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About the Vancouver Board of Education 
1580 West Broadway 
Vancouver, B.C. V6J 5K8 
Phone: 604-713-5000 

The Vancouver Board of Education is elected by the public to 
serve the educational interests of the students in our district. 
The Board consists of nine trustees, each of whom serves for 
a three-year term. 

The statutory powers and duties of the Board are defined by 
the Provincial Government's School Act. The Board is 
responsible for: 

- formulating and interpreting policies and by-laws 
- delegating administrative duties 
- making decisions on educational and budget 
matters 

- making continual appraisals of the educational, 
administrative, and planning processes, in light of 
the Board's stated goals and objectives 

- administering public funds 
- communicating with the citizenry of the district. 

The Board makes formal decisions at public Board meetings 
held on the last Monday of each month at 7:00 pm (except for 
July, August and December). The time and place of these 
meetings are advertised on the VSB website. 

The following collective agreement outlines conditions 
relevant to your employment. Other conditions over and 
above those negotiated between the Board and CUPE Local 
15 (VMECW) are dictated by Board policy and practices. The 
Board encourages you to contact your supervisor or 
Employee Services if you have any questions about the 
agreement or Board policies. 

The Board values its employees and strives for the positive 
and cooperative working relationships that foster the best 
educational environment for our students. 

About the Canadian Union of Public Employees (CUPE) 
Local 15 
Vancouver Municipal, Education and Community Workers 
(VMECW) 
545 West 10th Avenue 
Vancouver, B.C. V5Z 1K9 
Phone: 604-879-4671 Fax: 604- 879-7582 
email@cupe15.org www.cupe15.org 

Welcome to CUPE Local 15, VMECW. 
CUPE Local 15 was organized over 100 years ago and has 
over 7,000 members working at more than 100 different work 
sites. Members of CUPE Local 15 work in a diversity of jobs, 
including education, administrative, recreation, health care, 
technical, cultural, residential, parking enforcement, security, 
and building services. CUPE Local 15 represents members 
working for 17 different employers in Vancouver and the 
surrounding area. The overall membership is made up of 
approximately 60% women and one third are part-time 
workers. CUPE Local 15 is affiliated with CUPE British 
Columbia Provincial Division, CUPE Metropolitan District 
Council, CUPE National, the Canadian Labour of Congress 
(CLC), the BC Federation of Labour, and the Vancouver and 
District Labour Council {VDLC). The Canadian Union of Public 
Employees represents over 600,000 workers in the public 
sector across Canada from coast to coast. 

As a CUPE Local 15 member you are encouraged to 
participate in your union as much as possible. Membership 
meetings are held nine times per year. Membership meetings 
are where discussion, debate, appointments, elections and 
major decisions take place that impact you and your co­
workers. It is also your opportunity to find out first-hand the 
latest news, provide input, and ask questions on the issues 
that you are concerned about. 

An Executive Board and Trustees are elected by the 
membership by an electronic ballot held in May of each year 
followed by an Annual General Meeting. The President and 
Secretary-Treasurer work full time at the union office and are 
full time political officers of the union. CUPE Local 15 also 
employs its own specialized staff including staff 
representatives, office support staff, an accounting 
coordinator, and a building maintenance worker. All staff work 
under the direction of the Executive Board and are an 
important part of our local. In addition, CUPE directly supplies 
Local 15 with National staff including a Legal Representative 
and National Representative(s). 

A collective agreement specifies the terms and conditions of 
your employment and has been mutually agreed to by the 
union and your employer. Both parties want the provisions to 
be respected and properly applied. It is in your best interest to 
know the contract as it applies to your working environment. 
Contract improvements are negotiated between your 
employer and the union, and changes to the application 
require mutual agreement between both parties. Negotiations 
generally start three months prior to the expiry of the collective 
agreement. It is the practice of your union to elect the 
bargaining committee from within the membership of the 
bargaining unit and you will be notified when this will take 
place. 

Within your contract group are members that have been 
elected as shop stewards. If you have any questions 
concerning the union, the collective agreement, or your 
rights as a worker, a shop steward would be pleased to 
provide assistance. If you do not know a shop steward, 
please contact the union office at 604-879-4671. For 
additional information check out our website at 
www.cupe15.org 
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THIS AGREEMENT, effective A.O. 202i the first day of July. 

BETWEEN: 

of the first part 

The Board of Education of School District No. 39 (Vancouver) in the Province of British 
Columbia hereinafter called "The Board"* 

and Canadian Union of Public Employees, Local 15 (Vancouver Municipal, Education, and 
Community Workers) of the City of Vancouver, in the Province of British Columbia, 
hereinafter called "The Union" 

of the second part 

Whereas the Board is an Employer within the meaning of the Labour Relations Code of British Columbia; 
and whereas the Union is the bargaining authority for all employees of the Board covered by the Union's 
certification; and whereas the Parties hereto have carried on collective bargaining under the terms of the 
said Code and have reached agreement as hereinafter expressed; 

Now this agreement witnesseth that the Parties hereto agree each with the other as follows: 

1. A. Term of Agreement 

1. This Agreement shall be for a term of thirty-six months from 2022 July 01 to 202~ 
June 30, both dates inclusive. The operation of subsection (2} of Section 50 of the 
Labour Relations Code of British Columbia shall be specifically excluded from and 
shall not be applicable to this Agreement. 

2. During any period when collective bargaining is being conducted between the 
parties to amend this Collective Agreement, the present Collective Agreement 
shall continue in full force and effect until: 

B. Effective Dates 

Unless otherwise specified, the effective date for any changes to the collective agreement 
resulting from these recommendations will be the date of ratification of these 
recommendations by both parties. 

C. Salary Increase 

In accordance with the Monetary Mandate of the Public Sector Employers'. Council, the 
following wage increases shall apply : 

July 1, 2022: $0.25 per hour wage increase plus an additional 3.24% 

July 1, 2023: 5.5% and up to 1.25% COLA adjustment 

July 1, 2024: 2.0% and up to 1.0% COLA adjustment 

*Employee Services is the agent for the Board in all matters pertaining to this Collective 
Agreement 
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D. Definition of the School Year 

The school year, as defined in the School Act, means a twelve (12) month period 
commencing July 01 and ending June 30 of the following calendar year. The school year 
normally begins in September for Term Employees. 

E. Bargaining Agent 

1. Exclusive Bargaining Right 

The Board agrees that in view of the Union's exclusive right to bargain on behalf 
of all employees within the bargaining unit, that a copy of any correspondence 
between the Board or Department Official and any employee in the bargaining unit 
dealing with any matter covered by the Collective Agreement will be forwarded to 
the Union. 

2. Interest Groups 

Groups of particular interest within the bargaining unit may correspond with 
members of the Board or senior officials only through the Union office. All such 
correspondence must be authorized by the Union office prior to its distribution. 

3. Joint Union-Management Committee 

A Joint Union-Management Committee should be set up composed of three (3) 
Vancouver Board of Education representatives and three (3) CUPE Local 15 
representatives. Advisors may be provided by either party as required . The 
Committee should meet regularly on a fixed day each month while school is in 
session. It shall deal with any item brought to it by either party and shall have the 
authority to make recommendations to the Board through Committee IV and to the 
Union membership through the Union executive. Any such recommendation which 
requires a change to any item covered by the Collective Agreement shall require 
ratification by both the Board and the Union. 

4. Membership Data 

The Union may request the Board to provide a comprehensive list of membership 
data which may be available from the Board's records and that the data will be 
current and accurate to the closest pay period the information is provided to the 
Union. Where possible the Board will provide information electronically when 
requested. The Board agrees to establish data and maintain systems to provide 
such information as the Board's computer system is able to produce. The 
requested data shall be produced and provided to the Union without cost. Any 
such request shall be made solely on the authority of the Staff Representative or 
the President of the Union in writing and such requests shall not number more than 
six (6) separate occasions in any one (1) calendar year. 

F. Individual Contracts or Agreements 

No employee shall be required or permitted to make any written or verbal agreement with 
the Board or its Representatives which may conflict with the terms of this collective 
agreement. 
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H. 

Present Conditions and Benefits {prev. 11.J) 

Any working conditions and welfare benefits, or other conditions of employment at present 
in force which are not specifically mentioned in this Agreement and are not contrary to its 
intention, shall continue in full force and effect for the duration of this Agreement. 

Provision of the Collective Agreement (prev. 11.Y) 

Two (2) copies of the collective agreement, printed by the V.S.B. Printing Department, will 
be sent to each site. An electronic version of the collective agreement will be made 
available to all employees on the website. 
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2. DEFINITIONS AND COVERAGE FOR EMPLOYEE BENEFITS 

The following definitions and coverages shall apply to this Agreement: 

A. 1. Permanent Employee 

An employee who has been appointed to permanent staff by the Board following 
successful completion of a probation period of up to sixteen (16) working weeks 
with satisfactory service with the Board. Permanent employees are paid on the bi­
weekly payroll. 

Permanent appointment commences entitlement to applicable benefits provided 
by this Agreement. 

Permanent employees include both ten (10) and twelve (12) month terms of 
employment. 

2. Permanent Term Employee 

An employee classified in Job Bands: 

• Office Support A, B, C, .Q, 
• Office Support C - Office Administrative Assistant (OSC-OAA), 
• Technical & Resource Support A, B, C, D, E, 
.! School & Student Support A, 
• School & Student Support B, 
• Information Technology Support A. B, C. D: 

as well as those employees in positions currently classified according to 
pre-job banding classifications: 

• Youth and Family Worker 1 and 2, 
.! Indigenous Education Enhancement Worker, 
• Home and School Support Worker ... 
• Orientation & Mobility/LifeSkills Coordinator, 
• Special Education Assistant. 
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2. DEFINITIONS AND COVERAGE FOR EMPLOYEE BENEFITS 

B. Temporary Employee 

1. An employee who is appointed: 

2. 

(a) as an Employee-on-Call from day-to-day; or 
(b) from a stipulated date to a stipulated date (maximum of ten (10) months); 

or 
(c) from a stipulated date for an indefinite period which shall not exceed ten 

(10) months unless mutually agreed to between the parties to this 
Agreement; or 

(d) fills out timesheets as required and is paid by dispatch job records on the 
hourly payroll 

shall be entitled to twenty per cent {20%) of gross earnings in lieu of the following 
benefits: statutory holidays, annual vacation, sick leave, Municipal Pension, 
deferred savings, medical plan, extended health, dental plan, group life, gratuity 
days. 

Employees will be notified of their option to enroll in the Municipal Pension 
Plan (MPP) upon reaching eligibility according to MPP rules and regulations. 

Those employees eligible for and opting to participate in the Municipal Pension 
Plan shall be entitled to fourteen per cent {14%) of gross earnings in lieu of the 
above noted benefits, excluding Municipal Pension. 

(a) A temporary employee who works forty (40) hours bi-weekly or longer in 
a continuous period shall after ten (10) working months be entitled to all 
benefits which accrue to a permanent employee. It is agreed July and 
August for term employment will not affect continuity of employment for 
purposes of defining "continuous period." Benefits involving time shall be 
on a pro rata basis. 

(b) A temporary employee who works seventeen and a half (17 ½) hours per 
week or longer for a continuous period in the same temporary position and 
with no interruption of service shall after working greater than twelve (12) 
months be appointed to permanent staff provided that the conditions of 
Clause 2.C.3. (Suitability) and 5 (Coverage for Employee Benefits) have 
been met. In the event of layoff the provisions of 6.Q. {Workforce 
Ad justment and Severance) shall apply . It is agreed that July and August 
for term employment will not affect continuity of employment for purposes 
of defining "continuous period." This provision does not apply to long term 
temporary employees holding a position for an employee on an approved 
leave of absence or for an employee holding a backfill position resulting 
from a Parenthood Leave. 

3. Student workers are temporary employees who are enrolled in a secondary school 
completion program within the Vancouver School District. On school days, when 
the student is scheduled to be in class, the minimum daily hours of work of a 
Student Worker is two (2), this can be divided into shorter periods to fit into the 
student's daily schedule. On non-school days (including professional development 
days), the minimum daily payment is four (4) hours. Student workers can work a 
maximum of twelve (12) hours weekly . 
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2. DEFINITIONS AND COVERAGE FOR EMPLOYEE BENEFITS 

C. Probationary Employee 

1. Probationary Period 

(a) New Permanent Employees who have been appointed to permanent staff 
shall be placed in a probationary capacity until the completion of up to 
sixteen (16) working weeks service. The probationary period for part-time 
employees will be extended to be equivalent to sixteen (16) full time 
working weeks. Such extensions for part-time employees will not affect 
benefit entitlement as outlined in Clause 2.C.5. 

(b) An employee may not transfer or be promoted until completion of the 
probationary period. 

2. Termination During Probationary Period 

The probationary period shall be for the purpose of determining a person's 
suitability for permanent employment in that position in which they are placed in a 
probationary capacity . At any time during that period, the employment of a 
Probationary Employee may be terminated if it can be satisfactorily shown that the 
employee is unsuitable for permanent employment. 

3. Suitability 

A Probationary Employee's suitability for regular employment will be decided on 
the basis of factors such as: 

(a) the quality of their work 

(b) their conduct 

(c) their ability to meet acceptable production standards. 

4. Probationary Period for Temporary Employee 

Should a temporary employee work for a continuous period of ten (10) months or 
more replacing a permanent employee and, with no interruption of service in this 
position, later be successful for appointment to the permanent position to which 
they have been temporarily assigned, the probation period will be considered to 
have been served. 

5. Temporary Employee Appointment to Permanent Position 

A previously temporary employee who is appointed to a permanent position will 
serve the normal probationary period except as provided in Clause 2.C.4. 
(Probationary Period for Temporary Employees) but will have temporary service 
credited for the purpose of establishing: 

(a) start date 

(b) seniority 
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2. DEFINITIONS AND COVERAGE FOR EMPLOYEE BENEFITS 

C. Probationary Employee 

(c) commencement of medical, dental, extended health, and group life, (to 
start the first of the following month), and deferred savings (to start the first 
day of the following pay period). 

6. Employees who are appointed to a permanent position and have previous 
temporary service will commence the above benefits and deferred savings sixteen 
(16) working weeks from the date of appointment, minus temporary service to a 
maximum of sixteen (16) weeks. 

D. Seniority (prev. 11.A.) 

1. Definition 

(a) Seniority shall be credited upon permanent appointment and shall be 
calculated from the date from which the employee commences 
probationary employment with the Board except as otherwise provided in 
Clause 2.D.2. (Seniority List). Seniority shall be a factor in determining 
preference or priority for promotion, transfer, demotion, lay-off, permanent 
reduction of the workforce, recall, and access to preferred shifts, 
vacations, and other such working conditions, as set out in other 
provisions of this Agreement. 

(b) Temporary Employees shall be credited with hours worked which shall be 
recorded on a Temp Employee's Credit List. When qualified, these service 
credit hours can be used for bidding on posted vacancies in accordance 
with 6.H.5. if no qualified permanent employee bids on the vacancy. 

2. Seniority List 

The Board shall maintain a seniority list showing the seniority date of each 
employee. Where two (2) or more employees have the identical seniority, 
preference shall be in accordance with the date of application for employment. In 
calculating seniority for permanent employees who were previously temporary, the 
Board shall recognize previous full-time equivalent service as defined in 8.A.4. 
(Term Employee), subject to 2.1.1. (Re-employment into a Permanent Position) 
and 2.1.2. (Re-employment into a Temporary Position) for permanent appointment. 
An up-to-date seniority list shall be sent to the Union on request but not more than 
four (4) times in any one (1) school year. The seniority list shall be the basis upon 
which all lay-off and recall procedures are followed . Anomalies arising from the 
seniority list, if not resolved between the parties, may be subject to Clause 4, 
Grievance Procedure. 

3. Loss of Seniority 

An employee shall not lose seniority rights if they are absent from work because 
of sickness, disability, accident, lay-off of less than two (2) years, labour dispute or 
leave of absence approved by the Board. 

An employee shall only lose their seniority in the event: 

(a) they are discharged for just cause and are not reinstated; 
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2. DEFINITIONS AND COVERAGE FOR EMPLOYEE BENEFITS 

D. Seniority (prev. 11.A.) 

(b) they voluntarily resign in writing and do not withdraw the resignation within 
two (2) working days; 

(c) the employee voluntarily leaves the bargaining unit, except as otherwise 
provided in this Agreement; 

(d) the employee is laid-off for more than two (2) years; 

(e) they accept severance pay as in 6.Q.6. 

E. Retirement 

1. Retirement 

Employees shall notify the Board thirty (30) days in advance of their retirement 
The minimum retirement age shall be in accordance with the Municipal Pension 
Plan. 

2. Retirement Seminar 

The Board shall provide for an annual Retirement Seminar, of at least one (1) day's 
duration, for all employees eligible to retire during the calendar year, or biannually 
with Union approval. 

3. Retirement Bonus 

During the year of retirement from the service of the Board on pension, either 
municipal pension or disability provided by Workers' Compensation, an employee 
shall be entitled to the full vacation provisions which the employee would earn for 
the year in which the retirement takes place. The portion of that period over and 
above the pro rata provision shall be regarded as a retirement bonus. 

Early Retirement Incentive (prev. 11.X) 

The Vancouver Board of Education may offer, or the Union or the employee(s) 
may request an early retirement incentive. Where there is mutual agreement of the 
Board, Union and employee(s) such arrangement will be applied. 
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2. DEFINITIONS AND COVERAGE FOR EMPLOYEE BENEFITS 

F. Qualification to Earn Benefits 

The basic qualification to earn any benefit contained in this Agreement, unless otherwise 
provided, is that benefits shall be earned while an employee is in receipt of pay from the 
Board or is in receipt of Workers' Compensation for a period not exceeding twelve (12) 
months. An employee who is absent without permission of the Board shall not qualify for 
any benefit during such absence including a statutory holiday which may precede or follow 
any such day of absence. An employee who is absent without pay with permission of the 
Board shall qualify for those benefits during such absence to which the Board has agreed 
in writing prior to the leave of absence. (Refer to Clause 9.T.) 

G. Legal or Common-Law Spouse 

1. The employee's spouse by virtue of a legal marriage 

or 

2. The employee's partner who is a spouse under the following terms: 

a partner who is publicly maintained and represented as the employee's spouse 
and has continuously been so maintained and represented for at least the previous 
twelve ( 12) months. 

H. Transferring Within CUPE Local 15 (VMECW) 

I. 

CUPE Local 15 (VMECW) members, hired directly from other employers, will be credited 
with their accumulated length of service for vacation, increment and benefit entitlement 
purposes. Seniority will not be transferred. 

Resignation and Re-Em ployment (prev. 11.C) 

1. Re-employment into a Permanent Position 

An employee who has voluntarily resigned and is re-employed into a temporary 
position within fifteen (15) months of the termination date shall have their previous 
service recognized as length of service for temporary employment purposes only . 

An employee who has voluntarily resigned and is re-employed after fifteen (15) 
months from their last termination of service shall be considered a new employee. 

2. Re-employment into a Temporary Position 

An employee who has voluntarily resigned and is re-employed into a temporary 
position within fifteen (15) months of the termination date shall have their previous 
service recognized as length of service for temporary employment purposes only. 

An employee who has voluntarily resigned and is re-employed after fifteen (15) 
months from their last termination of service shall be considered a new employee. 
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2. DEFINITIONS AND COVERAGE FOR EMPLOYEE BENEFITS 

I. Resignation and Re-Employment (prev. 11.C) 

3. Recruiting Preference 

Any employee who has voluntarily resigned and re-applies for a Board position 
has no claim to preference for appointment but must compete on a merit basis with 
other applicants. 
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3. UNION SECURITY 

A. Condition of Employment 

All new employees shall immediately become members of the Union. All such employees 
shall remain members of the Union as a condition of employment provided that no 
employee shall be deprived of employment by reason of loss of membership in the Union 
for reasons other than the failure to pay the regular Union dues that all other members of 
the Union are required to pay to the Union. 

8. Contracting Out 

1. In order to provide security for the members of the bargaining unit, the School 
District agrees that work and services normally performed by the employees shall 
continue to be performed by the employees. 

2. No Permanent Employee shall be laid-off solely because of contracting out. 

3. The Union shall be advised of contracting out proposals in writing prior to 
tendering. 

C. Use of Agency Workers 

The VSB will minimize the use of agency workers through the internal recruitment 
of temporary or casual employees. 

The VSB will offer work to employees who may have been previously laid off or 
retired within one year, who have the ability to perform the work, prior to going to 
an agency. 

If a worker is provided through an external agency, the following conditions will 
~ 

The worker will be covered by all terms and conditions of the 
collective agreement and , as such, will receive the appropriate 
bargaining unit rates of pay plus all the applicable benefits (or 
payment in lieu), rights and privileges. 

If employed for more than thirty (30) days, the worker will join the 
union by the thirty-first (31 st day) and union dues will be paid on all 
earnings beyond the thirtieth (30th ) day of employment. 

The Agency will submit all union dues to the union directly. 

At the end of December. April , and August, the VSB will provide in writing to the 
union a report setting out each instance of the use of agency workers since the 
previous report. The report shall detail the worker's name. classification, work 
location, hours of work, and dates of assignment. 
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3. UNION SECURITY 

D. Dues/Check-off 

All employees covered by this Agreement shall have deducted in each pay period an 
amount equivalent to the Union's dues. Such check-off shall take effect from the first day 
of bi-weekly pay period following employment. The Board shall deduct from each employee 
the initiation fees of the Union and any levies or assessments duly authorized by the Union 
to be levied across the bargaining unit as a whole, which are communicated in writing to 
the Board. 

It shall be the responsibility of the Board at the time of documentation to ensure that each 
employee is provided access to a current copy of the Collective Agreement. An electronic 
version of the Collective Agreement will be made available to all employees on the 
Vancouver School Board website. 

E. New Employees 

1. Union Notification 

Employee Services shall supply the Union with the name of each new employee 
who will be working within the area of the responsibility of the Union at the time of 
joining the employee to the Board. The Union shall provide the Board with the 
current names of all Shop Stewards each September and advise of any changes 
that occur throughout the school year. 

2. Orientation of New Members 

Where operational requirements permit, the Steward will be given reasonable time 
off with pay for the purpose of acquainting each new employee of the benefits and 
obligations of Union membership. 

