normal” pregnancy leave of 17 weeks and the maximum parental leave of 35 weeks.
This 52-week leave can be extended for special circumstances as follows:

* additional 6 weeks under 5.50(3) Pregnancy leave; and
* additional 5 weeks under s.51(2) Parental leave

Extending parental leave does not reduce entitlement to pregnancy leave and vice versa.

Parental leave ends at the expiry of the statutory entitiement or earlier if a child is no longer under
the legal care of the parent on leave.

Examples:

* Abirth mother is on 35 consecutive weeks of unpaid parental leave. The child is placed for
adoption. The parental leave ends upon the placement of the child for adoption as the birth
mother is no longer caring for the child.

* A birth father is on 37 consecutive weeks of unpaid parental leave. The child dies. The
parental leave ends upon the death of the child as the birth father is no longer caring for the
child. The birth father is entitled to bereavement leave. Any other additional leave is at the
employer's discretion.

Employees may not change the duration of parental leave without the employer's agreement once
leave has commenced. The director has no authority to require an employer fo return an employee
fo the job before the leave expires. Any such change must be by agreement with the employer.

Terms and conditions of employment protected

Section 54 provides that an employer cannot ferminate an employee or change a condifion of
employment without the employee's written consent as a resuit of a leave under this Part. See also
.56 for an explanation of the effects of leave under this Part on employment and benefit payments.
If the employer's business operations have been suspended or discontinued at the time the
employee's leave ends, the employer must comply with s.54(2) when operations resume

In the event of a contravention under this Part of the Act, the director may order a remedy pursuant
to Section 79(2). The determination will include an escalating monetary penally, subject fo s. 98.

Employees covered by a collective agreement

Under the provisions of 8.3, parties to a collective agreement are prohibited from giving up the
specific employment protection provided in Part 6. Employers, employees and unions may not
negotiate ferms and conditions that do not meet the standards sef out in this Part of the Act, or Part
6 will be deemed to be incorporated into the collective agreement.

Under s.3(7) of the Act, where there is a collective agreement. the enforcement of matters relating to
Part 6 is through the grievance procedure, not through the enforcement provisions of the Act.
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APPENDIX VI
Local Employers’ Group Benefit Plan Summary - Policy #217093

EMPLOYEES BETWEEN AGES 45-54

Life Claims:

The Great-West Life Assurance Company
Attn: Group Life Claims

60 Osborne Street North

Winnipeg, Manitoba

R3C 3A5

Health & Dental Claims:

The Great-West Assurance Company
Select Benefit Services

P.O. Box 3050

Winnipeg, Manitoba

R3C OE6

(800) 957-9777 or (800) 990-6654
TTY line (for the hearing impaired)

Disability Claims:

The Great-West Assurance Company

Attn: Disability Management Services Office

255 Dufferin Avenue — 7™ Floor

London, Ontario

NBA 4K1

(519) 435-7229

(866) 325-6413

BENEFIT SUMMARY

This summary must be read together with the benefits described in this booklet.
Employee Life Insurance

250% of annual earnings to a maximum of $240,000 reducing by 50% at age 64.

Any amount of Employee Basic Life Insurance over $130,000 is subject to approval of evidence of
insurability.

Accidental Death, Dismemberment and Specific Loss (Principal Sum)

An amount equal to your Life Insurance.
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Long Term Disability

Amount 60% of the first $4,000 of monthly earnings plus 40% of the remainder to a
maximum of $2,500 or 85% of your pre-disability take-home pay, whichever is

Waiting period 120 days

less.
Benefit Period to age 65
Tax Status non-taxable
Healthcare

Calendar year deductible
-for global medical assistance
-for in-Canada ambulance and hospital
-for vision care
-for all other healthcare expenses
-individual
-family
Reimbursement Level
-for global medical assistance
-for out-of-country care
-for in-Canada ambulance and hospital
-for vision care
-for in-Canada prescription drugs
-for paramedical expenses
-for chiropractors
-for physiotherapists
-for psychologists/social workers
~for dieticians
-for podiatrists
-for speech therapists
-for massage therapists
-for acupuncturists
-for naturopaths
-for osteopaths