F. Union Bulletin Board 

The Board shall provide a Bulletin Board for the use of the Union and the Board to provide 
information to Union members. The Bulletin Board shall be placed in a position in each 
school to which members of all Unions have access. Notices placed on the Bulletin Board 
by the Union may be removed only by the Union. Similarly, notices placed on the Bulletin 
Board by the Board may be removed only by the Board. Secondary schools may require 
more than one (1) Bulletin Board and the decision for placement in secondary schools and 
the number of Bulletin Boards shall be determined by the Principal on recommendations 
from all support staff Union members who shall meet in the school to discuss and 
recommend the number and placement of such Bulletin Boards. 

G. Picket Lines 

An employee shall not be required to cross a picket line. Any employee determining not to 
cross shall not be disciplined by the Board other than by loss of pay for the day or days 
absent due to said picket line, and shall lose any appropriate benefits affected by the length 
of the absence. 

Page 12 



3. UNION SECURITY 

H. Bargaining Unit Work 

No person other than an employee of the Board covered by the certificate of bargaining 
authority of the CUPE Local 15 (VMECW) shall perform bargaining unit work which is 
performed on a continuing basis. Bargaining unit work is work covered by a job description 
which describes a class title or band which are listed on Appendix A, Job Bands and 
Classifications, of the Collective Agreement. 

I. Volunteers 

It is agreed that the Board may use the services of a volunteer in a school. No employee 
shall suffer loss of position or time solely as a result of volunteers in the school. 

J. Union Activity 

K. 

No shop steward or employee shall be· discriminated against or jeopardized in their 
employment on account of membership or activity in the Union. Such activity shall not 
unduly interfere with the operation of the workplace. 

General Changes (prev. 11.1) 

The Board agrees that any reports or recommendations about to be made to the Board 
dealing with matters covered by this Agreement, including recommendations for changes 
in method of operation that may affect wage rates, work loads or reduction of employment, 
will be made known to the Union at such interval before they are dealt with by the Board 
as to afford the Union reasonable opportunity to consider them and to make 
representations to the Board concerning them and further, that if employees are deprived 
of employment by any implementation of such change, they shall receive priority 
consideration for other employment with the Board , provided they have the required 
qualifications. 
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4. GRIEVANCES 

A. Grievance Procedure 

Any differences concerning the dismissal, discipline or suspension of any employee or the 
interpretation, application, or operation of this Agreement, or any alleged violation of this 
Agreement, and any question as to whether any matter is arbitrable, shall be dealt with 
without undue delay, or stoppage of work, in the following manner: 

1. Policy Grievance 

Where either the Union or the Board dispute the general application, interpretation 
or alleged violation of this Agreement, the dispute will be considered a policy 
grievance and be referred to Step 3 of the Grievance Procedure. 

(a) Either party to this Collective Agreement may initiate a policy grievance. 
The matter shall be commenced at Step Ill of this procedure by the 
grieving party identifying the dispute in writing within fifteen (15) days of 
the occurrence which led to the dispute or within fifteen (15) days of the 
grieving party becoming aware of the incident. 

(b) If there is no resolution at Step Ill the remaining steps of the grievance 
procedure shall be followed . 

2. Dismissal or Suspension Grievance 

Consistent with the parties' desire to expedite any grievance involving a dismissal 
or lengthy suspension, Step I and/or Step II may be bypassed for such grievances. 
The fifteen (15) working day limit for initiating a grievance will still apply. 

3. Procedure 

Step I 

The aggrieved person or persons shall first take up the matter with their immediate 
supervisor or delegate within fifteen (15) working days of the date on which the 
incident giving rise to the grievance occurred, or of the date when they first became 
aware of the incident, whichever is later. The aggrieved person(s) will, at their 
option, be accompanied to the meeting by a shop steward or by a delegate of the 
Union (excluding a Staff Representative). The immediate supervisor or delegate 
may be accompanied by another excluded staff or administrative staff member 
(excluding Employee Services personnel). At no time will there be an imbalance 
of members from either the employer or the Union without the agreement of both 
parties. 

Step II 

If the grievance is not settled in the aforementioned manner within fifteen (15) 
working days, or if the grievance arises from an action or decision by Employee 
Services or Payroll Department, it shall be referred in writing by the Union to the 
appropriate representative from Employee Services. 
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4. GRIEVANCES 

A. Grievance Procedure 

Step Ill 

If the grievance is not settled as prescribed in Step II above within fifteen (15) 
working days, the matter shall be referred to the Associate Superintendent, 
Employee Services or delegate. Representatives of the Union (which may include 
a Shop Steward) and representatives of the Board shall meet within fifteen (15) 
working days and attempt to resolve the grievance: 

Step IV 

If not settled at Step Ill above within fifteen (15) working days, either party may 
choose to refer the matter to a board of arbitration in accordance with Clause 4.C. 
(Arbitration), for the final and conclusive determination. 

8. Time Constraints 

Extensions to any of the time limits contained in the grievance procedure may be extended 
by mutual agreement of the parties. 

C. Arbitration 

Proceedings under Step IV shall be instituted by service by either party upon the other of 
a written notice to arbitrate. Such notice shall contain the names of the proposed Arbitrator 
by the party serving notice. In the event that the Employer and the Union are unable to 
agree upon an Arbitrator, the parties may mutually agree to extend the time limit for the 
selection of an Arbitrator or either party may make application to the British Columbia 
Minister of Labour to appoint an arbitrator. Except as provided below, a Board of Arbitration 
shall consist of a single arbitrator. The decision of the arbitrator shall be final and binding 
on both parties. Each party shall bear all of their own costs and shall pay half the fee and 
expenses of the Arbitrator. 

A three (3) person Arbitration Board shall be acceptable where there has been joint and 
mutual agreement for same between the parties. 

A three (3) person Board of Arbitration shall consist of three (3) persons, the representative 
chosen by each party and the third , who shall be Chairperson, to be selected by the two 
(2) so chosen. The two (2) representatives of the parties concerned must meet within five 
(5) working days to agree upon a Chairperson. If they are unable to agree upon, or 
otherwise fail to appoint a Chairperson ; either party may apply to the Minister of Labour to 
appoint a Chairperson; in all other respects the provisions of the Arbitration Act shall apply 
excepting the schedule of fees. The decision of the Arbitration Board shall be final and 
binding on both parties. Each party shall bear all of their own costs as well as the expenses 
of the representative appointed by such party and shall pay half the fee and expenses of 
the Chairperson of the Arbitration Board. 
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5. JOB EVALUATION/BANDING 

A. Job Evaluation 

A request for evaluation of a position may originate with the employee, the Union or the 
Board by completing a Job Evaluation Questionnaire. The matter shall be referred to the 
Joint Job Evaluation Committee whose function shall be to determine the appropriate rate 
of pay by using the Gender Neutral Job Evaluation Plan and in accordance with the Pay 
Equity and Job Evaluation Terms of Reference. 

The Job Evaluation Terms of Reference will be made available on the staff portion of the 
Vancouver School Board website. 

Except (1) by mutual agreement of the Union and the Board; or, (2) where a significant 
change in duties and responsibilities can be demonstrated, a request for evaluation of a 
position from any source may be rejected by either the Union or the Board if the position 
has been reviewed and dealt with during the past four (4) year period immediately prior to 
the date of the request. Should the parties fail to agree on the status of any such request, 
the matter may be referred for a decision under Article 7 (Settlement of Disagreements) in 
the Pay Equity and Job Evaluation Terms of Reference. 

The committee will agree to meet two (2) half-days per month between September and 
June. 

B. Job Banding 

1. Guidelines 

(a) Banded Rates 

The parties have utilized the Pay Equity Plan and the Job Evaluation Plan 
for guidance in developing a cost-neutral banded composite rate system. 

Employees whose rate is above the applicable banded rate which became 
effective 1999 July 11 will be protected at their current rate of pay and 
entitled to future wage increases as they apply to their current position. 

(b) Assignments 

Employees employed prior to the implementation of the job banding will 
only be assigned new duties consistent with their original classification as 
reflected under the new Job Evaluation Plan and will be subject to review 
under the new Job Evaluation Plan. All employees will have access to job 
banded opportunities through the posting procedure. 

(c) Other Matters 

The parties agree that employees currently in receipt of indefinite salary 
protection will continue to receive this protection while employed by the 
Board. Effective the date of ratification, the two (2) year limit for salary 
protection identified in the Mediator's recommendations will form part of 
the agreement and apply to all other employees. 
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5. JOB EVALUATION/BANDING 

B. Job Banding 

2. Job Bands 

The parties established Job Bands ("Bands") on 1999, July 11 . The Union and the 
Employer agree that there is the ability to add bands should it be deemed 
necessary as per the Pay Equity and Job Evaluation Terms of Reference as 
recommended by the Joint Job Evaluation Committee, including their review and 
salary recommendation, when a position does not fall under any current banded 
rates or classification. 

(a) Bands 

Appendix A reflects the Job Bands. 

(b) Banded Rates 

(i) The wage rates for current permanent employees as of 1999 July 
11 and temporary employees for the duration of their current 
assignments commencing prior to 1999 July 11 are recognized to 
continue based on their current classification rate. All subsequent 
adjustments with respect to negotiated general wage increases 
will apply to these current classification rates. 

(ii) Employees hired as of 1999 July 11 will be hired into one of the 
Bands. The wage rates for these Bands will be based on a 
weighted average according to the current demographics and 
wage rate and identified as the ("Current Banded Rate"). 

(iii) Negotiated wage increases will be applied to the Current Banded 
Rate or to the employees' classification wage rate for employees 
hired prior to 1999 July 11 and not included in the Bands and 
receiving the Current Weighted Average Rate. 

(c) Postings 

Postings will include a brief and general description of the applicable Band 
for the position and detailed information regarding the vacant position. 

Where the assignment is not consistent with the Band descriptions 
(Appendix A), the assignment will be reviewed by the Joint Job Evaluation 
Committee to estab!ish the job evaluation point value and the appropriate 
Job Band placement. 
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6. WORKING CONDITIONS 

A. Days of Work 

1. Work Week 

Employees shall work a five (5) day week, except as otherwise provided in this 
agreement. 

2. Term Employee 

Term Employees shall work 

(a) (i) all days on which schools are in session for teachers including 
professional development days between September 1 and 
June 30; or 

(ii) such days in the week stipulated in advance by the Board and on 
which schools are in session for teachers between September 1 
and June 30. 

(b) On those days when schools are not in session for teachers between 
September 1 and June 30, when required to work. 

(c) Term Employees shall not be required to work in July or August. 
Temporary work may be available during this period at equivalent hourly 
rates for the position, and Term Employees who apply to Employee 
Services prior to April 30 in any school year shall be given priority in hire 
for such temporary work if suitably qualified. 

The Board will circulate through the normal posting procedure this clause 
prior to April 30 of each year. No temporary summer positions will be filled 
until after the posting deadline. 

Page i8 



6. WORKING CONDITIONS 

B. Hours of Work 

1. Regular Hours of Work 

The hours of work except as otherwise provided in this Agreement, Clause 6. E.1 . 
(Variation of Work Schedule) and 6.E.2. (Modified Work Schedule), shall be five 
and one-half (5½) to seven (7) hours per day (7.5 hours per day for Maintenance 
Workshop personnel). The starting and quitting times for an employee on the tenth 
working day of a new school year shall be deemed to be the normal hours of work 
of the employee and shall only be varied by mutual agreement of the employee 
and their supervisor and the parties to this Agreement shall be notified. Each 
employee shall be entitled to a meal period of not less than thirty (30) minutes and 
not more than one (1) hour; such meal period shall not be included as part of the 
hours worked, as laid out in Clause 6.B.5. In addition each employee shall be 
entitled to two (2) fifteen (15) minute rest periods, one (1) during the work period 
prior to the meal break and one (1) during the work period after the meal break 
which shall be included as part of the paid hours worked. The times when the meal 
period and rest periods are taken shall be approved by the Supervisor. The length 
of time between the starting and quitting times in a normal working day shall not 
exceed eight (8) hours. 

For temporary jobs such as but not limited to Office Support A and Office Support 
B (Summer School). Half-day Substitutes, the hours of work will be four (4) hours 
to seven and one-half (7½) hours per day. 

The V.S.B. will make every reasonable effort to schedule part-time employees who 
so request it for additional work to bring them up to seven (7) hours per day and 
thirty-five (35) hours per week. (7.5 hours per day and 37.5 hours per week for 
Maintenance Workshop personnel.) This may involve work in other locations. It is 
understood this will not involve disruption of work schedules as established by the 
Board, and will be at no additional cost to the Board (e.g., travel time or overtime), 
except costs specific to the particular employee (e.g., step placement, vacation 
pay) . 

School and Student Support A employees and those who remain in the 
Classifications associated with that Band, who are currently working seven (7) 
hours (as at June 30, 2006) will be grandfathered with seven (7) hours and will be 
able to post into all positions and maintain their hours of work. 

2. Maintenance Workshop 

The normal working day for the Maintenance Workshop staff shall cover the same 
hours as those of the trades staff and outside workers employed by the Board , with 
a meal period of thirty (30) minutes being allowed, to be taken as arranged by the 
Department Head, such meal period shall not be included in the hours worked. 

In addition, these employees shall be entitled to two (2) fifteen (15) minute breaks, 
one (1) in the forenoon and one (1) in the afternoon which shall be included as part 
of the hours worked. 
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6. WORKING CONDITIONS 

B. • Hours of Work 

The hours of work for CUPE 15 affiliated employees of the Maintenance Workshop 
shall be as arranged with the Manager of Maintenance and Construction or 
Material Services Supervisor, but shall not normally exceed thirty-seven and one­
half (37½) hours each week. These employees shall be entitled to a meal period 
and rest periods as provided in 6.B.1 . (Regular Hours of Work) hereof. 

3. Maintenance of Hours 

Subject to declining enrolment and past practice in the allocation of support staff 
in the system, for each employee who is retained in employment the Board shall 
maintain the hours of work the employee worked in the previous school year. This 
clause shall not prohibit the layoff of employees, and protects employees, not 
positions. 

4. Hours Free from Work 

(a) Unless they comply with 6.B.4.(b), the Board shall ensure that each 
employee has at least thirty-two (32) consecutive hours free from work 
each week. 

(b) If the Board requires or allows an employee to work during the thirty-two 
(32) hour period referred to in 6.B.4.(a). it shall pay the employee double 
their regular wage for all hours worked during that period. 

5. Meal Breaks 

(a) The Board shall ensure that each employee has an eating period of at 
least one-half(½) hour, at intervals that will result in no employee working 
longer than five (5) consecutive hours without an eating period. 

(b) For the purpose of computing the hours worked by an employee, the 
periods allowed an employee for eating shall not be counted as hours 
worked unless the employee is required to work during those periods. 

6. Work Free Period 

Except in cases of dire emergency, the Board shall not require any employee to 
report for work unless that employee has had at least eight (8) consecutive hours 
free from work since their last shift. 
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6. WORKING CONDITIONS 

C. Basis for Salary Schedule 

1. Week 

The salary schedule is based on a thirty-five (35) hour week. Employees who 
regularly work thirty-seven and one-half (37½) hours receive compensation 
consolidated into the rate. 

2. Hours 

The salary schedule is based on hours of work conducted between 08:00 hours 
and 17:00 hours, except as provided in Clause 6.E.I. (Variation of Work Schedule) 
and 6.E.2 (Access). 

D. Shift Differential 

Any employee covered by this Agreement who is required to work a shift with a portion of 
their regular hours outside the normal span shall be paid a differential for the total regular 
hours on such days as follows: 

1. If the shift commences at 06:00 hours or earlier or ends at 19:00 hours or later -
five per cent (5%); or 

2. If the shift commences at 04:30 hours or earlier or ends at 20:30 hours or later -
six and three quarter per cent (6 3/4%); or 

3. If the shift commences at 03:00 hours or earlier or ends at 22:00 hours or later -
nine per cent (9%). 

E. Modified Work Schedule 

1. Variation of Work Schedule 

Terms and conditions of this Agreement may be varied by mutual agreement of 
the parties in order to implement work schedules which are modifications of the 
work schedules set forth in this Agreement. • 

2. Access 

Modified work week schedules will be applied where there is mutual agreement 
between the Administrator/Supervisor and the employee(s) to do so. Requests for 
a modified work week schedule will be implemented on a trial basis for thirty (30) 
days. At the conclusion of thirty (30) days, the Administrator/Supervisor and the 
employee(s) will review the schedule to determine if modifications are required to 
ensure that the modified work week schedule is meeting the services required in 
the school/department. Cancellation of a modified work week schedule will be 
automatic on expiry of thirty (30) days written notice is given by Employee Services 
or the Union. 
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6. WORKING CONDITIONS 

E. Modified Work Schedule 

3. Hours of Work 

(a) Employees will work an additional one-half (½) hour per day on a 
prescheduled basis. Starting, finishing and lunch times will be arranged 
with the local supervisor. 

(b) Employees will bank the additional time worked. Banked time will be taken 
off as scheduled by mutual agreement of the employees and the 
supervisor. Prescheduled days off are preferred. 

(c) An employee who has banked thirty-five (35) hours of time off must take 
any additional accumulated time off within the tri-weekly period in which it 
is earned. 

4. Hours of Work/Transfers (prev.11.S) 

Changes to hours of work shall be subject to mutual agreement. No employee shall 
lose any salary, status or hours of work solely because of a transfer. All such 
transfers shall be discussed and the reasons given in writing to the employee prior 
to the move. 

5. Administration 

(a) Each participating section will keep accurate records of the time worked, 
time taken off and net accumulated time for each employee. 

(b) Employees will not earn or bank time off: 

(i) for days of absence from work, or 

(ii) for work in another work area which is not on a modified work 
week schedule 

(iii) unused breaks or lunch may not be banked as earned time. 

By agreement with the local supervisor, the employee may work additional 
time (within the two and one-half (2½) hour per week maximum) to 
compensate for such time not earned (e.g., statutory holidays). 

(c) An employee shall not receive "acting in senior capacity" pay when 
carrying out the duties of a CUPE Local 15 (VMECW) member absent on 
a modified work week day off. 

6. Variations 

(a) Variations to the preceding provisions may be made by mutual agreement 
of the Union and the Board to fit specific situations. 

(b) Any such agreement will be in writing and will be circulated to those 
affected by it. 
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6. WORKING CONDITIONS 

E. Modified Work Schedule 

7. Irregular Hours 

Certain cadre of employees may be required to work irregular hours including, on 
occasion, a Saturday or Sunday, which exceed those stated in this agreement for 
other employees because of the nature of their work schedule. It shall be the 
responsibility of the supeNisor assigned to supeNise such cadre of employees, 
together with each employee, to establish a mutually agreeable work schedule 
which, while flexible, shall not exceed an average of thirty-five (35) hours per 
calendar week. Furthermore, an employee may only bank a maximum of thirty-five 
(35) hours of flex time at any given time. These employees are currently known as 
Multicultural Home and School Workers (School & Student Support B), Settlement 
Workers in Schools (School & Student Support B), Indigenous Education 
Enhancement Workers (School & Student Support B), School-aged Children and 
Youth Workers (SACY) (School & Student Support B), Technical and Resource 
Support D (District Student Events), Community Link Youth and Family Workers 
(School & Student Support B), School & Student Support A - Inner City 
(Neighbourhood Support) and Older Immigrant Youth Engagement Workers. 

F. Overtime 

1. Options 

(a) Paid Overtime 

Subject to Clauses 6.F.1.(b) and 2. below and subject to Clauses 6.E.1 
(Variation of Work Schedule) and 6.E.2. (Modified Work Schedule), every 
employee who is required to work overtime shall , at the time of working 
such overtime, elect whether to be paid for it or receive compensating time 
off in lieu thereof. 

(b) Definition 

Overtime is defined as all time worked in excess of the employee's regular 
hours or days of work EXCEPT as follows: 

(i) time worked by part-time employees who have requested 
additional hours as provided in Clause 6.B.1. (Regular Hours of 
Work), OR 

(ii) time worked by part-time employees in excess of their regular 
hours provided that they have received at least forty-eight (48) 
hours of advance notice of assignment and provided that any time 
worked in excess of seven (7) hours per day or in excess of thirty­
five (35) hours per week will be paid as overtime (7.5 hours per 
day and 37.5 hours per week for Workshop personnel), OR 

(iii) time worked by Term Employees on days that school is not in 
session for teachers as provided in Clause 6.0.2. (Pay 
Procedures). 
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6. WORKING CONDITIONS 

F. Overtime 

(c) Overtime Pay 

An employee shall be paid at two (2) times the employee's regular rate of 
pay for all overtime worked to the nearest one-half(½) hour provided such 
overtime has been authorized. 

(d) Compensating Time Off 

An employee who elects to receive compensating time off in lieu of being 
paid for overtime shall be given compensating time off equivalent to 
overtime worked as provided in 6.F.1.(c) above. Provided that all 
compensating time off has not been used by October 31 of the year in 
which such overtime was earned or, prior to leaving the service of the 
Board for any reason, the employee shall be paid for the overtime worked 
in November of that year. 

Should the time be submitted after October 31 for a period where the 
time worked was performed prior to November 1 of the current year, 
the time will be paid out. The option to elect to receive compensating 
time would not be available. 

2. Authorization 

All overtime must be authorized in writing in advance by the employee's supervisor. 
Where the employee has a pre-existing commitment that cannot be altered, the 
employer will make every reasonable effort to implement alternate work 
arrangements to accommodate the overtime assignment. 

3. Field Trips 

Where a class specification or job band includes the requirement of field trip 
participation, such employee may be required to accompany field trips only during 
normal working hours, defined as between 08:00 and 17 00 hours, on days when 
school is in session for children. 

When such employees are required to work outside of their normal working hours, 
prior written authorization for overtime shall be provided by their supervisor. 

In accordance with Article 14 of the 2014 Provincial Framework Agreement, no 
employee shall be required or permitted to perform unpaid hours of work. 

(a) Employees who leave and return on a normal working day will receive 
overtime pay in accordance with Clause 6.F.1.(c) (Overtime Pay) for all 
time worked in excess of the regular work day. 
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F. Overtime 

(b) Weekday overnight field trips will be paid to a maximum of four (4) hours 
overtime beyond their normal work day. In the event the field trip includes 
a Saturday or Sunday the employee will be paid up to seven (7) hours per 
day. 

Should extraordinary or emergency situations require the employee to work 
beyond the expected supervisory and care functions, and as authorized by the 
Board representative in charge, they will be paid for the additional hours worked in 
addition to the stated overtime. 

G. Stand-by and Call Out 

1. Stand-by 

Stand-by is defined as being on-call to be available to work at any time following 
the completion of an employee's regular shift. 

Employees who are required to be on stand-by will be compensated as follows: 

(a) Employees will receive one (1) hour pay at straight time for each eight (8) 
hour period of stand-by time or less on weekday evenings regardless of 
whether any calls are received; 

(b) On weekends, they will receive two (2) hours at straight time for each six 
(6) hour period of stand-by time or less regardless of whether any calls are 
received; 

(c) In addition, when an employee is called and the employee is not required 
to attend a worksite but the employee is required to provide support or 
advice, the employee shall be compensated on the basis of one-half hour 
at overtime rate for each one half hour of time, or portion, so spent. When 
an employee is required to attend a worksite, the normal provisions for 
Call Out shall apply. 

2. Call Out 

Call-out is defined as being called back to work at any time following completion 
of an employee's regular shift, where prior notice as described in Clause 
6.F.1.(b)(ii) (Extra time worked by part-time employees) has not been received, or 
any work performed on an employee's regular day off. 

An employee shall be paid for all hours worked plus one (1) hour's allowance for 
travelling to and from home, with a minimum of two (2) hours' pay at double the 
employee's regular wage rate. Such overtime may be taken as compensating time 
off at the employee's option. 

An employee requested to work on a regular day of rest shall be paid for all hours 
worked, plus one (1) hour's allowance for travelling to and from home, with a 
minimum of two (2) hours' pay, at double the employee's regular wage rate. Such 
overtime may be taken as compensating time off at the employee's option. 
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H. Vacancies (prev.11.F. ) 

1. Notification of Vacancies 

The Board agrees that before permanently filling any position covered by this 
Agreement, notice of such vacancy shall be posted on the Online Application 
Management (OAM} system for a minimum of five (5) working days notice and 
up to ten (10) working days whenever possible at the discretion of the Board. The 
posting of positions will include the job location but this will not prejudice the right 
of the Board to transfer employees. 

The Union shall be notified of postings. Notification of the successful internal 
and/or external candidate will be by a copy of the appointment letter 
electronically. 

The following statement will appear at the bottom of all postings: 
"Internal applications may be received after the closing date of these postings and 
will be accepted provided there is a valid reason for the delay." 

Employees are required to apply through the OAM with a completed resume 
for each competition to which they wish to apply. 

2. Information in Postings 

Notice of vacancies (postings) shall contain the following information: Banded Job 
Title, working descriptor, nature of position, qualifications, required knowledge and 
education, skills required, assessment level required (where applicable), some 
examples of duties, shift, hours of work, applicable allowances, hourly salary, job 
location, and statement of itinerant nature for certain positions. All postings shall 
include the statement "Vancouver Board of Education - Equal Opportunity 
Employer''. 

3. Vacancies - Effective Date 

An employee who is appointed to a posted position will receive the higher rate, if 
applicable, and be placed in the new position as soon as reasonably possible. 
They will be placed and receive the higher rate within four (4) weeks of the job 
offer unless the following conditions apply: 

(a) the placement is deferred by mutual agreement between the Union and 
the Board, such agreement not to be unreasonably withheld or to interfere 
with the payment of the higher rate, 

(b) the employee is unable to commence in the position, 

(c) a later starting date is specifically posted. 
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H. Vacancies (prev.11.F. ) 

4. Postings 

Employees may get information regarding current vacancies by accessing the 
information on the Online Application Management (OAM} system. A notice 
directing employees to the proper website address will be posted on bulletin 
boards at all sites. 

5. Selection 

In making promotions, transfers and demotions, the skills, knowledge, ability, and 
work record of the employees concerned shall be the primary consideration, and 
where such factors are relatively equal seniority will be the determining factor. 
Permanent employees who qualify in accordance with the above-noted factors 
shall receive preference for selection before outside applicants for such positions. 

Temporary employees who have worked 675 hours in term positions or 913.5 
hours in twelve (12) month positions, who apply to a posted vacancy will be in 
competition with internal permanent applicants, with all previous temporary service 
recognized as seniority, in accordance with the conditions listed in the above 
paragraph and will have preference over external candidates. 

I. Trial Period on Promotion or Transfer 

1. Length of Trial Period 

When employees are promoted or transferred to a new position, they shall serve 
up to sixteen (16) working week trial period in the new position before being 
confirmed in the appointment. The trial period for part-time employees will be the 
equivalent of sixteen (16) working weeks. Time served by the employee in an 
acting capacity in the position within the previous year prior to promotion or transfer 
may be counted towards the trial period at the discretion of Employee Services. 

2. Orientation During Trial Period 

If the appointment is not confirmed the employee shall revert to a position of equal 
status to the position occupied prior to promotion or transfer. In the event that the 
employee does not wish to continue in the position during the first eight (8) weeks 
of the trial period the employee may opt to return to their previous position, 
provided that it has not been filled, or be placed in the next available position of 
equal status. 

3. Transfer/Promotion 

Transfers and promotions within the trial period may be considered in exceptional 
circumstances and where practicable as determined by Employee Services. 
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I. Trial Period on Promotion or Transfer 

4. Performance Appraisals 

\ 
When a performance appraisal is conducted, the employee shall be given the 
opportunity to review and sign the performance appraisal form upon its completion 
to indicate that its content has been read. The employee shall have the right to 
place their own comments on the form or to append comments to the form. The 
absence of the employee's signature will not render the performance appraisal 
invalid. When the evaluation is completed, the employee shall be provided with a 
copy and a copy shall be placed on the employee's personnel file. In the event a 
performance appraisal is conducted during a probationary or trial period, it shall 
include a mid-term performance appraisal which will be conducted as close to the 
middle of the probationary or trial period as possible. 

(a) A performance appraisal will not be conducted at every site the employee 
works. 

(b) The location with the highest percentage of time (fte) shall be responsible 
for conducting the performance appraisal. 

(c) If locations share an equal amount of time (fte), all locations are 
responsible for conferring and submitting one performance appraisal to 
Employee Services for that employee. 

(d) A performance appraisal shall be conducted only by the Employee's 
Supervisor. 

J. Temporary Positions 

1. Posting 

All temporary vacancies which are expected to continue for over five (5) months 
shall be posted internally provided any vacancies so created by recruitment may 
be filled by a temporary appointment without posting. 

All continuous temporary positions twenty (20) hours per week or longer shall be 
reviewed during the fourth month for a decision as to whether the position shall 
continue. Should the decision to continue the position result in the position existing 
for over five (5) months from date of inception, then the position shall be posted in 
accordance with the terms of this agreement. Should a position which was 
originally posted as temporary be made permanent it shall be posted in 
accordance with the terms of this Agreement. 

2. Permanent Employee Appointed to Temporary Position 

Should a Permanent Employee be appointed to fill a temporary position they shall, 
when such temporary work is completed , return to their former position and 
location (provided the position is not itinerant in nature) without loss of seniority in 
such position, and any other employee who may have received promotion as a 
result of the temporary arrangement of positions in the department shall 
automatically revert to their former position. Employees in itinerant positions shall 
retain their permanent status when such temporary work is completed. 

Page 28 



6. WORKING CONDITIONS 

J. Temporary Positions 

3. Temporary Assignments - Applications from Permanent Employees 

Permanent employees who have notified Employee Services, in writing, of their 
interest in temporary reassignments and who are qualified shall be considered 
for long term temporary non-posted vacancies, prior to Employees-on-Call 
(EOCs) filling the positions. 

K. Filling of Temporary Assignments 

The practice of the Board is to consider the following factors when filling non-posted 
temporary assignments: qualifications (related experience and training), availability, 
suitability, work site requests and V.S.B. work history including length of service, conduct, 
ability to meet V.S.B. performance standards and ability to work cooperatively with 
others. 

Any concerns regarding the frequency of assignments may be directed to Employee 
Services to be dealt with, but shall not be arbitrable. 

L. Clothing 

1. Special apparel shall be provided by the Board for all employees authorized by 
the Board to wear special apparel. The Board shall supply, launder and repair 
such special apparel without any cost to the employee. Such special apparel 
shall be the property of the Board and on terminating their services with the 
Board, employees shall return it. 

2. Compensation shall be granted, upon request, for the cleaning, repair and/or 
replacement of clothing (including items such as eyeglasses or hearing aids) 
which is soiled, damaged or destroyed through no negligence of the employee in 
the performance of the normal duties of the employee. Normally such requests 
shall be required in writing to the employee's supervisor within five (5) working 
days of the occurrence. The supervisor shall report the matter immediately to 
Employee Services in writing who shall determine the amount, if any, of the 
compensation. Particular attention shall be given to employees who work with 
special needs children. 

3. The Board agrees to pay an annual safety footwear allowance of one hundred 
and twenty-five dollars ($125.00) , payable in September, to all employees 
required by W.C.B. to wear safety footwear. 

M. Job Sharing 

Where there is mutual agreement between the Board and the Union to do so, employees 
may job share on a 50/50 or 40/60 basis with each employee working full days. 

Any employee wishing to participate in a job sharing arrangement should make written 
application to the Union and Employee Services by April 30 for ten (10) month employees 
or at least three (3) months in advance of the desired commencement date if a twelve 
(12) month employee. Requests received after the deadline will not be unreasonably 
withheld on the basis of timeliness alone. 

A job share partner must be a temporary employee and commit to the assignment for the 
full length of the job share. In each instance of job sharing, the employees involved will 
be advised in writing of the terms of the arrangement. 
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M. Job Sharing 

Any job sharing arrangements will incorporate the following standards: 

1. Retention of seniority and related rights. 

2. Retention of employee status. 

3. Continuation of all benefits where appropriate. Salary, salary increments, 
Municipal Pension, vacation pay, deferred savings and sick leave earned and 
used, and medical/dental appointments will be appropriately pro-rated. 

4. Should the owner of the permanent position leave the position the job will be 
posted. Until this occurs, the remaining incumbent will normally work full time in 
the position, with a minimum of ten (10) working days' notice. 

5. Either the Board or the Union may cancel the arrangement in writing, with a 
minimum of thirty (30) working days' notice, provided that upon doing so the job 
sharing arrangement will continue until the end of the school year. 

6. For short-term absences, the other employee may relieve if agreeable to that 
employee. 

7. Each job sharing arrangement will be established for a specific period, subject to 
extension by mutual agreement, with the employees involved reverting to their 
previous hours, status and previous or equivalent position upon its conclusion. 
Article 6 I. applies to such arrangements. 

8. The purpose of a job share is not to accept employment elsewhere. 

N. Acting in Senior Capacity 

1. Temporary Authorization and Pay 

An employee who is authorized by their Department Head or designate to accept 
the responsibilities and carry out the duties falling substantially within a position 
senior to that which they normally hold for a continuous period of one (1) working 
day or more shall be paid for the total period as if they had been promoted to the 
senior position . 

In the event that an employee is required to act in a position that is excluded from 
the bargaining unit, the same principles of acting pay shall apply . 

2. Payment 

Payments for persons acting in senior capacity shall be accumulated and paid in 
full to the employee at the pay period immediately following receipt of adequate 
documentation by the Payroll Department. 

Employees will be paid the higher rate for any holidays or sick days which fall within 
the period of acting in senior capacity . 
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N. Acting in Senior Capacity 

3. Promoted to Senior Position 

Should the said employee, as described in Clause 6._tU (Temporary Authorization 
and Pay) and 6.!f.2. (Payment) above, later be successful for appointment to the 
senior position or to a position carrying the same pay rate as the senior position, 
such employee shall, on appointment to such position, be credited for the time 
spent acting in the senior position during the previous twelve (12) month period. 

Tenn Employees (prev. 11.E) 

1. Right to Other Positions 

A Term Employee shall have the same right to apply for any position covered by 
this Agreement as any other employee. Wh~n appointed to any other position, 
length of service, etc. will be computed on a proportional basis, as provided in 
Clause 8.A.4. (Term Employees) 

2. Pay Procedures 

Term Employees shall be paid from Labour Day to June 30 at the bi-weekly salary 
as provided in the Schedules of the Wages attached to the Collective Agreement 
for the appropriate classification. Term Employees shall work each day that school 
is in session for teachers. Days during this period which are normal working days 
for twelve (12) month employees, but which are not a working day for schools in 
session for teachers, shall be paid from the employee's vacation pay entitlement. 
The employee's balance of vacation entitlement, at the end of June in each year, 
shall be calculated and paid for in the first pay period in September. 

The Term Employee may be requested to work on such a day but shall work only 
if the employee so agrees to work. Records of such days worked shall be submitted 
to Employee Services. Any hours worked on such a day equivalent to the 
employee's regular hours of work shall not be considered overtime. 

(For example, in the event that such days at Christmas number eight (8) working 
days and such days during the Spring Break number four (4) working days, and 
the employee is entitled to twenty (20) working days vacation, then the Board shall 
pay the balance of eight (8) working days after the end of the school term in the 
following September.) 

3. Payout of Banked Vacation 

The following represents the process for payout of banked vacation for term 
employees (10-month employees): 

(a) Effective the second pay of April, term employees who accrue 10% or 
greater may request a payout of their accrued vacation balance as of first 
pay in April. 

(b) Term employees may choose their payout by March 31 annually of their 
banked vacation credits. 
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0. 

P. 

Term Em ployees (prev. 11.E) 

(d) As per Article 6.0.2. (Pay Procedures), all remaining accruals earned to 
June 30 will be paid out in the first pay period of September. 

(e) This payout will be reported as pensionable earnings pursuant to section 7 
of the Municipal Pension Plan administration guidelines for term 
employees who have earned less than twelve (12) months pensionable 
services in a calendar year. 

Student Support 

.1.: Development of Learning Plans 

SSAs/SSBs are to be included in the development of an IEP. safety plan. or 
transition plan for the student(s) whom they support. 

2. Student/Staffing Assignments 

The employer will consult with SSAs/SSBs when developing student/staffing 
assignments. In circumstances when an SSA/SSB student assignment or 
schedule requires modifications, the employer will consult with impacted 
employees to facilitate the revision of the SSA/SSB student assignment 
and/or schedule. This revision may result in an employee being assigned to 
a student for no more than one half (1/2) day. 

Exceptions will be made based on student needs and operational 
requirements. 

Q. Workforce Adjustment and Severance (prev. 11.D.) 

Where a workforce adjustment is necessitated as a result of reduction in student enrollment 
or reduction in funding from outside the operating budget, the Board shall first identify the 
number of positions that will be reduced. The Board will notify the Union of the positions 
that will be affected. The employee who will be affected will be advised and applications 
will be accepted from these employees for positions that are vacant or could be vacant 
through normal attrition. 

Affected employees will have priority consideration for vacancies within the band over less 
senior applicants provided that the provisions of Clause 6.H.5. (Selection) have been met. 

1. Preamble 

When in the opinion of the Board, conditions warrant the reduction and/or 
adjustment of the work force the Board may lay off employees covered by this 
Agreement in order to effect such reduction. The Board shall designate the 
employees affected in accordance with the provisions below. 
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Q. Workforce Adjustment and Severance (prev. 11.D.) 

2. Notice 

Whenever an adjustment in the number of positions is being contemplated, the 
Board shall advise the Union at least three (3) months in advance of the employees 
likely to be affected by receiving a reduction notice referred to in Clause 6.Q.3. 
Such notice to the Union will contain specific information relative to the number of 
employees affected, their names, bands, locations, and seniority date, and the 
anticipated date that the reduction will commence. 

No lay-off of employees shall take place until the provisions of Clauses 6.Q.2. and 
6.Q.3. have been fulfilled . The Board agrees to comply with the group termination 
language of the Employment Standards Act as of 1995 November 01. 

3. Displacement 

Where workforce reduction is necessary, employees will be adjusted in reverse 
seniority order for each band. The remaining employees will be transferred as 
required by the Board, in seniority order to other positions within the band. Such 
transfers shall be made to avoid further layoffs. All other vacancies will be posted. 

(a) Process: An employee affected by workforce reduction, who has the 
qualifications and skills to perform work in a band at the same or lesser 
pay rate, shall be given the option to replace the least senior employee of 
that band, or available vacancies in that band for which they are qualified, 
if the affected employee has more seniority than that employee. Such 
options will be offered to laid-off employees in descending order of 
seniority in each band. 

(b) An employee who moves into a position at a lower pay grade band 
because of workforce reduction shall receive salary protection for a 
maximum of two (2) years or until the Board transfers the employee to a 
position with a band equivalent to that of their former position. Until then, 
the employee shall continue to receive general wage increases as 
negotiated between the Union and the Board and as set out in this 
agreement. 

(c) The Board reserves the right to transfer an affected employee during a 
period of salary protection to a position of their original band when a 
vacancy occurs, subject to the provisions of Clause 6.H.1. (Notification of 
Vacancies) of this agreement, and the seniority and capabilities of the 
employee. 

(d) An employee who moves into another position in accordance with the 
provisions of Clause 6.Q.3. shall do so initially for a trial period of sixteen 
(16) working weeks. The sixteen (16) working week trial period may be 
varied in specific instances by mutual agreement of the Union and the 
Board. 
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(e) During the trial period, the employee's performance will be appraised by 
the employee's Supervisor. If the trial period is not satisfactorily 
completed, or if the employee so requests, Clause 6.Q.3. (a), (b), and (c) 
shall once again apply. Should the second trial period also prove 
unsatisfactory to the Board or the employee, then the employee shall be 
transferred by the Board to a position for which the employee is qualified 
provided such position is available or, if not, the employee may be placed 
on permanent substitute status until such time as a suitable position 
becomes available. The salary and benefits of such employee shall be 
maintained at the level of the position held prior to the initial displacement 
in accordance with Clause 6.Q.3.(b). 

(f) If the position that the employee was originally displaced from is vacated 
during the trial period in accordance with Clause 6.Q.3.(d), the originally 
displaced employee_ will be offered the position without posting. The 
employee will have up to five (5) calendar days to accept the transfer. 

4. Layoff and Severance 

When no positions are available, employees will be laid off in accordance with the 
following provisions: 

(a) Layoff 

Employees affected by lay-off shall receive notice in accordance with the 
following: 

0 -12 months 

12 months and over 

2 weeks' notice 

1 additional weeks' notice for each year of service 
with the Board. 

(b) Laid-off employees will retain their seniority at the time of layoff for up to 
two (2) years. During the first year of layoff, the employee shall have the 
option of requesting severance pay and, upon payment of severance pay, 
the employee will cease to be an employee and all obligations by the 
Board to that employee cease. 

(c) Severance pay shall be calculated at the rate of five per cent (5%) of one 
(1) year's salary for each year of service, or major portion thereof, to a 
maximum of one (1) year's salary. A year's service is defined as being a 
school year for term employees, September through June, or twelve (12) 
continuous months of employment for twelve (12) month employees. 
Salary on which severance pay is calculated shall be the employee's scale 
salary at the time the employee received notice that the position occupied 
by the employee was to be terminated or made redundant. Service of part­
time regular employees shall be pro-rated to full terms, or full-time if a 
twelve (12) month employee. 
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Q. Workforce Adjustment and Severance (prev. 11.D.) 

(d) An employee who receives severance pay pursuant to this clause and who 
may be subsequently rehired by the Board will be subject to applicable 
legislation regarding the retention of any severance payment. The 
calculation of years of service on rehire for such employee shall 
commence from the date of the rehire. 

5. Laid-off employees who have not elected severance pay shall have the right to 
apply to any job posting. Senior qualified laid-off employees will be given first 
consideration over all candidates. 

6. Normal temporary lay-off of term employees when school is not in session for 
teachers in the summer months shall not be affected by this Clause. 

7. When, in the opinion of the Board and the Union, an employee is prevented from 
obtaining a suitable assignment from bumping or during recall because of a unique 
specialization of skills, the employee shall have out-placement/career counselling 
services made available to them. The costs of such services shall not exceed one 
thousand dollars ($1 ,000). 

R. Health and Safety (prev.11.G} 

Right to Refuse Unsafe Work 

Both parties desire healthful and safe working environments. To this end CUPE 
Local 15 (VMECW) member(s) working at the V.S.B. shall be appointed by the 
Union to any Health and Safety Committees. 

Both parties recognize the right of a worker to refuse unsafe work and are 
committed to following the Workers' Compensation Act - Occupational 
Health and Safety Regulation regarding the Refusal of Unsafe Work. 

An employee who has reasonable cause to believe that their work would 
create an undue hazard to the health and safety of themselves or others 
should first notify their Administrator/Supervisor and fill out the Refusal of 
Unsafe Work report located on the VSB online portal. 

Persons with Disabilities (prev. 11.N) 

The parties shall undertake a continual review of positions, within Vancouver Board of 
Education jurisdiction, which may be suitable for the appointment of persons with 
disabilities and which sets out the type of disability. The purpose of the review is to provide 
a list of positions which may be filled with persons who have specific types of disabilities. 

Page 35 



6. WORKING CONDITIONS 

T. 

u. 

Substitute Requests (prev. 11.R.) 

The Board agrees to maintain an automated system for employees to report their absences 
and request a substitute as required. When a substitute is required, the Board shall call out 
by accumulated service after priority lists have been satisfied and in accordance with the 
factors in the above paragraph Clause 6._!S. (Filling of Temporary Assignments). 

Salary Premium (prev. 11.H.) 

The primary function of a first aid attendant is the provision of first aid treatment to staff 
and students as required. This includes assessment of injuries and exposure to 
contaminants, performing the first aid treatment that is appropriate, and ensuring that 
emergency transportation to a hospital is called where appropriate. In performing these 
duties, the attendant maintains the first aid room in a clean and orderly manner, maintains 
a log of treatments performed, completes V.S.B. and W.C.B. documentation where 
required and requisitions equipment and supplies to maintain inventory at W.C.B. and/or 
V.S. B. standards. This work is handled on an as needed basis in conjunction with the 
ongoing interruptible demands of other duties of their position. 

1. Occupational First Aid Level I 

Employees who are required to obtain a valid Occupational First Aid Level I 
Certificate for the performance of their assigned first aid duties shall be paid as 
listed below or pro rata where applicable. New employees are required to obtain 
this qualification as a condition of employment within four (4) months of service. 
Such period may be extended by mutual agreement of the Union and the Board. 