~for all other healthcare expenses

none
none
none

$25
$25

100%
100%
100%
100%

100%

100%
100%
100%
100%
100%
100%
100%
100%
100%
100%

100%
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Basic Expense Maximums

-for in-Canada home nursing care
-for hospital care
-for in-Canada prescription drugs
-for smoking cessation products
-for hearing aids
-for speech aids
-for custom-fitted orthopedic shoes and
custom-made orthotics
-for myoelectric arms
-for external breast prosthesis
-for surgical brassieres
-for mechanical or hydraulic patient
Lifters (excluding electric stairlifts)
~for outdoor wheelchair ramps
-for biood-glucose monitoring machines
-for transcutaneous nerve stimulators
-for extremity pumps for lymphedema
-for custom-made compression hose
-for wigs for cancer patients
-diagnostic x-rays and lab tests
-for paramedical expense maximums
-for chiropractors
-for physiotherapists
-for psychologists/social workers
-for dieticians
-for podiatrists
-for speech therapists
-for massage therapists
-for acupuncturists
-for naturopaths
-for osteopaths

$10,000 for 2 maximum of 12 months per condition
semi-private room

unlimited

$500 lifetime or as otherwise required by law

$700 every 5 years

$1,000 lifetime

$300 every 12 months
$10,000 per prosthesis
1 every 12 months
2 every 12 months

$2,000 per lifter every 5 years
$2,000 lifetime

1 every 4 years

$700 lifetime

$1,500 lifetime

4 pairs each calendar year
$200 lifetime

unlimited

$750 each calendar year
$750 each calendar year
$750 each calendar year

"$750 each calendar year

$750 each calendar year
$750 each calendar year
$750 each calendar year
$750 each calendar year
$750 each calendar year
$750 each calendar year

Unless prohibited by law, Great West Life will pay for the portion of the cost that is not payable
under a government plan. (Please refer to the Healthcare “Limitations” for Podiatric treatment).

Vision Care Expense Maximums -
Eye Examinations

Glasses, Contact Lenses and Laser
Eye Surgery

Lifetime Healthcare Maximum

1 every 24 months
$250 every 24 months

unlimited
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Dental Care
Payment Basis

The dental fee guide in effect on the date treatment is rendered for the province in which treatment
is rendered.

Calendar Year Deductible:
-for dental accident coverage none

-forall other expenses

-individual none
-family none
Reimbursement Levels

Dental Accident Coverage 100%
Basic Coverage 100%
Major Coverage 80%
Orthodontic Coverage 50%

Plan Maximums

-for dental accident uniimited

-for basic and major coverage combined  $2,000 per calendar year
.~for orthodontics $2,500 lifetime

Other Information

Major dental services include the prior extraction limitation.

Basic dental services exclude oral hygiene instruction.

Orthodontic dental services exclude orthodontic services for adults.

Benefit Details

This bocklet describes the principal features of the group benefit plan sponsored by your employer,
but Group Policy No. 217093 issued by Great-West Life is the governing document. If there are

variations between the information in the booklet and the provisions of the policy, the policy will
prevail. Contact your empioyer if you require any additional information.
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APPENDIX Vil
WA -Forest industry Pension Pian Agreement Letier

June 23, 2015

Pension Plan Administrator

WA — Forest Industry Pension Plan

150~2955 Virtual Way

Vancouver BC

VEM 4X8

RE: 20156-2018 Coliective Agreement Local Employees’ Union (Teachers’ Association)
This tetter will clarify the termi/duration of the 2015-2018 Collective agreéement and the language

used in that Collective Agreement between the Local Employers’ Group (The Employer) and the
t ocal Employees’ Union {the Employees) with respect to Article B.14 Pensjon Contributions.

The fermvdurafioh of the Collective Agreement is Januéary 1, 2015 through December 31, 2018,
We hereby confirm the intent of the language "That the Local Employers’ Group will participate
in the IWA — Forest Industry Pension Plan. The Confribution rates shall be as stated in and by
the plan" to mean:

The employers and the employess agree o participate in the IWA — Forest Industry Pension
Plan and to make contribufions at the rate:

1. As established by Articie XXX of the 2014 -2019 Coast Master Agreement as
replicated below:

The hourly contributions to the IWA ~ Forest Industry Pension Plan will be made on a
per hour per employee per hour worked bases as follows:

Effective Employer . Employee
January 1, 2014 §3.875 §2.225

68




IWA — Forest Industry Pension Plan

2, Any future rate(s) as negotiated in the ensuing Coast Master Agresment(s) for thoss
periods remaining during this contract not covered by the 2015-2018 Coast Master

Agresment.
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Brian Harder -
On Behaif of the . af the
Unlted Steclworkers, Local 2009 Local Employets' Group
Les Veale ' ‘
On Behalf of the
United Steslworkers, Local 2009
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