BIWEEKLY 
$57.92 

MONTHLY 
$125.93 

The above monthly rate shall convert to a per diem when required on the basis 
listed below. The per diem is designed to meet the daily stipend for substitutes 
hired on a per diem basis when such persons have and are required to use a valid 
Occupational First Aid Level I Certificate. In the event that a qualified employee is 
required to use a valid Occupational First Aid Level I Certificate for not less than 
two (2) hours a day, such employee shall earn the per diem at the appropriate rate 
for that day. 

PER DIEM 
$6.08 

First Aid training shall be done on the Board's time, and in addition the Board shall 
provide up to one-half(½) day, with pay, to enable the employee to prepare for the 
examination. 

Office Administrative Assistants - Elementary School shall receive the 
Occupational First Aid Level I Premium. 

Employees in secondary schools which do not qualify for Occupational First Aid 
Level II may qualify for the Occupational First Aid Level II qualification and be paid 
at the Occupational First Aid Level II rates as contained in the Collective 
Agreement if so qualified. 
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2. Occupational First Aid Level II 

Occupational First Aid Level II allowances shall be: 

CLASS 
Level II 

BIWEEKLY 
$79.27 

MONTHLY 
$172.32 

For those authorized and required to be so qualified . The allowance may be pro­
rated where applicable. 

The above rates shall convert to a per diem when required on the basis listed 
below. The per diem is designed to meet the daily stipend for substitutes hired on 
a per diem basis when such persons are authorized to act as an Occupational 
First Aid Level II Attendant. 

CLASS 
Level II 

PER DIEM 
$8.32 

Authorized Occupational First Aid Level II Attendants shall rotate required First 
Aid Services at participating schools on a basis which maintains the skills and 
practice of the Attendants. 

In the event that a qualified employee is required to act for a period of not less 
than two (2) hours in a day, such employee shall earn the per diem at the 
appropriate rate for that day. 

Should the Board revert to a system of one first aid attendant providing majority 
care for both students and staff, the situation will be reviewed by the 
Labour/Management Committee to discuss fair compensation for the duties and 
responsibilities of the position, including first aid. Should there be no mutual 
agreement on what constitutes fair compensation, the matter may be pursued 
through the grievance procedure to Step 4, but not including arbitration. Should 
there be no resolution it may be referred to Committee IV. Should there still be no 
resolution it may be referred to the next set of contract negotiations, including 
potential retroactive compensation for a period prior to 1990 December 31. 

The Board will pay for medical certificates for Occupational First Aid Attendants, 
if required . 

3. Health Care Premium 

Employees who are assigned to a student with the applicable health care 
procedures stipulated in the child's care plan, and are required to perform the 
duties on a fixed or as required schedule throughout each day shall be paid a bi­
weekly premium of forty dollars ($40. 00) for the period the duties are performed. 
The applicable procedures are ostomy care, gastrotomy care, clean 
catheterization and seizure management as defined by the Ministry protocols. 
This premium will no longer be in effect after June 30, 2020. 
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Effective July 01, 2020, employees who are assigned to one or more students 
with the applicable health care procedures stipulated in the student(s) care plan, 
and are trained and required to perform the "nurse-delegated" duties, as deemed 
by Vancouver Coastal Health (VCH) staff, on a fixed or as required schedule 
throughout each day shall be paid a five percent (5%) premium for the period the 
duties are performed. 

The above bi-weekly rate shall convert to a per diem to meet the daily stipend for 
substitutes hired on a per diem basis and are required to perform the stipulated 
duties. 

4. Administration of Medication 

(a) A bi-weekly premium of twenty dollars ($20.00) will be paid to employees 
(except for those banded descriptions which identify the administration of 
medication as an illustrative example of work) who are assigned the 
primary responsibility to administer or supervise the self-administration of 
medications on a regular basis as part of the health care plan of one (1) 
or more students. This premium will no longer be in effect after June 30, 
2020. 

Effective July 01, 2020 a three percent (3%) premium will be paid to 
employees (except for those banded descriptions which identify the 
administration of medication as an illustrative example of work) who are 
assigned the primary responsibility to administer or supervise the self­
administration of medications on a regular basis as part of the health 
care plan of one (1) or more students. 

(b) Where an employee is required to administer medications or supervise 
the self-administration of medications, the following conditions must be 
met: 

(i) Written authorization and instructions for administration of 
medication must be received from the student's attending 
physician, confirming that medication is required while the child 
is attending school. 

(ii) The child's parent or guardian as made a written request for the 
school's assistance and has discussed the situation with school 
personnel. 

(iii) Adequate instructions and training have been received from a 
qualified health care professional. 

(iv) Appropriate storage is provided. 

(v) Employees will not be required to establish and maintain 
provisions for students with emergency medication needs within 
the school facilities or on field trips. 
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6. WORKING CONDITIONS 

u. Salary Premium (prev. 11.H.) 

(c) It is understood that any employee may be required to administer 
medications or supervise the self-administration of medications in an 
emergency situation. 

(d) The Board will indemnify and save harmless any employee against claims 
arising from the administration of medication, supervision of self­
administration or performance of physical procedures. 

5. Language Premium 

Any employee hired to a position which requires fluency in the use of a second 
language or certified sign language (including Braille) shall be entitled to a 
premium of five per cent (5%) in addition to the classified rate for the position, 
provided that the language requirement is stated in the posting, or agreed 
subsequently and confirmed in writing by the Board. 

Effective July 01, 2020 the following language is no longer in effect: 

Should such a position no longer require a second language, the employee will 
receive the language premium: 

(a) for a minimum of one (1) additional calendar year, providing they do not 
voluntarily leave the position, or 

(b) until they refuse transfer to another worksite where their second 
language skills would be required. 

Practicum Students 

Practicum students may only be accepted with the agreement of the CUPE 
Local 15 employee(s} to whom the practicum student will be assigned. 

All assessments for the practicum student will include the CUPE Local 15 
member who is mentoring the practicum student. 

Practicum students are not to be utilized to displace or replace a CUPE Local 
15 member(s). 

Upon ratification of the 2022 - 2025 Collective Agreement, a premium of five 
per cent (5%) of earnings will be provided to the CUPE Local 15 employee 
for all hours spent mentoring the practicum student. Premium will be applied 
to regular working hours only. 

Should a practicum student mentor be absent from duty, another CUPE 
Local 15 employee will be asked by the supervisor to temporarily replace 
that mentor for the days/hours they are absent. The 5% premium would then 
apply to the replacement worker for the days/hours they spent mentoring the 
practicum student. 
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6. WORKING CONDITIONS 

V. Payment of Wages (prev.11.K. ) 

1. The Board agrees that the Deposit Advice Statement shall give full details of all 
payments, deductions, deposits and miscellaneous adjustments and shall include 
all earned benefit entitlements, i.e. sick time, vacation time and gratuity time. 
Current balances may not reflect recent absences. 

2. The responsibility for ensuring that a timesheet arrives at the Board office rests 
with the employee. In the event that an employee does not receive a payment on 
time, said employee may contact the Payroll Department by telephone and/or 
electronically to inform the Board that a payment has not been received, at which 
time payment shall be processed within two (2) working days. 

3. Procedure - Recovery of Overpayment to Employees 

(a) The amount of overpayment, both gross and net, should be calculated by 
the Payroll Department and checked by another employee. The origin of 
the overpayment should be checked with Employee Services, if 
appropriate. 

(b) Payroll will contact the employee by telephone as soon as possible, 
explain how the overpayment arose and specify the amounts involved, 
both gross and net. They will indicate that a memo outlining the reasons 
for the overpayment, the details of the calculation of the amount, and 
alternative repayment plans has been forwarded to the employee and the 
Union. The memo will include advice of the employee's right to contact the 
Union, and will include a copy of these procedures. 

(c) Payroll will notify the employee by written notice: the employee must let 
Payroll know within fifteen ( 15) working days whether or not the employee 
agrees to the recovery, or wishes to dispute any aspect of it. Payroll should 
invite the employee to contact them during this period if they require 
clarification of any of the details. 

(d) The memo referred to in Clause 6.V.3.(b) will stipulate two (2) alternate 
means of repayment: 

(i) One (1) payment for the total net amount payable to the 
Vancouver Board of Education or 

(ii) A series of uniform deductions of part of the gross amount from 
the employee's pay cheques not to exceed ten per cent (10%) of 
gross biweekly pay. The memo will explain that the net cheques 
may not be reduced by as much as the gross amount. 

If the amount is less than ten per cent (10%) of gross biweekly pay, option 
(i) will normally be exercised. 

(e) In the event that the employee or Union disputes any aspect of the 
overpayment or recovery, the matter will be referred to the Payroll and 
Employee Services Divisions. No recovery will commence until Step Ill of 
the grievance procedure is complete. 
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6. WORKING CONDITIONS 

V. Payment of Wages (prev. 11.K.) 

(f) When the matter is resolved or no grievance is pursued, a confirming letter 
will be sent to the employee with a copy to the Union. 

(g) This procedure does not apply to June reconciliation of term employees' 
vacation pay, nor to end of employment reconciliation of pay, leave credits, 
and such. 

(h) The preceding is without prejudice to either party's view of the Board's 
ultimate ability to recover overpayments. 

Banking of Pay (prev. 11.L.) 

All salaries, without exception, shall be paid into an employee's banking account. 
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7. SCHEDULE OF WAGE RA TES 

A. Term 

The scales of remuneration referred to below shall apply during the term of this Agreement 
on the dates indicated on the scales. 

B. Changes to Rates 

Any changes to rates in the schedule applicable to an unchanged classification shall not 
be put into effect until both parties have approved. 
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7. SCHEDULE OF WAGE RATES 

C. July 01 , 2022 - June 30, 2025 Schedule of Wage Rates 

Classification July 1, 2022 July 1, 2023 July 1, 2024* 

Alternative Proqram Worker 29.94 31.96 32.60 

Computer Proorammer 34.12 36.42 37.15 
Indigenous Education Enhancement 
Worker 35.23 37.61 38.36 

Home and School Worker 35.23 37.61 38.36 

Neighborhood Assistant 28.86 30.81 31 .43 

Network Suooort Specialist 34.12 36.42 37.15 

Orientation and Mobili tv/Lifeskills 37.26 39.78 40.58 

Prooram Analyst* 35.60 36.80 37.54 

Special Education Assistant 29.93 31.95 32.59 

Youth and Family Worker I 35.23 37.61 38.36 

Youth and Family Worker II 36.20 38.64 39.41 

*Grandfathered positions: 50% of negotiated increase 

Job Bands 

Office Support A 23.51 25.10 25.60 

Office Suooort B 27.00 28.82 29.40 

Office Suooort C 30.90 32.99 33.65 

Office Suooort D 33.01 35.24 35.94 

School Support A 29.67 31.67 32.30 

School Support B 34.60 36.94 37.68 

Information Technology Support A 31.47 33.59 34.26 

Information Technology Support B 34.66 37.00 37.74 

Information Technology Suoport C 37.96 40.52 41.33 

Information Technoloav Su ooort D 41 .21 43.99 44.87 

Technical & Resource Support A 26.49 28.28 28.85 

Technical & Resource Su ooort B 29.13 31 .10 31 .72 

Technical & Resource Suooort C 32.97 35.20 35.90 

Technical & Resource Su ooort D 37.27 39.79 40.59 

Technical & Resource Su pport E 42.17 45.02 45.92 
July 01 , 2024 COLA adjustments will be confirmed by PSEC in March each year. 2024 
COLA max is 1 %. 

Page 43 



7. SCHEDULE OF WAGE RA TES 

Student Worker: 

NOTE: 

$16.42 hourly effective July 01, 2022- May 31, 2023 
$16.75 hourly effective June 01 , 2023 - June 30, 2023 
$17.88 hourly effective July 01, 2023 - June 30, 2024 
$18.24 hourly effective July 01, 2024 - June 30, 2025 

plus fourteen per cent (14%) in lieu of all benefits. 

Employees are paid on a pro rata basis if working less than seven (7) hours per day. All 
such schedules are available from Employee Services. 

Bi-weekly rates are equivalent to the hourly rate times the number of hours worked in a 
two (2) week period. 
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8. EMPLOYEE BENEFITS 

A. Annual Vacations (see Vacation Entitlement Table on page 47) 

1. Vacation - Calculations for Entitlement 

The annual vacation is granted for service during the calendar year from January 
1 to December 31. It is to be taken within the calendar year in which it is earned 
(unless otherwise mutually agreed upon). Employees shall select their vacation on 
the basis of their seniority within the bargaining unit. An employee's vacation 
request shall not be unreasonably denied. The entitlement of an employee, except 
as otherwise provided in this Agreement is as follows: • 

(a) If one (1) year's service cannot be completed by December 31 they shall 
receive vacation pay in accordance with the Employment Standards Act 
and Amendments thereto. 

(b) If one (1) year's service can be completed by December 31 they shall 
receive fifteen (15) working days at their regular rate of pay (and pro rata 
if their service during the year is not full-time), and six per cent (6%) ifTerm 
Employee. 

(c) If seven (7) years' service can be completed by December 31 they shall 
receive twenty (20) working days at their regular rate of pay (and pro rata 
if their service during the year is not full-time), and eight per cent (8%) if 
Term Employee. 

( d) If fifteen ( 15) years' service can be completed by December 31 they shall 
receive twenty-five (25) working days at their regular rate of pay (and pro 
rata if their service during the year is not full-time), and ten per cent (10%) 
if Term Employee. 

(e) If twenty (20) years' service can be completed by December 31 they shall 
receive thirty (30) working days at their regular rate of pay (and pro rata if 
their service during the year is not full-time), and twelve per cent (12%) if 
Term Employee. 

(f) If twenty-five (25) years' service can be completed by December 31 they 
shall receive thirty-one (31) working days at their regular rate of pay (and 
pro rata their service during the year is not full-time), and twelve point four 
per cent (12.4%) if Term Employee. 

(g) If twenty-six (26) years' service can be completed by December 31 they 
shall receive thirty-two (32) working days at their regular rate of pay (and 
pro rata if their service during the year is not full-time), and twelve point 
eight per cent (12.8%) if Term Employee. 

(h) If twenty-seven (27) years' service can be completed by December 31 they 
shall receive thirty-three (33) working days at their regular rate of pay (and 
pro rata if their service during the year is not full-time), and thirteen point 
two per cent (13.2%) if Term Employee. 
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8. EMPLOYEE BENEFITS 

A. Annual Vacations (see Vacation Entitlement Table on page 47) 

(i) If twenty-eight (28) years' service can be completed by December 31 they 
shall receive thirty-four (34) working days at their regular rate of pay (and 
pro rata if their service during the year is not full-time), and thirteen point 
six per cent (13.6%) if Term Employee. 

U) If twenty-nine (29) years' service can be completed by December 31 they 
shall receive thirty-five (35) working days at their regular rate of pay (and 
pro rata if their service during the year is not full-time), and fourteen per 
cent (14%) if Term Employee. 

2. Carry-Over 

An employee entitled to an annual vacation of twenty (20), twenty-five (25), thirty 
(30) working days or more shall be permitted to accumulate a carry-over of a 
maximum of twenty (20) working days of such entitlement provided that no 
employee may take less than fifteen (15) working days in any one (1) year. The 
use of such carry-over must be at such a time which has the approval of the 
Department Head. 

3. Supplementary Vacation 

(a) Each employee shall be entitled to five (5) working days of supplementary 
vacation, in addition to the annual vacation to which they are entitled under 
Clause 8.A.1.(Calculations for Entitlement). Upon commencing their 
eleventh, sixteenth, twenty-first, twenty-sixth, thirty-first, thirty-sixth, forty­
first or forty-sixth calendar year of service. 

(b) It is understood between the parties that each employee shall become 
entitled to their supplementary vacation on the first day of January in the 
year in which they qualify for such supplementary vacation. An employee 
shall retain their supplementary vacation entitlement in the event that such 
employee's employment is terminated or they resign prior to the end of the 
period to which the entitlement applies 

(c) Each supplementary week of vacation will be taken during a five (5) year 
period commencing in the year the supplementary week is credited. If 
banked beyond the five (5) year date, it may be paid out in its entirely upon 
retirement, or alternatively in amounts at the employee's discretion, at the 
employee's rate in effect on January 1, such payments to be made in 
January. 

(d) Employees shall have the option of taking pay in lieu of supplementary 
vacation. 

(e) Each employee entitled to supplementary vacation will be notified in 
December and paid out in January unless they elect otherwise through 
employee Self-Service in December of the preceding year to elect 
vacation time (as is done for gratuity credits). An employee who is paid out 
will be paid five (5) days at the employee's rate in effect on January 1st, 
such payment to be made in January. 
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8. EMPLOYEE BENEFITS 

Entitlement/Year 

Year Hired 2015 2016 2017 2018 2019 2020 2021 2022 2023 2024 2025 

2025 ESA 
2024 ESA 15 

2023 ESA 15 15 

2022 ESA 15 15 15 

2021 ESA 15 15 15 15 

2020 ESA 15 15 15 15 15 

2019 ESA 15 15 15 15 15 15 

2018 ESA 15 15 15 15 15 15 20 

2017 ESA 15 15 15 15 15 15 20 20 

2016 ESA 15 15 15 15 15 15 20 20 20 

2015 ESA 15 15 15 15 15 15 20 20 20 20+5 

2014 15 15 15 15 15 15 20 20 20 20+5 20 

2013 15 15 15 15 15 20 20 20 20+5 20 20 

2012 15 15 15 15 20 20 20 20+5 20 20 20 

2011 15 15 15 20 20 20 20+5 20 20 20 20 

2010 15 15 20 20 20 20+5 20 20 20 20 25+5 

2009 15 20 20 20 20+5 20 20 20 20 25+5 25 

2008 20 20 20 20+5 20 20 20 20 25+5 25 25 

2007 20 20 20+5 20 20 20 20 25+5 25 25 25 

2006 20 20+5 20 20 20 20 25+5 25 25 25 25 

2005 20+5 20 20 20 20 25+5 25 25 25 25 30+5 

2004 20 20 20 20 25+5 25 25 25 25 30+5 30 

2003 20 20 20 25+5 25 25 25 25 30+5 30 30 

2002 20 20 25+5 25 25 25 25 30+5 30 30 30 

2001 20 25+5 25 25 25 25 30+5 30 30 30 30 

2000 25+5 25 25 25 25 30+5 30 30 30 30 31+5 

1999 25 25 25 25 30+5 30 30 30 30 31+5 32 

1998 25 25 25 30+5 30 30 30 30 31+5 32 33 

1997 25 25 30+5 30 30 30 30 31+5 32 33 34 

1996 25 30+5 30 30 30 30 31+5 32 33 34 35 

1995 30+5 30 30 30 30 31+5 32 33 34 35 35+5 

1994 30 30 30 30 31+5 32 33 34 35 35+5 35 

1993 30 30 30 31+5 32 33 34 35 35+5 35 35 

1992 30 30 31+5 32 33 34 35 35+5 35 35 35 

1991 30 31+5 32 33 34 35 35+5 35 35 35 35 

1990 31+5 32 33 34 35 35+5 35 35 35 35 35+5 

1989 32 33 34 35 35+5 35 35 35 35 35+5 35 

1988 33 34 35 35+5 35 35 35 35 35+5 35 35 

1987 34 35 35+5 35 35 35 35 35+5 35 35 35 

1986 35 35+5 35 35 35 35 35+5 35 35 35 35 

1985 35+5 35 35 35 35 35+5 35 35 35 35 35+5 
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8. EMPLOYEE BENEFITS 

A. Annual Vacations 

4. Term Employees 

1350 hours worked as a term employee shall be deemed to be the equivalent of 
one ( 1) year of service for purposes of vacation entitlement and seniority for Term 
Employees. In the event that a Term Employee is promoted or transferred or 
appointed to a regular twelve (12) month position, service earned as a Term 
Employee shall be carried over to the new position on the basis of the aforesaid 
definition. Further provisions for Term Employees are included in Clause 6.0.2. 
(Pay Procedures). 

5. Definition of Service for Vacation Entitlement 

For the purpose of Clause 8.A. respecting annual vacations, service during the 
calendar year shall include each day for which the employee receives full pay from 
the Board or is in receipt of Worker's Compensation for a period not exceeding 
twelve (12) months. 

6. Reconciliation of Vacation 

Where, due to an employee changing from twelve (12) month to term status, or 
vice versa, any vacation owed will be reconciled prior to the end of the calendar 
year for tax purposes. The actual recovery of overtaken vacation entitlement will 
be done over a mutually agreeable time period, which may extend into the 
subsequent year. 

7. Temporary Service 

Those employees who were hired prior to 1991 and have "temporary service" on 
their record will have such temporary service recognized for vacation entitlement 
purposes. 

B. General Holidays 

The following general holidays shall be observed as holidays and shall be paid at the 
regular rate of the employee: 

New Year's Day B.C. Day 
Family Day Labour Day 
Good Friday Thanksgiving Day 
Easter Monday Remembrance Day 
Victoria Day Christmas Day 
Canada Day Boxing Day 
National Day of Truth and Reconciliation 

1. Day In Lieu 

When a general holiday listed above falls on a day that is a rest day for an 
employee and an alternate day is not proclaimed in its place, then the employee 
shall be given another day off, of the employee's choice, in lieu thereof. Seniority 
in the bargaining unit shall be the determining factor in the selection of the day in 
lieu. 
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8. EMPLOYEE BENEFITS 

B. General Holidays 

2. Entitlement to Statutory Holidays 

All employees who are permanent, probationary, or temporary shall receive 
those statutory holidays which fall after the date of appointment and within a 
calendar month in which the employee has worked. 

Part-time employees who work less than five (5) days per week will receive a 
pro-rated amount, when the holiday falls or is observed on other than a working 
day for the employee. 

3. Additional Statutory Holidays 

Additional statutory holidays shall be any day proclaimed to be a public holiday 
by the Provincial or Federal Government and by the Board. 

4. Work on Statutory Holiday 

All hours worked on a statutory holiday or a day proclaimed in lieu of such 
holiday shall be paid for at double time in addition to regular pay. The latter may 
be taken as a day off in lieu at the request of the employee. 
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8. EMPLOYEE BENEFITS 

C. Sick Leave 

1. Initial Sick Leave Credit 

Upon appointment to permanent staff following probation an employee shall 
receive sick leave credit in accordance with Clauses 8.C.3.(a) (Full-Time 
Employees) and 8.C.3.(b) (Term Employee) below. 

2. Advance of Sick Leave Credit 

An employee on probation shall be advanced up to seven (7) days of sick leave, 
but if the employee ceases employment without qualifying for the above benefit, 
the advance will be deducted from pay on termination of their employment. 

3. Accumulation of Sick Leave Credits 

(a) Full-Time Employees 

Thereafter, except as otherwise provided in th is Agreement, sick leave 
credits shall be earned while the employee is on duty at the rate of twenty 
(20) days per year, ten (10) days for a half-year, and one and one-half 
(1 ½) days a month for less than a half-year. When the employee is not on 
duty, the accumulation of sick leave credits will continue only if the 
absence is with pay. Sick leave may be accumulated to a maximum of two 
hundred and sixty-one (261) working days. 

(b) Term Employee 

A Term Employee shall earn credits as above at the rate of seventeen (17) 
days per annum cumulative to a maximum of two hundred and ten (210) 
days. 

4. Sick Leave - Maternity/Adoption Leave 

An employee who has been on Maternity Leave or Adoption Leave who has given 
notice to return from Maternity Leave or Adoption Leave and has received 
confirmation of a position and of a date for commencement of work by the Board 
and is unable to report for work on that date because of illness may use sick leave 
if such is available in the accumulated sick leave credit of that employee. The 
Board shall be informed of the illness with as much notice as possible. A doctor's 
certificate for the period of absence shall be presented by the employee on return 
to work to Employee Services. 
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8. EMPLOYEE BENEFITS 

D. Municipal Pension 

1. Contributions 

Employees who qualify for participation in the Municipal Pension Plan, in 
accordance with Municipal Pension Plan regulations, shall contribute to the 
Municipal Pension Plan, except where the regulations provide for optional 
participation . The Board's contribution will be paid only when the employee is in 
receipt of pay from the Board or when an employee is on W.C.B., sick leave with 
pay or maternity leave. 

(Refer to Clause 6.M.3. (Job Sharing) for employees in a job sharing arrangement.) 

2. Municipal Pension Plan/LTD {prev. 11.AA) 

Employees who are on Long Term Disability shall continue to receive both 
pensionable and contributory service in accordance with the Municipal British 
Columbia Pension Corporation. 

E. Deferred Savings 

1. The Board shall contribute two per cent (2%) of the salaries of Permanent Full­
Time Employees, and the said employees shall contribute an equal amount. The 
contributions are deposited in a trust fund for the benefit of the employee, and can 
be withdrawn by an employee in accordance with the contract covering the trust 
fund with the trust company. 

2. Employees on continuous appointment working twenty (20) hours a week or more 
shall receive deferred savings in the same form as received by Permanent Full­
Time Employees described in 1. above. In addition an employee who becomes 
qualified to earn Municipal Pension shall, by that fact, also qualify to earn deferred 
savings. 

3. Withdrawals from Deferred Savings are to be processed on-line. 
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8. EMPLOYEE BENEFITS 

F. Medical Insurance 

1. Medical Services Plan 

The Board will contribute one hundred per cent (100%) of the premiums for 
Medical Services Plan of B.C. for eligible employees (and eligible family members) 
who elect to participate. 

2. Extended Health 

The Board will contribute one hundred per cent (100%) of the premium of the 
Pacific Blue Cross Extended Health Benefits Plan for eligible employees who elect 
to participate, to a maximum of $25,000 every twenty-four (24) months, with fifty 
($50) annual deductible and no co-insurance. 

The sample of services covered includes: 

The eyeglass option will provide a maximum of five hundred dollars 
($500.00) payable every twenty-four (24) months with no deductible and 
no co-insurance. 

EHB Pay -Direct Drug Card - Extended Health Benefit services will be 
extended to include the direct pay card. 

Clinical Psychologist - One thousand dollars ($1000) per twelve (12) 
months, effective upon ratification of the 2022 - 2025 Collective 
Agreement. 

The hearing aid option will provide one thousand five hundred dollars 
($1,500) every thirty-six (36) months with no deductible and no co­
insurance. 

The child hearing aid option will provide an additional four hundred dollars 
($400.00) every sixty (60) months with no deductible and no co-insurance. 

Employees can obtain benefit information by logging into the benefit carrier 
website. 

3. Contributions During Sick Lea 

In the case of absence for illness the Board's contribution will be maintained while 
the employee is in receipt of pay. When absent due to illness and not in receipt of 
pay, the benefits may continue in force and with the employer contributing fi fty 
percent (50%) and the employee contributing fifty per cent (50%) of the 
premium cost through the Board if they desire up to a maximum of three (3) 
months, upon ratification fo the 2022 - 2025 Collective Agreement. 

4. Term Employee 

All Term Employees who qualify shall receive medical benefits for twelve (12) 
months as per 8.F.1. (Medical Services Plan) and 8.F.2. (Extended Health). 
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8. EMPLOYEE BENEFITS 

F. Medical Insurance 

5. Dental Plan 

A permanent employee shall participate in the dental plan on successful 
completion of probation, or ten (10) months' continuous employment with the 
Board in any capacity subject to Clause 2.B.2.(a) (Temporary Employee). 

If an employee wishes to enrol their common-law spouse in the dental plan, the 
definition in Clause 2.G. (Legal or Common Law Spouse) shall apply, i.e. , a partner 
who, at the time of the qualification, is publicly maintained and represented as the 
employee's spouse and has continuously been so maintained and represented for 
at least the previous twelve (12) months. 

Premiums for the dental plan will be one hundred per cent (100%) paid by the 
Board. 

(a) The following employees have twelve (12) months coverage for dental 
benefits per year: 

(i) All Permanent Employees, including permanent Term, who have 
completed four (4) months of continuous service. 

(b) The following benefits shall be provided, effective upon ratification of 
the 2022 - 2025 Collective Agreement: 

(i) Plan (A) 

(ii) Plan (B) 

(iii) Plan (C) 

Basic Dental Services paying for ninety-five per 
cent (95%) of the approved schedule of fees. 

Prosthetics, Crowns and Bridges paying for 
seventy-five per cent (75%) of the approved 
schedule of fees. 

Dental Implants paying up to a maximum of 
one thousand dollars ($1000) per tooth per 
lifetime. 

Orthodontics paying for seventy per cent (70%), 
of the approved schedule of fees to a lifetime limit 
of six thousand dollars ($6,000) per person. 

(c) Dependent children, as defined in the Income Tax Act, who are over the 
legal age for coverage in the plan shall be covered with an appropriate 
rate for such coverage shared by the employee and the Board. 

G. Group Life Insurance 

1. The Board shall provide Group Life Insurance for all employees covered by this 
Agreement who have been appointed to the permanent staff, in the amount of 
$100,000. The full premium shall be paid by the Board with effect from 1980 
December 31. The Board has the right to determine the carrier or to self-insure. 
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8. EMPLOYEE BENEFITS 

G. Group Life Insurance 

2. The life insurance coverage shall remain in effect while an employee is in receipt 
of salary or is on leave of absence without pay with permission of the Board. 
Moreover, the coverage shall continue for thirty (30) days after termination by an 
employee. For Term Employees on permanent status coverage shall apply during 
the months of July and August 

3. The terms of this coverage shall be given to each new eligible employee and sent 
by mail to all employees presently on staff. 

H. Gratuity Plan 

1. Accumulation of Credits 

All employees except Term Employees shall accumulate gratuity credits at the rate 
of one (1) day for each quarter in the employ of the Board (i.e. , three (3) calendar 
month period). Providing, however, that should an employee not be in receipt of 
wages due to a leave of absence without pay in excess of four (4) weeks in a 
quarter no gratuity day will be credited for that quarter. The annual total shall be 
four (4) days. One (1) day shall be subtracted from the accumulated credits of the 
employee for an absence due to illness in a quarter, providing however that one­
half (½) day only shall be subtracted for an absence of one-half (½) day and not 
more than one (1) day shall be subtracted in any one (1) quarter. 

Term Employees shall earn one (1) gratuity day in each of the periods January -
March, April - June, and September - December making a total of three and one­
half (3.5) gratuity days in a calendar year subject to the same conditions as above. 

Gratuity credits earned in any calendar year do not become an entitlement until 
the completion of the calendar year in which they are earned unless an employee 
leaves the services of the Board for any reason. Term Employees shall earn one 
and one-half (1½) days gratuity for September-December. 

(a) Part Year of Service 

Credit earned for a part year of S\=rvice (e.g., first year and/or the last, or 
during probation with effect from 1986 September 1 will be given on a pro .. 
rata basis to the nearest one-half(½) day. 

(b) Illness 

Should an illness extend from one (1) quarter into the next quarter, such 
illness shall, for the purposes of this plan, be considered as occurring only 
in the first quarter of the illness. If the same illness extends into a third or 
subsequent quarter deductions will resume as per 8.!::!.1. (Accumulation of 
Credits). 

2. Use of Credit 

An employee may use banked days for special and personal reasons, without 
penalty, subject only to the approval of the Department Head, Division Head or 
Principal. Such approval shall not be unreasonably withheld. 
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H. Gratuity Plan 

3. Gratuity Plan Payout 

Effective January 2014 gratuity days earned in a year shall be paid for on the last 
pay cheque in January of the following year at the composite rate of pay used for 
salary purposes which was in force during the last month of the preceding year, or 
shall be placed in a bank. Employees are permitted to accumulate a carry over of 
twenty (20) days as in 8.H.2. (Use of Credit) above at the employee's option. Each 
em ployee will be notified electronically in December and paid out on the last 
pay date of January unless they elect otherwise via Employee Self-Service. 
The Payroll Department shall be notified of the employee's intention to exercise 
the option to bank rather than receive payout. with the election open from 
December 01 - 31 annually. 

4. Definition of Illness 

Illness in this clause shall mean non-occupational sickness or injury 

5. Payment of Banked Gratuity 

(a) Cash 

(i) Upon retirement on or after attaining minimum retirement age, or 
(ii) Upon retirement with permanent disability , or 
(iii) Upon leaving the Board's employ, or 

(b) Leave 

As leave at any time subject to the following: 

(i) Permission from the Division Head, Department Head or Principal. 
(ii) As time off on termination for any reason other than as described 

in (a) above. 

I. Special Payment in Case of Employee's Death 

In the event of the death of an employee who, at the time of death had been employed by 
the Board continuously for six (6) months, the Board shall pay one (1) month's salary to 
the widow or widower of the deceased, or to the estate if there is no widow or widower. 
This payment is in addition to any amount earned by the deceased up to the date on which 
they were last employed by the Board. 

The Board shall also pay a sum equal to one-half(½) the accumulated sick leave up to a 
maximum of fifteen (15) days pay. 

The Board shall continue the medical and dental benefits to the dependents of the 
deceased employee for a period of six (6) months after the death of the employee. Such 
continuation shall be paid for in full by the Board. The dependents shall be notified in writing 
of the terms of this provision when severance and other benefits are paid out. 
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8. EMPLOYEE BENEFITS 

J. Employee Assistance Program 

All permanent employees, full and part time, and their dependents and immediate family 
members (living in the same household) have access to the Employee Assistance 
Program. 

K. Public Education Benefits Trust 

The Parties have agreed to participate in the Public Education Benefits Trust (PEBT) and 
to place their dental, extended health and group life insurance coverage specified in this 
Clause with the PEBT. 

The Parties have further agreed to participate in the government funded "Core" long term 
disability plan and the Joint Early Intervention Service provided through the PEBT. 
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9. ABSENCE FROM DUTY 

A. Paid Time Off 

Paid time off may be taken within the provisions of the Collective Agreement as outlined in the 
following clauses: 

6.F.(d) 
8.A. 
8.A.3. 
8.H.3. 

Compensating Time Off 
Annual Vacation 
Supplementary Vacation 
Gratuity Plan 

B. Non-Occupational Sickness and Injury 

1. Use of Sick Leave Credits 

(a) When an employee is absent because of illness, (including an accident 
other than that covered by Workers' Compensation) no deduction from pay 
shall be made until the expiry of their accumulated sick leave credits. 

(b) A deduction shall be made from accumulated sick leave credits of all 
working days absent with pay, due to illness of the employee. An 
employee will be entitled to use up to ten (10) days per year of sick leave 
credits to attend to the illness of their spouse, parent or child. If an 
employee has utilized the ten (10) days, they may access other time 
available such as vacation or gratuity to cover further absence due to 
attending to the illness of a spouse, parent or child. This entitlement will 
also be available to attend to the illness of an immediate family member 
who is resident in the employee's household as defined by Clause 9.G.1. 
(Death of a Family Member). 

2. Medical Certificate 

(a) 

(b) 

Any employee absent because of their illness or that of an immediate 
family member, may be required to have a duly qualified medical 
practitioner licensed to practice in the Province of British Columbia 
complete a Board Employee Health Form, certifying that the employee 
was unable to carry out their duties due to illness or confirming the illness 
of the immediate family member, as appropriate. When this is required, 
the Board will ensure the employee is provided with the Board Employee 
Health Form to be completed within a reasonable period coincident with 
the employee's absence. 

Whenever the Board requires an employee to have a medical certificate, 
or to have a Board Employee Health Form completed, the Board shall 
reimburse the employee for the cost incurred for such certificate/form to a 
maximum of one hundred and fifteen dollars ($115), effective upon 
ratification of the 2022 - 2025 Collective Agreement. The employee 
shall produce a receipt from a duly qualified medical practitioner together 
with the medical certificate/form to Employee Services and it shall be the 
responsibility of Employee Services to ensure that the employee is 
reimbursed the cost of such certificate/form. 
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9. ABSENCE FROM DUTY 

B. Non-Occupational Sickness and Injury 

(c) When an employee is required to travel for medical reasons, the employee 
must submit a medical certificate/form verifying the medical necessity for 
travel, in order to qualify for sick leave benefits during the period of travel. 
The medical certificate/form must predate the date of travel. 

C. Accidents or Illness Covered by Workers' Compensation Board 

1. Use of Sick Leave Credits 

Where an employee suffers from a disease or illness or incurs personal injury 
(which disease, illness or injury is hereinafter called the "disability") and is entitled 
to compensation under the Workers' Compensation Act, they shall not be entitled 
to use sick leave credits for time lost, during the first twelve (12) months, by reason 
of any such disability. 

2. Reimbursement of Workers' Compensation to the Board 

All monies received by an employee by way of compensation for loss of wages 
under the Workers' Compensation Act when the employee is entitled to a top up 
of their salary, shall be paid to the Board. The Board will provide a supplement 
sufficient to give the employees their regular gross income as calculated including 
any premiums. After twelve (12) calendar months, the amount paid to the 
employee by the Board shall be charged against the accumulated sick leave credit 
of the employee on a proportionate basis for as long as the accumulation of sick 
leave credit permits. 

3. Definition 

Compensation does not include a disability pension or other final settlement award 
arising from such disability. Compensation means periodic payments during the 
period of temporary disablement. 

D. Return to Work 

When an employee, supported by their medical practitioner or rehabilitation consultant, 
requests an accommodation to return to work or a gradual return to work, the Union will be 
notified of the request and proposed accommodation. Where an accommodation is 
arranged and the employee is placed in a permanent position at a lower pay grade than 
the original position, the employee will be paid at the rate of the new position, except that 
during the first month of the accommodation schedule, the employee will be paid at the 
rate of the original position. 

E. Disabilities Not Covered by Workers' Compensation Board 

Where an employee is paid wages by the Board while absent from employment by reason 
of any disability other than one for which they would be entitled to receive Workers' 
Compensation benefits, and the employee subsequently recovers such wages or any part 
thereof from any source, then the employee shall pay the amount so recovered to the 
Board. Upon the Board receiving such amount it shall credit the employee paying the same 
with the number of days of sick leave proportionate to the amount so recovered. 

Page 58 



9. ABSENCE FROM DUTY 

F. Compulsory Quarantine 

Salary for time lost due to compulsory quarantine shall be paid to permanent employees 
when certified by the Medical Health Officer and is not chargeable against sick leave. 

G. Bereavement Leave 

Bereavement Leave will normally be taken within one week of the death of the family 
member. Where circumstances do not allow the leave to be taken within one week, 
exceptions may be granted by written application to the appropriate representative from 
Employee Services. Term employees who are bereaved during Christmas Break and 
Spring Break lay-off will be granted their Bereavement Leave upon return from Christmas 
Break and Spring Break. This provision in no way alters the employment relationship 
between Term employees and the Board and is provided strictly for compassionate 
reasons. 

1. Death of Family Member 

Bereavement Leave without loss of pay shall be granted for a period not to exceed 
three (3) working days in the case of the death of: 

(a) an employee's spouse, common-law spouse, child, ward, brother, sister, 
parent, parent-in-law, guardian, grandparent, grandchild, daughter-in-law, 
son-in-law, grandparent-in-law, step-brother, step-sister, step-mother, 
step-father, brother-in-law, sister-in-law, or 

(b) other person/s, if resident in the employee's household, when the 
employee is required to attend to the affairs of the deceased. 

Permanent, Probationary or Temporary Employees, when on assignment, shall be 
eligible for Bereavement Leave. 

2. Bereavement Leave 

Any employee who qualifies for Bereavement Leave without loss of pay under 
Clause 9.G.1.(Death of a Family Member), and who is required to attend to the 
affairs connected with the funeral/ceremony and/or to travel in connection with the 
funeral to a point outside the Lower Mainland of British Columbia (defined as the 
area included within the Metro Vancouver Regional District, Fraser Valley Regional 
District west of Hope, Squamish-Lillooet Regional District south of Whistler and 
Sunshine Coast Regional District) shall be granted upon request an additional 
leave without loss of pay for a further period of two (2) working days. 

3. Request for and Processing of Leave 

Requests for leave under Clauses 9.G.1 (Death of a Family Member) and 9.G.2 . 
(Bereavement Leave) shall be submitted to Employee Services for processing. 
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9. ABSENCE FROM DUTY 

G. Bereavement Leave 

4. When on Annual Vacation 

An employee who qualifies for Bereavement Leave without loss of pay under 
Clause 9.G.1. (Death of Family Member) may be granted such leave when on 
annual vacation if approved by the appropriate representative from Employee 
Services. 

5. When on Sick Leave 

An employee who is absent on sick leave with pay, may convert their sick leave to 
Bereavement Leave as provided in Clause 9.G.1. (Death of Family Member). 
However, an employee on sick leave without pay or on Workers' Compensation 
Wage Loss Benefit shall not be entitled to such Bereavement Leave. Requests for 
conversion under this clause should be submitted in writing to Employee Services. 

6. Attendance as Mourner at a Funeral 

Effective upon ratification of the 2022 - 2025 Collective Agreement, an 
employee may be granted leave of up to one full shift without loss of pay in order 
to attend a funeral as a pallbearer or a mourner. 

H. Maternity Leave 

1. An employee shall be entitled to Maternity Leave, without pay, from the date of 
separation from employment for a period of twelve (12) months or a shorter period 
if the employee requests , commencing eleven (11) weeks immediately before the 
estimated date of birth or later if the employee requests. 

2. A pregnant employee who elects to request Maternity Leave shall provide 
Employee Services with a medical certificate/Board Employee Health Form from a 
duly qualified medical practitioner stating that the employee is pregnant and the 
estimated date of birth . Such certificate/form shall be provided not later than three 
(3) months prior to the estimated date of birth. Medical certificates/forms are 
available from Employee Services. 

3. Where an employee gives birth before a request for leave is made, the Board shall , 
on the employee's request and on receipt of a certificate/form of a medical 
practitioner stating that the employee has given birth on a specified date, grant the 
employee Maternity leave immediately in accordance with Clause 9.H.1. 
(Maternity Leave). 

4. Where a pregnancy is terminated before a request for leave is made the Board 
shall, on the employee's request and on receipt of a certificate/form from a medical 
practitioner stating that the pregnancy was terminated on a specified date, grant 
the employee sick leave for the period specified by the medical practitioner. 
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H. Maternity Leave 

5. Where a pregnancy is carried to full term and results in a still birth, the Board shall, 
on the employee's request and on receipt of a medical certificate/ form from a duly 
qualified medical practitioner, grant the employee Maternity Leave for the period 
specified by the medical practitioner and in accordance with the provisions of the 
Employment Standards Act for Pregnancy Leave and the Employment Insurance 
Act. 

6. Regardless of the date of commencement of Maternity Leave, no employee shall 
be permitted to work during the six (6) weeks following the date of birth, unless the 
employee requests a shorter period. 

7. Requests to return to work after a period shorter than six (6) weeks must be given 
in writing to the Board at least one (1) week before the date the employee indicates 
the employee intends to return to work with a certificate/form from a medical 
practitioner stating that the employee is able to resume work. 

8. An employee who has been granted Maternity Leave shall notify their 
Administrator/Supervisor and Employee Services at least four (4) weeks before 
the employee intends to return to work. An employee who does not contact 
Employee Services at least four (4) weeks before the expiry of their leave, shall be 
considered to have voluntarily resigned from the Board. 

9. Where an employee is granted Maternity Leave and for reasons related to the birth 
or termination of the pregnancy as certified by a medical practitioner, is unable to 
return to work after the maternity leave expires, the employee shall be granted a 
further leave of absence from work, without pay, for a period not exceeding a total 
of six (6) consecutive weeks. 

10. Any illness arising from the pregnancy requiring leave will be considered sick leave 
for the period specified by a medical practitioner. However, an employee on 
Maternity Leave shall not be entitled to Sick Leave for any incapacity and disability 
arising from a normal delivery and subsequent convalescence. 

11 An employee who has notified the Board of their intention to return to work and on 
the date agreed between the employee and the Board for the commencement of 
work is ill and unable to return to work, shall be entitled to be paid sick leave 
benefits provided that the employee has sufficient sick leave credits and produces 
a medical certificate/ Employee Health Form duly completed by their attending 
physician to the Board. Sick leave used under these circumstances shall not be 
regarded as Maternity Leave nor as an extension of it. The Board shall be informed 
of the illness with as much notice as possible. A medical practitioner's certificate 
for the period of absence shall be presented by the employee on return to work to 
Employee Services. 

12. Where Maternity Leave is taken, the Board shall pay the premiums for all benefits 
except Municipal Pension, for each month of leave including July and August for 
Term Employees. The Board shall continue to pay its share of Municipal Pension 
contributions provided the employee elects to continue to pay their share of 
contributions as per the Municipal Pension Plan. Maternity Leave is considered 
service for purposes of earning vacation, vacation pay, Municipal Pension (if so 
desired by the employee), medical, dental, extended health, group life and accrual 
of seniority. 

Page 61 



9. ABSENCE FROM DUTY 

H. Maternity Leave 

13. Upon application from the employee, Maternity Leaves of term employees, ending 
within eight (8) weeks of the end of a school year may be extended to the end of 
the school year as unpaid personal leave. 

14. An employee who resumes employment on the expiration of Maternity Leave shall 
be reinstated in all aspects by the Board to their previous position, or in a 
comparable position if their position no longer exists, and with all increments to 
wages and benefits to which the employee would have been entitled had the leave 
not been taken. 

15. Where the Board has suspended or discontinued operations during an employee's 
Maternity Leave and has not resumed operations upon termination of the leave, 
the Board shall, on resumption of operations,' comply with Clause 9.H.17. 

16. The Board shall not terminate an employee, or change a condition of employment 
of an employee without the employee's written consent because of an absence 
arising from the employee's pregnancy, unless the employee has been absent for 
a period exceeding that set out in this Clause or unless the change was a 
negotiated change to the Agreement between the Board and the Union. 

17. At the employee's option the balance of vacation earned during Maternity Leave 
may be taken as pay rather than paid leave at the end of the Maternity Leave. 

18. In the event that an employee on Maternity Leave returns to active employment 
for a period of less than twelve (12) months, Clause 9.H.13. shall NOT apply for 
the period subsequent to the first six (6) months of leave. The employee will be 
deducted for the employee's share of the costs of any benefit premiums paid by 
the Board during that period. This time will not be considered service for the 
purposes of earning vacation , vacation pay, Municipal Pension, or other benefits 
as outlined in this Agreement. 

19. Maternity S.U.B. Plan: 

(a) The Board agrees to provide a Supplemental Unemployment Benefit 
(S.U.B.) Plan with the Employment Insurance (E.I.) Act in respect of 
Maternity benefits. 

(b) Where a permanent employee takes maternity leave pursuant to Article 
9 . .!:::!. (Maternity Leave) and successfully applies to E.I. , the Board shall pay 
the following: 

(i) Ninety-Five per cent (95%) of the employee's current salary to a 
maximum annual salary not greater than the Canada Revenue 
Agency (CRA) maximum annual insurable earnings at the start 
date of the leave for the calendar year in which the S.U.B. 
payment commences for the Employment Insurances (E.I.) 
applicable waiting period, and 
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H. Maternity Leave 

(ii) Where the employee is eligible to receive E.I. Maternity benefits, 
the difference between ninety-five per cent (95%)of the 
employee's current salary, to a maximum annual salary 
determined by CRA, and the amount of the E.I. benefits received 
by the employee for the further fifteen (15) weeks of maternity 
benefits. 

(iii) Subject to the approval of the Employment Insurance 
Commission, a parent who is a permanent employee of the Board 
and who, due to the death or disability of the birth parent, has 
applied for and is in receipt of Employment Insurance maternity 
benefits will be eligible to receive S.U.B. Plan payments as 
provided in this Clause. 

(c) Income tax rules or regulations may require a payback of Employment Insurance 
earnings, depending upon the tax rules in effect at the time an employee is 
receiving maternity benefits. Under the S.U.B. Plan, the Board does not guarantee 
any specific level of earnings but rather is liable only for the payment of the 
maternity benefit as described in this Clause. The Board, under no circumstances, 
will be responsible for any paybacks arising from changes to or the application of 
tax rules or regulations. 

I. Adoption Leave 

1. Adoption Leave shall be granted in accordance with the Employment Standards 
Act. All relevant provisions of Maternity Leave shall apply , provided that the S.U.B. 
plan is approved by E.I. The language terms in Clause 9.H. (Maternity Leave) shall 
be appropriately interpreted (e.g. birth/adoption). 

A request for adoption leave must be accompanied by a letter from the placement 
agency providing evidence of the adoption of the child . 

2. Leave without pay shall be granted to either parent for mandatory interviews or 
travelling time to receive the child by written application to Employee Services. 

(a) The Board agrees to provide a Supplemental Unemployment Benefit 
(S.U .B.) Plan with the Employment Insurance (E.I.) Act in respect of 
Adoption benefits. 

(b) Where a permanent employee takes adoption leave and successfully 
applies to E.I., the Board shall pay the .following: 

(i) Effective 1999 April 01 ninety-five per cent (95%) of the 
employee's current salary to a maximum annual salary not greater 
than the Canada Revenue Agency (CRA) maximum annual 
insurable earnings at the start date of the leave for the calendar 
year in which the S.U .B. payment commences for the Employment 
Insurance (E.I.) applicable waiting period. 
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I. Adoption Leave 

(ii) Effective 1999 April 01, where the employee is eligible to receive 
E.I. adoption benefits, the difference between ninety-five per cent 
(95%) of the employee's current salary, to a maximum annual 
salary determined by CRA and the amount of the E.I. benefits 
received by the employee for the duration of the S.U.B. plan in 
Clause 9.H.19. (Maternity S.U.B. Plan ). 

(c) Income tax rules or regulations may require a payback of Employment 
Insurance earnings, depending upon the tax rules in effect at the time an 
employee is receiving adoption benefits. Under the S.U.B. Plan, the Board 
does not guarantee any specific level of earnings but rather is liable only 
for the payment of the adoption benefit as described in this Clause. The 
Board, under no circumstances, will be responsible for any paybacks 
arising from changes to or the application of tax rules or regulations. 

J. Parental Leave 

Parental Leave without pay will be provided in accordance with the current Employment 
Standards Act. 

K. Leave for Union Business 

1. Negotiations and Third Party Intervention 

The Board agrees that when representatives of the Union leave their employment 
temporarily in order to carry on negotiations with the Board, or with respect to a 
grievance, conciliation, mediation or interest arbitration they shall suffer no loss of 
pay for the time so spent. There shall be a maximum of five (5) VSB employees 
representing the Union in attendance at negotiations, conciliation, mediation or 
interest arbitration; provided that if the Union sends more than five (5) VSB 
employees the Board shall invoice the Union for the total costs of the additional 
employees' pay and benefits. 

2. Grievances and Grievance Meetings 

Shop Stewards will normally deal with investigations of grievances outside of 
working hours except when dealing with disciplinary actions. When attending to 
grievances, or grievance meetings, the shop steward(s) and employee(s) affected 
will be without loss of pay. Shop Stewards will arrange meetings with the 
Administrator/ Supervisor, as soon as practical and when possible, during working 
hours to ensure there is no undue delay in dealing with the grievance. 

3. Union Business 

The Union will normally give the Board at least one (1) week written notice for 
Union Leaves. Where circumstances do not allow such notice, the Union shall 
contact Employee Services directly to ensure the Administrator/ Supervisor is able 
to be advised of the urgency for the leave. Written notice will be provided to 
Employee Services, Payroll and the Employee's immediate Administrator/ 
Supervisor. 
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K. Leave for Union Business 

The Board further agrees that time off, without pay, shall be granted to official 
representatives of the Union upon application to the Board when it becomes 
necessary to transact busines·s in connection with matters affecting the members 
of the Union. 

4. Full Time Union Office 

(a) Elected or Temporary Appointments 

The Board agrees that any employee who is elected to a full-time position, 
or appointed to a temporary position of up to one (1) year, with the Union 
shall be granted a leave of absence for the purpose of performing such 
duties. The employee shall not lose their seniority in the service of the 
Board, and shall continue to accumulate seniority while performing such 
duties. An employee who resumes employment ori the expiration of full 
time Union Office Leave shall be reinstated by the Board to their previous 
position and with all increments to wages and benefits to which the 
employee would have been entitled had the leave not been taken. 

If the employee's position or any equivalent position does not exist, then 
the employee may elect to fill any vacant position in which they are capable 
of performing. If no such vacancy should exist, then the provisions of 
Clause 6.Q.(Workforce Ad justment and Severance) shall apply with 
severance based on years of service with the Board only. Future 
calculation of severance will include the time spent on Union Leave. 

For the purposes of this Clause, it is recognized that the full-time elected 
Union position is based on the electoral period as defined by the Union 
and may be for more than one ( 1) year. 

(b) Permanent Appointments 

Leave of absence without pay shall be granted to employees who take a 
full time appointed position with the Union for up to one (1) year. The 
employee may return to the same or comparable position following the one 
(1) year of absence. 

5. Reimbursement of Costs to Board 

An employee on leave of absence for Union business shall continue to receive 
their normal pay and benefits. Effective the ratification date of this agreement the 
Board shall invoice the Union for the cost of the employee's pay (hourly rate from 
the schedule of wage rates plus any applicable premiums) plus eighteen point two 
percent (18.2%) which is deemed to reimburse the Board for all benefits 9.,!S.3 
(Union Business). 
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K. Leave for Union Business 

6. Division of Financial Responsibility between Union and Board 

Whenever representatives of the Union and the Board meet in the presence of a 
third party for conciliation, mediation, arbitration or at the invitation of an Officer of 
the Ministry of Labour, or at a Labour Relations Board investigation or hearing, the 
total costs of each of the parties shall be the responsibility of that party, except as 
outlined in Clause 9.K. 1. (Negotiations and Third Party Intervention). The cost of 
an Arbitrator appointed jointly by the parties shall be shared equally. Other 
conditions may be arranged by mutual agreement prior to any such occasion. 

L. Educational Ceremony/Examinations 

1 Ceremony 

One-half (½) day Leave of Absence without loss of pay shall be granted with the 
approval of the Administrator/Supervisor through Employee Services on written 
request by an employee to receive a degree or diploma from a recognized 
educational institution or to be present when a member of the employee's 
immediate family receives a degree or diploma from a recognized educational 
institution. A recognized post-secondary educational institution is recognized by 
the Board as providing educational credits which are widely recognized by other 
employers, professional associations, or other educational institutions. Where a 
difference of opinion may arise the Associate Superintendent, Employee Services 
shall have the final decision. The Board may grant an additional one-half (½) day 
for travel in the event that the educational institute is outside of the Metropolitan 
area of Vancouver. 

2. Examination 

The Board shall grant sufficient time up to one (1) full day without loss of pay for 
an employee to take an examination provided the request is made in writing by the 
employee with the approval of the Administrator/Supervisor through Employee 
Services and provided the examination is administered by a recognized 
educational institution. If the examination is in the evening, one-half(½) day with 
pay shall be granted; if it is during the day, the whole day with pay shall be granted, 
and if it is on the weekend, no time off with pay shall be granted. 

M. Jury Duty/Crown Witness 

Leave of absence without loss of pay or seniority benefits shall be granted to an employee 
who is required to serve as a juror or as a witness for the Crown in any court. The employee 
shall provide Employee Services with as much advance notice as possible. The employee 
shall continue to receive full pay provided that the payment received by the employee for 
the jury service or as a witness for the Crown shall be paid to the Board as soon as 
received. The employee shall present proof of service and of the amount received, to the 
Board on return to duty. All such time spent by the employee shall be considered as time 
worked. 
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N. Personal Leave Without Pay 

1. Personal Leave of up to Five (5) Days 

All employees shall be entitled to take up to five (5) days Personal Leave without 
pay for any reason during a school year subject to operational requirements. All 
such leaves of absence shall be authorized by the employee's supervisor and 
Employee Services, and such leaves will not be unreasonably withheld. 

2. Personal Leave of up to One (1) Year 

Employees may apply for Personal Leave of up to one (1) year once every three 
(3) years. Personal Leave is unpaid and without benefits. An application for leave 
shall be made in writing to the Administrator/Supervisor and Employee Services 
by April 30 for leave to commence the following school year in September and by 
October 30 for leave to commence the following January, or a minimum of two (2) 
months' notice for twelve (12) month employees. 

An employee who has been granted Personal Leave of six (6) months or more, 
shall be responsible for contacting Employee Services at least two (2) calendar 
months prior to the stipulated date of return. An employee who has been granted 
a leave of up to six (6) months shall be responsible for contacting Employee 
Services at least one (1) calendar month prior to the stipulated date of return. In 
all instances, term employees shall be responsible for contacting Employee 
Services by April 30 for return in September, or October 31 for return in January 
of a school year, in order that the Board may prepare for their return to employment 
or to secure a replacement for the employee in the event that such notice is not 
forthcoming. 

An employee who has been granted Personal Leave and does not contact 
Employee Services prior to the stipulated date in this Clause shall be considered 
to have voluntarily resigned from the Board. 

Personal Leaves are unpaid, however, upon receipt of written request from the 
employee, employees have the option to maintain benefits by paying one hundred 
per cent (100%) of the premiums for MSP, Extended Health Benefits, Dental and 
Group Life. • • • 

Granting of leave as outlined in Clause 9.~.2. (Personal Leave of up to One (1) 
Year) for more than once in three (3) years and/or outside of the time deadlines 
listed above will only be given in exceptional circumstances, as specified in the 
application for leave, at the discretion of Employee Services. 

Accepting work with another employer is not an acceptable reason for requesting 
the granting of Personal Leave. 

,I 
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3. Self-Funded Leave of Absence Plan (Deferred Salary Plan) 

An employee may participate in the Self-Funded Leave of Absence Plan in 
accordance with the provisions outlined in Appendix B (Self Funded Leave of 
Absence Plan). Leave granted under this plan would be considered personal. The 
provisions of Clause 9.T. (Benefit Contributions During Leave of Absence Without 
Pay) regarding benefit contributions during leave of absence will apply. The 
employee may return to the same or comparable position. 

0. Educational/Personal Development Leave 

1. Employees can apply for Educational Leave without pay once every two (2) years. 
Educational Leave shall be granted to permanent employees for up to one (1) year 
provided the Administrator/Supervisor and Employee Services approves, and 
proof of acceptance and registration into a bona fide educational program is 
received. A year would normally be a full year commencing in September and 
ending in August of the following year for term employees. Applications for such 
leave shall be submitted by 30 April for Educational Leave to begin in September 
of the following school year. The Board shall then fill the vacancy with a temporary 
employee, either from internal or external sources, for the period of the leave so 
that the employee on Educational Leave may return to the same position following 
the year of absence. 

2. Educational Leaves are unpaid, but upon receipt of a written request from the 
employee, MSP, Extended Health Benefits and Group Life will be maintained by 
the Board. In the event that the employee does not return or returns to active 
employment for a period of less than twelve (12) months, the employee will be 
responsible for repayment of the employer's share of the cost of any benefit 
premiums paid by the Board during the leave period. 

3. An employee may opt to pay in advance one hundred per cent (100%) of the 
monthly premium costs of the dental plan while on Educational/Personal 
Development Leave. 

4. An employee who has been granted Educational Leave shall be responsible for 
contacting Employee Services at least two (2) calendar months prior to the 
stipulated date of return, or by April 30 for return in September and October 31 for 
return in January if a Term employee, in order that the Board may prepare for their 
return to employment or to secure a replacement for the employee in the event 
that such notice is not forthcoming. 

An employee who has been granted Educational/Personal Development Leave 
and fails to contact Employee Services by the stipulated date shall be considered 
to have permanently separated from employment with the Board. 

5. An employee on Educational Leave who, for any reason, finds it necessary to 
curtail the period of the absence may return to employment if suitable employment 
is available but the Board is not bound to guarantee the same position or even 
employment in such cases, until after the period of the leave of absence has been 
concluded. The Board shall make every reasonable effort to locate such 
employees in suitable employment and in the same position if possible. 
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9. ABSENCE FROM DUTY 

0. Educational/Personal Development Leave 

6. On return to employment, seniority is restored to what it was on the date the 
Educational/Personal Development Leave was granted, together with all benefits 
held at that time which remain in the collective agreement. 

P. Parenthood Leave-Without Pay 

1. An employee may request and may be granted Parenthood Leave for a period of 
not more than one (1) year in the event that an employee who is a parent should 
find it necessary to remain at home with a dependent child. 

2. Eligibility extends to parents of either sex. Notice is required in writing to Employee 
Services and, in normal circumstances, request should be made prior to 
September 30, for leave to commence the following January 1 or prior to April 30 
for Parenthood Leave o commence the following September 1. 

3. An exception to Clause 9.f.2. is an employee who requests Parenthood Leave to 
extend a period of Maternity Leave, as provided in this Agreement. Other 
emergency situations beyond the control of the employee may be considered for 
leave at shorter notice. 

4. An employee on Parenthood Leave shall not lose their seniority in the service of 
the Board, but shall not accumulate seniority while on Parenthood Leave. 

5. An employee on Parenthood Leave requesting a return to duty must provide a lead 
time of at least sixty (60) days. The Employee shall be entitled to return to the 
same or a similar position at the Board's discretion. 

6. In the event that the Board does not receive a request to return to duty after twelve 
(12) months from the commencement of Parenthood Leave, the Board shall 
consider the employee as having voluntarily resigned from the Board. 

Q. Religious and Cultural Holidays 

1. 

2. 

Employees shall be granted up to ten (10) days per year witho_ut pay for the 
purpose of honouring holidays prescribed by their faith or culture, to be authorized 
by the appropriate representative of Employee Services. Application will be made 
to Employee Services, outlining the holiday and the religion or culture, at least ten 
(10) working days in advance of the holidays. 

Cultural Leave for Indigenous Employees 

An Indigenous employee is entitled to up to two days' leave with pay 
per school year to observe or participate in traditional Indigenous 
activities that connect these employees to their culture and 
language. 

This leave shall be accessible for any event or activity of significance 
to any Indigenous nation. 
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9. ABSENCE FROM DUTY 

Q. Religious and Cultural Holidays 

Notice will be provided to Employee services at least ten (10) working 
days in advance. Where ten (10) working days' notice is not possible , 
due to the unpredictable nature of the event, then as much notice as 
possible shall be provided. Such leave will not be unreasonably 
denied. 

R. Medical/Dental Appointments 

Effective January 01 , 2023, an employee shall be granted up to fifteen and one-half 
(15.5) hours leave with pay per calendar year beginning in January for the purpose of 
attending to medical, dental or similar appointments. Use of such time will be deducted in 
actual time. Employees will make every effort to schedule appointments outside of working 
hours. An employee may use sick leave credits for time beyond fifteen and one-half (15.5) 
hours per year for medical or dental appointments and will be deducted in actual time. 

S. Internal Interviews. and Meetings 

Employees are entitled to time off without loss of pay to attend Board job interviews and 
other meetings scheduled by the Board requiring the employee's attendance. (See also 
Clause 11 .A .5., Internal Job Interview). 

T. Benefit Contributions During Leave of Absence Without Pay 

An employee may opt to pay, monthly in advance, the monthly cost of the standard benefit 
package, except for Municipal Pension, while on authorized leave of absence without pay, 
except as otherwise provided in this Agreement. Buy-back of pensionable service for the 
leave period may be pursued in accordance with Municipal Pension Plan regulations and 
shall be at no cost to the Board unless required otherwise by the Municipal Pension Plan. 

U. Elected to Public Office 

Employees will be granted unpaid leaves of absence to enable them to run for elected 
Public Office, and, if elected, to serve their term(s) of office. 

Such requests will not be unreasonably denied. 

V. Employment Standards Act 

Employees are entitled to additional Leaves in accordance with the current provisions of 
the Employment Standards Act. 
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9. ABSENCE FROM DUTY 

W. Secondment (prev. 11.B.) 

No employee shall be seconded to another position outside of the Bargaining Unit without 
the employee's agreement. The Union shall be notified in writing of all the particulars of a 
secondment prior to the commencement of the secondment. An employee who accepts a 
secondment shall not accumulate seniority while in the secondment, nor be covered by 
any provisions of the collective agreement. The vacancy created by a secondment shall be 
treated as a temporary vacancy and regular posting provisions shall apply. An employee 
shall not displace a permanent employee when returning to the Bargaining Unit from a 
secondment prior to fifteen ( 15) months. After a period of fifteen ( 15) months in a 
secondment an employee shall lose their seniority and any right to return to a position in 
the Bargaining Unit except as a newly hired employee. While seconded employees are 
responsible for reporting all absences at the time in which they occur to the automated 
dispatch system. 

Pregnant Employees or Employees with Disabilities (prev. 11.V.) 

The Board will make, in co-operation with the Union, every reasonable effort to maintain 
employment for pregnant employees or employees with disabilities in receipt of a medical 
certificate advising against performing their regular duties by providing such employees 
with work that is compatible with their abilities but does not create unnecessary work. 

Actions such as temporary or permanent transfers, temporary or permanent restructuring 
of jobs will be considered and implemented, subject to agreement with the Union. 

The Board will make, in co-operation with the Union, every reasonable effort to maintain 
employment for pregnant employees or employees with disabilities in receipt of a medical 
certificate advising against performing their regular duties by providing such employees 
with work that is compatible with their abilities but does not create unnecessary work. 

Actions such as temporary or permanent transfers, temporary or permanent restructuring 
of jobs will be considered and implemented, subject to agreement with the Union. 
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10. TECHNOLOGICAL CHANGE 

A. Introduction and Disputes 

During the term of this Agreement any disputes arising in relation to adjustment to 
technological change shall be discussed between the bargaining representatives of the two 
(2) parties to this Collective Agreement. 

1. Where the Board introduces, or intends to introduce, a technological change: 

(a) The Board agrees to notify the Union as far as possible in advance of its 
intention and to update the information provided as new developments 
arise and modifications are made; 

(b) Changes which affect the terms and conditions, or security of employment 
of a significant number of employees to whom this Collective Agreement 
applies; and/or 

(c) Which alter significantly the basis upon which the Collective Agreement 
was negotiated are regarded as technological changes and either party 
may, if the dispute cannot be settled in direct negotiations, refer the matter 
directly to an Arbitration Board pursuant to Clause 4. C. (Arbitration). of this 
Collective Agreement, by-passing all other steps in the grievance 
procedure. 

2. No employee shall lose any salary, status or hours of work solely because of 
technological change. Matters relating to training with respect to technological 
change shall be referred to the Joint Training Committee. 

3. Where the Board introduces new machinery, equipment, or other new technology 
to an employee's current job, the Board will provide reasonable training and on­
site familiarization, on Board time between the hours of 08:00 and 17:00 (but 
without overtime premium), as may be appropriate. 

This will not apply where an unreasonable or impractical degree of training and 
familiarization would be necessary for the individual. 

The first sentence of 10.A.2. will nonetheless continue to apply. 
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10. TECHNOLOGICAL CHANGE 

B. Referral to Arbitration Board 

The Arbitration Board shall decide whether or not the Board has introduced or intends to 
introduce a technological change, and upon deciding that the Board has or intends to 
introduce a technological change the Arbitration Board: 

1. shall inform the Minister of Labour of its finding : and 

2. may then or later make any one or more of the following orders: 

(a) that the change be made in accordance with the terms of the Collective 
Agreement unless the change alters significantly the basis upon which the 
Collective Agreement was negotiated; 

(b) that the Board will not proceed with the technological change for such 
period, not exceeding ninety (90) days, as the Arbitration Board considers 
appropriate; 

(c) that the Board reinstate any employee displaced by reason of the 
technological change; 

(d) that the Board pay to that employee such compensation in respect to their 
displacement as the Arbitration Board considers reasonable. 

C. Written Notice of Change 

The Board will give to the Union in writing at least ninety (90) days notice of any intended 
technological change that: 

1. affects the terms and conditions or security of employment of a significant number 
of employees to whom this Collective Agreement applies, and 

2. alters significantly the basis upon which the Collective Agreement was negotiated . 
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11. GENERAL PROVISIONS 

A. Employee Rights (prev. 11.Q.) 

1. Job Descriptions 

Any employee may request a copy of the employee's Job Band Description and 
the related job posting (if available) at any time. 

2. Fair and Equitable Treatment 

(a) Employees will be treated fairly and equitably. There will be no 
infringement on the dignity or status of any employee. 

(b) An employee/employees may request assistance from the Board to 
resolve a workplace dispute or issue. If required , the Board may assign a 
third party to assist with resolving the matter. 

3. Legislation 

All legislation or regulations pertaining to labour and the rights of individuals shall 
be followed in both spirit and practice by the parties to this Agreement. 

4. Harassment 

(a) The Board recognizes the right of all employees to work, to conduct 
business and otherwise associate free from harassment, sexual 
harassment or any of the prohibited grounds as defined in the B.C. Human 
Rights Code. 

(b) Definitions: 

(i) Personal and Psychological Harassment 

Personal and psychological harassment is defined as intentional, 
unconstructive, offensive comments or actions deliberately 
designed to demean an individual or to cause personal humiliation 
and/or intimidation in which a reasonable person would know to 
be offensive and unwelcome and serves no legitimate work­
related purpose. 
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11. GENERAL PROVISIONS 

A. Employee Rights {prev. 11.Q.) 

(ii) Sexual Harassment 

Sexual harassment is unwelcome comment(s) or conduct of a 
sexual nature that may lead to adverse job-related consequences 
for the person to whom the comment or conduct is being directed, 
and which a reasonable person would know to be unwelcome. 

Such behaviour could include but is not limited to: 

• Touching, patting or physical contact 
• Leering, staring or the making of sexual gestures 
• Demands for sexual favours 

• Verbal abuse or threats 
• Unwanted sexual invitations 
• Physical assault of a sexual nature 
• Distribution, display, and/or searching for sexual, offensive, or 

pornographic images and material by any source of media 
• Unwanted questions or comments of a sexual nature 

• Practical jokes of a sexual nature 

To constitute sexual harassment, behaviour may be repeated or 
persistent or may be a single serious incident. 

(c) Written Complaint 

Where an employee believes that they have been subjected to 
harassment as defined under this article, the employee shall submit a 
written complaint to the Labour Relations Department identifying the 
alleged harasser and detailing the specific behaviour or comments which 
are alleged to be harassment. Such a complaint shall be filed within one 
(1) year of the behaviour or comment giving rise to the complaint. 

(d) Review of Complaint 

Employee Services shall take appropriate action to address the complaint. 
Such action will include a review of the complaint and a recommendation 
may be made regarding mediation, more detailed investigation into the 
allegation(s), and/or dismissal of the complaint. 

(e) Representation 

(i) An employee may approach the Human Rights Commission to file 
a complaint. 

(ii) The complainant and/or alleged offender will have the right to be 
represented by the Union at all meetings in this matter. 

(iii) If an employee is not satisfied with the outcome of the 
investigation procedure, they may file a grievance under the 
grievance procedure, after consultation with the Union. 
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11. GENERAL PROVISIONS 

A. Employee Rights {prev. 11.Q.) 

5. Internal Job Interview 

An employee may request the presence of another member of the Union during 
an internal job interview. In the event that an employee wishes to exercise this 
option, the employee shall give advance notice of several days to Employee 
Services. The name of the person who shall accompany that employee shall be 
provided to ensure the supervisor concerned is notified and a substitute assigned 
if necessary. 

6. Workload 

Any claim of excessive workload may be directed to the Employee Services to be 
dealt with. If not resolved to the satisfaction of either the Board or the Union, the 
claim of excessive workload, while not arbitrable, may be referred to the Associate 
Superintendent - Employee Services and the Union Staff Representative for 
discussion. 

When an emplovee is absent from work, another emplovee may be required to 
carry out some of the duties of the absent employee. In this event priorities shall 
be established by the su pervisor in consultation with the impacted employees 
to accommodate the work to be performed. 

Every effort will be made to re-allocate the prioritized duties in an equitable 
manner. 

7. Work of a Personal Nature 

Employees will not be required to do work of a personal nature unrelated to their 
job or work that is not considered to be legitimate V.S.B. work. Disputes of this 
nature, including related workload concerns, will be dealt with through the normal 
grievance procedures but will not be arbitrable. 

8. Discipline 

When an employee is called to a formal meeting as a result of an investigation for 
cause, the employee shall be notified in advance and shall be advised of the right 
to Union representation . In the event that the employee requests Union 
representation at the meeting, the meeting shall be held at an appropriate time 
when a representative is available to attend the meeting. 

9. Allegations - Unsubstantiated 

(a) An employee who is suspended or who is subsequently reinstated after 
being dismissed as a result of accusations of child abuse or sexual 
misconduct shall be assisted in their return to duty. Such assistance may 
include a period of leave of absence, including up to two (2) weeks with 
pay if the allegations are not substantiated and, notwithstanding the 
applicable posting provisions, first priority for transfer to a vacant position . 
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11. GENERAL PROVISIONS 

Employee Rights (prev. 11.Q.) 

(b) The Board shall meet with the Union and, in consultation with the 
employee, make every effort to agree to any public release of information 
on the matter. 

(c) Where an employee has been under criminal investigation for an incident 
arising out of employment and the Board and the criminal investigation 
show no substantiation of an offense, then the Board and the Union may 
agree to reimburse the employee for legal fees on the following basis. 
Such payment will be limited to costs arising out of a defense. The 
maximum legal fees paid under this provision will be fifteen hundred 
dollars ($1,500.00) from the Board and five hundred dollars ($500.00) from 
the Union and will be paid upon agreement by the parties. Neither party 
shall not unreasonably deny such agreement. 

Personnel File (prev. 11.M.) 

1. Employee Access and Location 

An employee or a designate shall have access to all material contained in the 
employee's personnel file, which shall be maintained aUby Employee Services, at 
a time which is mutually convenient to the employee and the Board. The file shall 
be reviewed by the employee in the presence of a person authorized by the Board, 
at which time a copy of any document in the file shall be made available to the 
employee on request. 

2. Material of Negative or Adverse Nature 

Letters of complaint or reprimand written against any employee covered by this 
Agreement which are placed on that employee's personnel file shall be copied and 
sent to the employee and the Union at the time the letter is filed. Letters of 
complaint may be introduced as evidence in any arbitration hearing arising from a 
grievance, only if this clause has been complied with . 

3. Removing Material of Negative or Adverse Nature 

Written reprimands or other disciplinary action shall remain on an employee's file 
for not less than six (6) working months and not more than twenty-four (24) working 
months, exclusive of leaves of absences and depending on the gravity of the 
reason for the written reprimand or other disciplinary action and providing there 
has been no further related written reprimand or other disciplinary action. If there 
are further related written reprimands or other disciplinary action, the original 
written reprimand or other disciplinary action will remain on the employee's file for 
up to an additional twenty-four (24) working months. The Board shall state on each 
written reprimand or other disciplinary action the period for which it shall remain on 
the personnel file of the employee and that employee and the Union shall be so 
informed. 
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11. GENERAL PROVISIONS 

C. 

D. 

Mileage (prev. 11.0. ) 

Employees in schools who do not normally claim mileage under the standard policy of the 
Board may claim and shall be paid from school funds at the casual rate in effect and set 
by the Finance Division if, as and when required by the Principal to use the employee's 
vehicle on school business. 

Mileage claims by persons in schools are arranged between the employee and the 
Principal. Mileage claims which are paid by central office are required to be submitted at 
the end of the month during which the mileage costs were accrued through the appropriate 
department head to the Accounts Department. 

Parking (prev. 11.P.) 

1. Effective 2001 June 30 employees moved to full cost-recovery rates. 

2. Parking at a reduced rate shall be provided for groups of two (2) or more 
employees working at the Education Centre who have undertaken a car pooling 
arrangement. 

3. Bicycle Storage: The Board will ensure that secure bicycle storage is offered at the 
Education Centre. 

4. Transit Subsidies: The Board will provide an opportunity for employees to 
participate in a bus pass group-purchase plan when offered by the transit authority. 
Passes will be available at the Education Centre for pick-up. 

E. Vehicle Vandalism Compensation (prev. 11.T.) 

1. Claim 

On the production of the Vehicle Vandalism Compensation Declaration of Claimant 
signed by the Principal or Supervisor and the production of a certificate or receipt 
from the I.C.B.C. or garage or auto-body shop that repairs have been done and a 
deductible amount has been made on such claim, that the Vancouver Board of 
Education shall refund to said employee one hundred per cent (100%) of the claim 
up to the deductible amount stipulated in the employees' I.C.B.C comprehensive 
option, to a maximum of three hundred dollars ($300.00). 

This applies only to vehicles damaged on or in close proximity to Board property 
or while the employee is on business authorized by the Board. 

2. Processing 

The affidavit and claim should be sent to the Finance and Administration Division 
by the Principal or Department Head if possible in the month in which the accident 
occurred or as soon as the documentation has been completed. 
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11. GENERAL PROVISIONS 

E. Vehicle Vandalism Compensation (prev. 11.T. ) 

3. Personal Property Claim 

(a) The Board shall reimburse any employee whose personal property is 
stolen or damaged at a worksite or a school function for the replacement 
or repair cost of the property up to one hundred per cent (100%) of the 
deductible amount stipulated in the employee's insurance policy covering 
such perils, to a maximum payment of one hundred dollars ($100.00). The 
employee shall provide the Board with a copy of the claim approval from 
their insurance carrier. 

(b) The employee shall submit their claim on the appropriate V.S.B. claim 
form. Forms shall be available from each worksite office. 

F. Secure Storage (prev.11.W. ) 

G. 

H. 

The Vancouver Board of Education will endeavour to provide sufficient secure (lockable) 
storage for each employee's personal effects at each worksite. The precise arrangements 
will be worked out on a worksite-by-worksite basis. 

Immunization (prev. 11.Z. ) 

Employees who are at risk of Hepatitis B, as determined by the Senior Manager - Health 
& Safety, will be offered appropriate immunization. 

Joint Career Development CommitteeNancouver Board of Education 
Courses -C.E. (prev.11.U. ) 

1. Joint Career Development Committee 

(a) The Joint Career Development Committee shall consist of not more than 
six (6) persons: three (3) representatives appointed by the Union and three 
(3) representatives appointed by the Board. The purpose of the Committee 
is to establish guidelines for approval of reimbursements and make 
recommendations as required regarding the CUPE Local 15 Career 
Development Calendar. Specific workshops would be designed and 
planned by the Committee and administered by the Board, according to 
the guidelines set by the Committee. 

Meetings of the Committee shall be held at the call of the Board or the 
Union, as required and, at a time mutually agreed upon between the Union 
and the Board. All time off for Committee members shall be without loss 
of pay and the Board shall ensure that all such meetings are held within 
normal working hours. Adequate clerical staff should be provided by the 
Board for the work of this Committee. 

(b) Courses that are job related and for career enhancement purposes may 
be approved by the Administrator/Supervisor and Employee Services for 
the career enhancement of the employee. The approval of these courses 
will be subject to the guidelines established by the Joint Career 
Development Committee. The full or partial cost of such courses, having 
been approved before being taken, shall be refunded to the employee on 
proof of attendance and satisfactory completion of the course. (See Form 
#2) 
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11. GENERAL PROVISIONS 

H. Joint Career Development CommitteeNancouver Board of Education 
Courses- C.E. (prev. 11.U.) 

(c) Employees who wish to pursue retraining for a position available within the 
Board or substantive career enhancement, within the Board, which may 
require the employee to take Educational Leave, may apply to the Joint 
Career Development Committee to access funding to cover fifty per cent 
(50%) of the cost of tuition fees and books up to a maximum of one 
thousand dollars ($1,000.00) per year. Five thousand dollars ($5,000.00) 
of the Career Development Fund will be set aside for this training every 
budget year. Effective July 01, 2020, ten thousand dollars ($10,000) of the 
Career Development Fund will be set aside for this training every budget 
year. The amount of reimbursement may be applied to out of town travel. 
Applications will be considered based on seniority. The deadline for 
consideration will normally be April 30 of each year. Applications received 
after April 30 will be considered on a first come first served basis. 

(Please refer to Clause 9.0. Education/Personal Development Leave) for 
details on leave requirements). 

(d) The Board agrees to establish a fund to finance the aforementioned 
workshops and courses which shall not exceed approximately point one 
per cent (.1 % ) of the CUPE Local 15 (VMECW) salary budget for the fiscal 
year to be administered by the Joint Committee. 

Effective July 10, 2020, the Board agrees to establish a fund to finance the 
aforementioned workshops and courses which shall not exceed approximately 
point two per cent (0.2%) of the CUPE Local 15 (VMECW) salary budget for the 
fiscal year to be administered by the Joint Committee. (See also Letter of 
Understanding #2 (Training/Career Development.) 

2. Vancouver Board of Education Courses - C. E 

Effective July 01, 2014 this clause is only in effect if C.E. courses are administered 
and run by the VSB. 

Continuing Education consists of a variety of skill training and personal 
development courses offered by C.E. throughout the year, but does not include 
Summer School or Adult Academic courses. 

(a) Employees may register in, and shall have course fees waived for, any 
Vancouver Board of Education courses, provided that: 

(i) Courses are taken on the employees' own time; 

(ii) Employees adhere to the rules and conditions of courses. 

(iii) No fee-paying student is displaced. 
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11. GENERAL PROVISIONS 

H. Joint Career Development CommitteeNancouver Board of Education 
Courses - C.E. (prev. 11.U.) 

(b) On the first session of the course, the employee must report to the Night 
School Office. 

1£.l Night School staff will determine if there is space in the class . 

.{_Q} If there is space available in the class, the employee must present to the 
Night School Office the C.E. Course Form with photo ID and proof ofVSB 
employment along with payment (if applicable) to be registered. 

ffil Employees are not permitted to lobby instructors to take additional 
students in excess of the course maximum. 

ill The employee is responsible for all per student out-of-pocket expenses 
incurred by the VSB including: 

• The cost of all textbooks. 
• The cost of all materials fees , including materials used in class, and, 

when applicable, reimbursement to the host schools on a per student 
basis. 

• Payment to instructors if the contract with C.E. stipulates a payment 
on a per student basis. 

Some Continuing Education courses require the instructor to prepare kits 
with a value of up to one hundred dollars ($100.00) each, which are to be 
made available to students at the first class . 

In order to facilitate CUPE 15 staff in registering for these courses, the 
following will be in effect: 

The deadline for registering will be listed in the centre description. 

ill The employee must present the C. E. Course Form to C. E. prior to the cut­
off date. On the day following the advertised cut-off date, the employee 
will contact C.E. by phone to register if space is available. 

NOTE: Employees are not permitted to sit in on a class before registering 
as detailed above. 
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12. EMPLOYMENT STANDARDS 

A. Minimum Daily Pay 

1. Subject to 12.A.2., the Board shall pay an employee reporting for work as required 
by the Board, their regular wage for the entire period spent at the place of work, 
with a minimum in any one (1) day of: 

(a) two (2) hours pay unless the employee is unfit to perform their duties or 
they have failed to comply with the Industrial Health and Safety 
Regulations of the Workers' Compensation Board, or 

(b) where the employee commences work, four (4) hours pay unless their 
work is suspended because of inclement weather or other reasons 
completely beyond the control of the Board in which case paragraph (a) 
applies. 

2. The Board shall pay a school student reporting for work on their school day as 
required by the Board their regular wage for the entire period spent at the place of 
work, with a minimum in any one (1) day of two (2) hours pay, whether or not they 
commence work. 

8. General 

The Board agrees that any provision of the Employment Standards Act not specifically 
covered by this Collective Agreement or which is superior to a provision of this Collective 
Agreement shall be deemed to be a part of this Collective Agreement. 
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IN WITNESS WHEREOF the Board has caused these presents to be sealed with the seal of the Board of 
Education of School District No. 39 (Vancouver) and signed by the Chairperson and Secretary-Treasurer 
of the Board, and the Union has caused these presents to be executed under the hands of its proper 
officers duly authorized in that behalf as of the day and year first above written. 

SIGNED, SEALED AND DELIVERED 
BY THE UNION in the presence of 
SCHOOL DISTRICT NO. 39 (VANCOUVER) 

Warren Williams 
President 

Debbie Mohabir 
Secretary-Treasurer 

~~~ th1e Currie 
CUPE 15 Staff Representative 

SEALED WITH THE SEAL OF THE BOARD 
OF EDUCATION OF SCHOOL 
DISTRICT NO. 39 (VANCOUVER) 

Vc.fu:ic--1-- I h , W'.l-3 
Date 

Bargaining Teams 

CUPE Local 15 (VMECW) 

Kathie Currie 
Debbie Mohabir 
Cynthia Schadt 
Christopher Brown 
Vanessa Mani 
Suzette Magri 
Rufa Sese 
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Vancouver Board of Education 

Stacey Alexander 
Ankie Carswell 
Genesee Elba 
Kai Gill 
Helen Mach 
Jessica Wichmann 



Letter of Understanding #1 

2001 June 11; Renewed 2019 July 01; Renewed 2022 July 01 

Mr. Chris Merrick 
National Representative 
CUPE Local 15 (VMECW) 
545 West 1 oth Avenue 
Vancouver, B.C. 
V5Z 1K9 

Dear Mr. Merrick: 

RE: Staffing Ratio , Guaranteed Employment and Reduction in Positions and Permanent Substitutes 

Term 

This Letter of Understanding is effective for the term of this agreement. 

Guaranteed Employment 

The Board is prepared to guarantee the employment of permanent employees (including probationary 
employees) employed prior to 1999 May 14 for the term of this Collective Agreement. Specifically as of 
February 22, 2022, 180 employees. The pay level, status (FTE) and benefits of these 180 employees will 
be maintained (grand-parented) for the term of the collective agreement. 

Reduction in Positions and Permanent Substitutes 

In the event the Board is required to effect a reduction in the total number of positions within a Band, the displaced 
employees will be those with the least seniority in the band. In the event reassignment is required within the band, the 
displaced employees shall have preference to the vacated positions based on seniority in the Band, to take severance, 
pursuant to Clause 11.D., or may choose to become a permanent substitute until a suitable position in the band is 
available. 

Minimum Staffing Ratio 

The Board will maintain a minimum staffing level of a ratio of 1 :72 of K-12 students based on student enrollment as 
confirmed by the 1701 count as of 30 September of each year. Specifically, based on the student enrollment of 55,307, 
the ratio yielded a staffing level of 768 positions for the 1998-1999 school year. 

External Funding 

The Board will maintain positions funded by service contracts (external funding) in keeping with the service delivery 
model outlined in the contracts. For these positions, the Board will continue to request the same funding for the 
programs and services. \/\/here the Board receives the same or better funding, positions will be maintained in keeping 
with the service delivery model outlined in the contracts. The Board will provide the funding information to the Union on 
01 October of each year to determine the level of staffing that will continue each year. \/\/here the contract has changed 
and funding is reduced or the service delivery is changed, the number and types of positions will be adjusted 
accordingly. 

Yours truly, 

Jacquie Griffiths 
Manager - Labour Relations 

Joann Horsley-Holwill 
Employee Services Officer 

Signed at Vancouver, B.C. on this 11 th day of June, 2001 

"Jacquie Griffiths" 
"Joann Horsley-Holwill" 

For the Board 

"Chris Merrick" 
"Jean Dandrea" 

For the Union 
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Letter of Understanding #2 ; Renewed July 01 , 2022 

TRAINING/CAREER DEVELOPMENT 

Training 

The parties to this collective agreement agree to maintain a Joint Training committee with equal 
representation of three (3) members each, and to utilize funds remain ing from the previous workforce 
reduction fund consistent with developed training strategies. 

The Joint Training Committee will review training needs and develop and allocate training resources to 
assist all employees in developing skill sets that will meet the changing operational requirements of the 
Board. 

The Committee will establish training plans for the purposes of facilitating movements into bands, as 
determined operationally feasible by the Board. It shall determine what additional training may be 
required to enable an employee to meet the requirements of the new applicable job band. 

In addition , the Committee shall provide guidance and counselling to these employees to assist them in 
searching and competing for jobs, transfer and promotional opportunities within the Vancouver Board of 
Education. 

The committee will have complete discretion to determining the most cost-effective use of the fund in 
attempting to meet the best interests of the Board and the employees. 

The above initiatives would allow the assessment of skills and provide information in order to establish 
individual skill development plans for all CUPE Local 15 members at the Board. 

Signed at Vancouver, B.C. on this 27th day of April 2001 ; amended April 13, 2004; amended and renewed 
July 01 , 2019; renewed July 01 , 2022 

"Jacquie Griffiths" "Chris Merrick" 

"Joann Horsley-Holwill" "Jean Dandrea" 

For the Board For the Union 
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Letter of Understanding #3; Renewed July 01 , 2022 

Permanent Substitutes 

• Employees with guaranteed employment displaced as a result of positions reductions within a band 

(see Letter of Understanding #1) will be appointed as permanent substitutes until a suitable position 

within the band is available subject to the provisions of Article 6.H. (Vacancies) being satisfied. 

Permanent employees will retain their regular salary and benefits while employed as permanent 

substitutes. 

• The Board will advise the Union (in writing) at the time an employee becomes a permanent substitute. 

• A permanent substitute will be attached to a home school/location. 

• A permanent substitute will be called out by SFE for assignment within their bands for which they are 

qualified and may not decline such assignments. 

• A permanent substitute who is not called out for an assignment will report to their home school on that 

day. 

• Permanent Substitutes will remain on the bi-weekly payroll and will not be required to complete time 

sheets. 

• When a permanent substitute is not available for work (i.e. various leaves as defined by the collective 

agreement), they will contact the home school (for attendance) and report the absence to SFE. 

• Permanent substitutes will be given priority on a seniority basis for long-term temporary assignments 

(two weeks to six months). 

Signed at Vancouver, B.C. on this 27th day of April, 2001 

"Jacquie Griffiths" 

"Joann Horsley-Holwill" 

For the Board 

"Chris Merrick" 

"Jean Dandrea" 

For the Union 
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Letter of Understanding #4; Renewed July 1, 2022 

RE: Proposed School Calendar Changes 

The parties agree that, should the VSB be considering any school calendar changes during the term of 
the collective agreement, representatives of the VSB and CUPE Local 15 will meet to discuss any 
impediments that may be posed by the CUPE Local 15 collective agreement. 

Signed June 8, 2004 by both bargaining teams as part of proposal for settlement 

CUPE Local 15 N MECW} 

Chris Merrick 
Gail Horton 
Helen Kettle 
Ollie Dennison 
Shelley Boychuk 
Joey Lau 
Paul Faoro 

Vancouver School Board 

Jacquie Griffiths 
Joann Horsley-Ho/will 
Nancy Stair 
Peter Andrade 
Patrick Walsh 
Mary Daniel 
Beverley Gill 
James Ion 
Allen Blakey 
Lynda Blundell 
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Letter of Understanding #5; Renewed July 1, 2019; Amended and Renewed July 01 , 2022 

Letter of Understanding 

Between 

The Vancouver Board of Education (VSB) 

and 

Canadian Union of Public Employees, Local 15 (CU PE Local 15) 

The Parties agree to the establishment of a joint working committee to investigate remuneration and 
compensation practices of the current VSB/CUPE Local 15 Gender Neutral Joint Job Evaluation 
Programme and report back to the Parties before the expiry of the Collective Agreement. 

The Parties agree that this joint working committee will amend the current Band Point Range to 
address the gap between School & Student Support A and School & Student Support B point 
ranges. 

Signed March 5, 2013 by both bargaining teams as part of proposal for settlement. 

CUPE Local 15 

Susan Zander 
CUPE National Representative 

Warren Williams 
CUPE Local 15 

Vancouver Board of Education 

Joann Horsley-Ho/will 
Vancouver Board of Education 
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Letter of Understanding #6 
Letter of Understanding 

Between 

Vancouver Board of Education of School District No. 39 (Vancouver) 

- and -

Canadian Union of Public Employees, Local 15 

Re: Service Improvement Allocation (SIA) Fund Carryover 2020/ 21- 2021/ 22 Re-Allocation 

The parties agree to the following for the Service Improvement Allocation (SIA) fund from 2020/ 21-
2021/ 22: 

• To move the remaining SIA monies to a newly formed SIA Committee. 

• The Committee will be comprised of equal members from the Employer and Union. 

• The SIA Committee will re-negotiate a one-time use of the carryover SIA funds allocated for the 

2020/2021 and 2021/2022 school years totaling $401,822.69. 

• The surplus funds from Local Bargaining Money will be added to this fund as follows: 

o Years 2022-2023 of the 2022 - 2025 Collective Agreement totaling $319,538.63 

o Years 2023-2024 of the 2022 - 2025 Collective Agreement totaling $52.54 

o Years 2024-2025 of the 2022- 2025 Collective Agreement totaling $220,128.79 

• These funds will total $941,542.65 

• The use of the funds will be subject to the Public Sector Employers' Council (PSEC) approval. 

• The Committee will determine and agree to the use of these funds no later than June 30, 

2023. 

• Should the Committee fail to meet this deadline, the funds will revert back to the trust of the 

Joint Training Committee. 

/lm1m ded and signed this f Y 
On Behalf of the UntOI'! 

,4$L,&A/4L __ -
-q,~~trlr·-

' 
$rac.ey Alexamier 

Date 
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APPENDIX A 

JOB BANDS AND CURRENT CLASSIFICATIONS 

OFFICE SUPPORT A 
OFFICE SUPPORT B 
Clerk Typist II 
OFFICE SUPPORT C 
OFFICE SUPPORT D 

SCHOOL & STUDENT SUPPORT A 
Alternative Proqram Worker 
Neighbourhood Assistant+ 
Special Education Assistant * 
SCHOOL&STUDENTSUPPORTB 
Community Youth Worker+ 
lndiqenous Education Enhancement Worker+ 
Home and School Worker ✓ + 

Probation Assistant 
Youth and Family Worker I 

Youth and Family Worker II 

INFORMATION TECHNOLOGY SUPPORT A 
INFORMATION TECHNOLOGY SUPPORT B 
Computer Proqrammer - Mini Computer 
Computer Programmer - Main 
Network Suooort Specialist 
Programmer Analvst 
INFORMATION TECHNOLOGY SUPPORT C 
System Analvst 

TECHNICAL & RESOURCE SUPPORT A 
TECHNICAL & RESOURCE SUPPORT B 
TECHNICAL & RESOURCE SUPPORT C 
TECHNICAL & RESOURCE SUPPORT D 
Orientation & Mobility/Lifeskills Coordinator 
TECHNICAL & RESOURCE SUPPORT E 

✓ Language Premium included in wage rate. 

+ Irregular hours of work as per Clause 6.E.3. of the collective agreement. 

* Medication Premium included in wage rate. 
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APPENDIX B 

SELF-FUNDED LEAVE OF ABSENCE PLAN 

Under the definition of a 'Prescribed plan' within Section 248(1) (salary deferral arrangement) of the 
Income Tax Act, the following agreement is to permit members of the Union to arrange a self-funded 
leave of absence by deferring from tax a portion of salary. 

1. DEFINITIONS 

"Accrued interest" means the amount of interest earned in accordance with clause 3.3 on the 
monies retained by the Board on behalf of the participant, calculated from: 

(a) the first day any of such monies has been so retained by the Board, or 
(b) the last day to which interest has been paid in accordance with clause 3.4. 

whichever is later. 

"Union" means CUPE Local 15 (VMECW). 

"Board" means the Board of Education. 

"Agreement" means the agreement in force from time to time between the Board and the Union. 

"Contract year" means the twelve (12) month period from July 01 to June 30. 

"Current compensation amount" means the total compensation payable by the Board to the participant for 
the contract year, including their proper salary and all allowances in accordance with the Agreement. 

"Deferral Period" shall be number of years not to exceed five (5) years for which compensation is deferred 
in accordance with clause 3.1, excluding the years referred to in clauses 4.4 and 4.5, if applicable. 
Therefore, the original deferral period should not exceed five (5) years to allow for the possible application 
of these clauses. 

"Deferred compensation amount" means the portion of the current compensation amount which is 
retained by the Board for a participant in each year in accordance with clause 3.1 and augmented from 
time to time by interest thereon calculated in accordance with clause 3.3 but less all interest paid to 
participant in accordance with clause 3.4. 

"Eligible employee" means a member of the Union. 

"Eligible investor'' means any Canadian chartered bank, any trust company authorized to carry on 
business in the province of British Columbia, and any credit union authorized to carry on business in the 
province of British Columbia. 

"Leave of absence" means the period described in clause 4.1. 

"Memorandum of Agreement" means the agreement described in Form #1 on page 96. 

"Participant" means an eligible employee who has completed a Memorandum of Agreement and whose 
application for participation in the plan has been approved by the Associate Superintendent, Employee 
Services in accordance with clause 2.3. 

"Plan" means the deferred salary leave plan set out in this policy and includes all amendments thereto. 
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2. APPLICATION 

Formal Application 

2.1 In order to participate in the plan, an eligible employee must make written application by 
way of Schedule "B" Memorandum of Agreement to the Associate Superintendent, 
Employee Services, at least three (3) months prior to participation in the plan, or at a date 
otherwise agreed between the Board and the Union, stating the date when the eligible 
employee wishes to participate in the plan. 

Approval 

2.2 The approval of each application made under clause 2.1 shall rest solely with the Associate 
Superintendent, Employee Services. The Associate Superintendent, Employee Services 
shall, at least one (1) month prior to participation in the plan or at a date otherwise agreed 
between the Board and Union advise each applicant of their approval or disapproval of 
their application, and if the latter, an explanation thereof. 

Date of Participation 

2.3 If the Associate Superintendent, Employee Services gives their approval in accordance 
with clause 2.2, the participation of the eligible employee in the plan will become effective 
on the date requested by the eligible employee, or if such date is not agreed to by the 
Associate Superintendent, Employee Services, then on a date which is agreed to by the 
Associate Superintendent, Employee Services and the eligible employee 

3. FUNDING FOR LEAVE OF ABSENCE 

Funding for leave of absence shall be as follows: 

Compensation Deferred 

3.1 During each year prior to the leave of absence, the participant, for a maximum to five (5) 
years, will receive their current compensation amount, less the percentage amount which 
the participant has specified in the Memorandum of Agreement for the year in question 
which is to be retained by the Board. Such percentage amount will be retained by the Board 
and be invested in accordance with clause 3.3. 

Maximum Percentage Deferred 

3.2 The percentage of the annual current compensation amount deferred by the participant 
cannot exceed thirty-three and one-third per cent (33 1/3%). 

Investment of Deferred Compensation 

3.3 The monies retained by the Board for each participant, in accordance with clause 3.1, 
including interest thereon (until paid out in accordance with clause 3.4) shall be pooled and 
shall be invested and reinvested by the Board in investments offered from time to time by 
an eligible investor. The Board shall not be liable to any participant for any investments 
made which are authorized by this clause. 
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3. FUNDING FOR LEAVE OF ABSENCE 

Payment of Accrued Interest 

3.4 The eligible investor shall pay the accrued interest to the participant in January for the 
period ending 31 December. 

Reporting to Participants 

3.5 The eligible investor shall provide semi-annual statements for the periods January to June 
and July to December to each participant as to the deferred compensation amount. • 

4. TAKING LEAVE OF ABSENCE 

The taking of leave of absence shall be governed by the following provisions: 
Qualification to Participate 

4.1 The leave of absence shall occur according to, and be governed by, the Self-Funded Leave 
of Absence plan policy then established by the Board for its employees but shall be for not 
less than six (6) months. 

Manner of Payment During Leave 

4.2 The time and manner of payment to the participant during the leave of absence shall be in 
accordance with a plan determined by the participant prior to the commencement of leave, 
but in any event payments shall not be more frequently than provided for the payment of 
salaries under the Agreement and all amounts payable shall be paid to the participant not 
later than the end of the first taxation year that commences after the end of the deferral 
period. 

Amount of Payment During Leave 

4.3 The payment to be made to a participant in accordance with clause 4.2 during a leave of 
absence shall be related to the monies retained by the Board, in accordance with clause 
3.1 for such participant, but less any monies required by law to be paid by the Board for or 
on behalf of a participant. The participant shall not receive any salary from the Board during 
the leave other than amounts which were deferred prior to the leave. 

Board's Right to Refuse Leave 

4.4 If the Board is unable to obtain a suitable replacement for a participant for the period of a 
leave of absence specified by the participant, the Board, upon not less than six (6) months 
notice prior to the scheduled date, may at its discretion defer the leave of absence on one 
( 1) occasion only for one ( 1) year. 

In such case, the participant may choose to remain in the plan or may withdraw from the 
plan. 

Page 93 



4. TAKING LEA VE OF ABSENCE 

Participant's Right to Defer Leave 

4.5 Not withstanding the date shown in Item 3 of the Memorandum of Agreement for a 
requested leave of absence, a participant may, on one (1) occasion only, with the consent 
of the Associate Superintendent, Employee Services less than six (6) months prior to the 
scheduled date, postpone such leave for one ( 1) year. 

Leave of Absence 

4.6 The leave of absence shall immediately follow the deferral period. 

Return to Employment 

4. 7 The participant shall return to employment with the Board for a period not less than the 
period of leave. 

5. WITHDRAWAL 

Termination of Employment 

5.1 A participant who ceases to be employed by the Board also terminates participation in the 
plan. 

Withdrawal from Plan 

5.2 A participant may withdraw from the plan upon giving not less than six (6) months notice 
of intent prior to the date on which the leave of absence is to commence. 

Payment 

5.3 Upon termination of employment and/or withdrawal from the plan , the Board shall pay to 
the participant the deferred compensation amount, including any unpaid interest, within 
sixty (60) days but not later than in the first taxation year that commences after the end of 
the deferral period, dependent upon the choice of the participant. Upon such payment 
being made the Board shall have no further liability to the participant. 

Upon Death 

5.4 Should a participant die, the Board shall within sixty (60) days of notification of such death 
pay the deferred compensation amount to the participant's estate, subject to the Board 
receiving any necessary clearance and proofs normally required for payment to estates. 
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6. TERMINATION OR AMENDMENT OF PLAN 

Agreement 

6.1 The plan may be amended or terminated by agreement between the Board and the Union. 
Any amendment(s) shall be binding upon all present and future participants. 

Not to Preiudice Ruling 

6.2 No amendment shall be made to the plan which will prejudice any tax ruling which is 
applicable to the plan prior to the amendment. 

7. GENERAL 

Administration 

7.1 The eligible investor will charge administration fees to the fund on a monthly basis which 
shall be payable by the participating members. 

7.2 The matters of the position on return from leave, the salary and benefits after the leave and 
the payment of fringe benefits must be dealt with by separate agreement between the 
Board and the Union. 
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Form #1 VANCOUVER BOARD OF EDUCATION 
MEMORANDUM OF AGREEMENT 

SELF-FUNDED LEAVE OF ABSENCE PLAN 

NAME: SCHOOL DISTRICT#: 39 

ADDRESS: ________ _ SOCIAL INSURANCE# _______ _ 

POSTAL CODE: ____ _ _ TELEPHONE: _______ _ 

I have read the terms and conditions of the Deferred Salary leave Plan and understand same and I agree 
to participate in the plan under the following terms and conditions: 

1. Enrolment Date 

My enrolment in the plan shall become effective commencing ___ _, 20 

2. Number of Years of Participation 

I shall participate in the plan for __ years (not to exceed five (5) years), and my leave of 
absence shall immediately follow thereafter but subject to the provisions of Item 3 below. 

3. Period of Leave 

I shall take my leave of absence from ____ , 20_ to ___ , 
20_ (not to be less than six (6) consecutive months) but I shall have the right to postpone such 
leave for up to twelve (12) months and the Board shall have the right to defer such leave for up to 
twelve (12) months. 

4. Funding of Leave of Absence 

I direct that the Board withhold_ per cent (not to exceed thirty-three and one-third per cent (33 
1/3%)) of my annual compensation amount during my participation in the plan. 

I understand that I may, by written notice given to the Board one (1) month prior to the 
anniversary date of my participation in the plan, alter the percentage amount for the next 
subsequent years. 

5. Return to Employment 

I understand I must return to employment with the Board for a period of time not less than the 
period of leave. 

NOTE: Current Income Tax Laws require interest to be paid out on a yearly basis . Interest will be paid in 
January for the period ending 31 December. Please specify how you would like to have the interest 
paid out: 

Dated _ ___ _ Employee's Signature ___________ _ 

AGREEDTOBYTHEBOARD 

Date ___ __ _ 
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Form #2 Sample Only - Forms are available from Employee Services and on the VSB website. 

VANCOUVER BOARD OF EDUCATION 

CUPE LOCAL 15 

APPLICATION FOR REIMBURSEMENT OF COURSE/CONFERENCE FEES AND/ OR CAREER DEVELOPMENT 

How do I apply for reimbursement? 

1. Complete this form and have your application signed by your supervisor/Principal acknowledging the career 
development application. 

2. Attach an explanation of how this relates to your career development. 
3. Attach supporting document(s) with your application (i.e. , course description or brochure ) 
4. Choose which funds you are applying for and submit within the timeframe outlined below. 

Where do I submit my reimbursement application? 

Please scan and email this form to Employee Services (recruitment@vsb.bc.ca). Please note the following: 
• Paper applications are not accepted. 
• Reimbursements cannot be paid without an original receipt and proof of attendance and satisfactory completion (as 

per Article 11.!:P of the Collective Agreement). Please include a scanned copy of your receipt and proof of completion. 

Please select one: 

D Maximum $500 per school year (July 1 to June 30): this fund covers workshops/courses/textbooks (required for the 
courses) . The fund DOES NOT cover substitute costs, transportation, meals, lodging and professional membership 
fees. Professional membership fees are only covered if the employer requires the employee to have the membership. 
If you have already received a reimbursement, ensure that you have enough funds($) left in your $500 per school year 
allotment. Please keep track of this amount yourself. 
Important: DO NOT send in your application until you have paid for and completed the course/ workshop. 

D Maximum $1000 (applications accepted April 1 to 30 each year to be used for courses for the following school year 
{July 1 to June 30}): this fund covers 50% of course fees and books for educational leave/training. The fund will be 
administered by the Joint Career Development Committee by the end of the current school year. Employee Services 
will notify you (after the Joint Committee has met) if your reimbursement request is approved. 

Date: ___________________ Course/Conference Name: 

Name: _________________ _ 

Employee#: ________________ _ Date(s): _ _________________ _ 

CUPE 15 Position: ______________ _ Fee: ___________________ _ 

Mailing Address: ______________ _ Amount Requested: ______________ _ 

Signature: _________________ _ 

Principal/Supervisor's (Name): --------------------------- -----------

Principal/Supervisor's Signature: _________________ _ Date: _______________ _ 

EMPLOYEE SERVICES ONLY: 

D Original Receipt and Proof of Completion Received Amount approved: _______________ _ 

TO ACCOUNTING: Please prepare a cheque payable to: _____________________________ _ 

In the amount of: __________ _ Date: __________ _ COA: _ ___________ _ 
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"MoA" 

Between 

BOARD OF EDUCATION of SCHOOL DISTRICT NO. 39 (Vancouver) 
"Em ploy er" 

And 

CANADIAN UNION of PUBLIC EMPLOYEES, LOCAL 15 
"Union" 

The parties to this Memorandum of Agreement (MoA) agree to recommend to their respective 
principals the ratification of a revised collective agreement incorporating the changes outlined 
below. 

Continuing Provisions of the Current Collective Agreement 

Except as provided by this MoA, the terms and conditions of the collective agreement between 
the Employer and the Union that expired on June 30, 2022 will be incorporated in their entirety 
into the revised collective agreement between the parties. 

Effective Date 

Unless otherwise specifically noted, all agreed changes to the collective agreement between the 
Employer and the Union shall take effect on the Parties duly ratifying this MoA. 

Changes to the Revised Collective Agreement 

The July 1, 2019 - June 30, 2022 Collective Agreement will continue in force and effect until 
June 30, 2022 except as modified by the following: 

Appendix A - 2022 Provincial Framework Agreement 

Appendix B - Local Memorandum of Agreement between the Board of Education of 
School District 39 (Vancouver) and the Canadian Union of Public Employees, Local 15, 
dated January 13, 2023 which sets out all other agreed changes to the Collective 
Agreement. 
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Ratification 

This MoA is subject to ratification by the Board of Education of School District No. 39 
(Vancouver), the British Columbia Public School Employers' Association, and the 
membership of CUPE Local 15. 

AGREED January 13, 2023 

CUPE Local 15 

rnthia Schadt 

Rufa Sese 

Board of Education of School District No. 39 
(Vancouver) 

i
"I) , .--. 

. • / , · ,.. J 
'\ • ,,/f ~r . ---✓ ~'. ~ • 

, -. ,_ _ . ipl .-P\...L ·t, 1-z~'·· t. .,.--. .z . -~-----~--. 
Stacey AJexander 

Ankie Carswell 

G~­

--~ Me 
Kai GHi 

' / 

Helen Math 

--k~JL-
C Jessica Wichmann 
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MoA: Appendix A ·· Provinci:if FraMcwork Agreement 

MOA ... Appendix A 

Provincial Framework A greement ("Framework11
) 

between 

BC Public School Emplo;ters' Association ("BCPSEA") 

and 

The K·12 Presidents' Council a.nd Support Staff Unions ("the Unions .. ) 

BCPSEA and the Unions ("the Parties") agree to recommend the foUowing 
framework for inclusion in the collective agreements between local Support Staff 
Unions who are members of the K~12 Presidents' Council and Boards of 
Education. 

1. Term 

July 1, 2022 to June 30, 2025 

2. Wages Increases 

General wage increases as follows: 

July 1, 2022: $0.25 per hour wage increase plus an additional 3.24°1::, 

Juty 1, 2023: 5.5% and up to 1.25% COLA adjustment 

Juty 1, 2024: 2.0%1 and up to 1.0% COLA adjustment 

The COLA adjustments will be the annualized average of BC CPI over 
twelve months per paragraph 4 below 

3. Wage Increase Retroactivity 

a. Employees employed on the date of ratification who \-.•ere employed on 
July 1, 2022 shall receive retroactive payment of wage increases to July 
1, 2022. 

b. Employees hired after July 1, 2022 who were employed on the date of 
ratification, shall have their retro*active pay increase pro-rated from 
their date of hire to the date of ratification. 
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MoA: Appendix A - ?rovincial framework /..greement 

c. Employees who retired be!ween July 1, 2022 and the date of ratification, 
shall have their retro-active pay increase pro-rated from July 1, 2022 to 
date of retirement 

4. COLA Adjustment 

The provincial parties agree that in determining the level of any Cost of 
Living Adjustments (COLAs) that wm be paid out starting on the first pay 
period after July 1; 2023 and July 1, 2024, respectively, the "annualized 
average of BC CPI over twelve months~ in paragraph 2 of the Provincial 
Framework Agreement means the Latest 12-month Average (Index)% 
Change reported by BC Stats in March for British Columbia for the twelve 
months starting at the beginning of March the precedir.g year and 
concluding at the end of the following February. The percentage change 
reported by BC Sta1s that wilt form the basis for determining any COLA 
increase is calculated to one decimal point. The Latest 12-month Average 
Index, as defi:ied by BC Stats, is a 12-month moving average of the BC 
consumer price im:iexes of the most recent 12 months. This figure ts 
calculated by averaging index levels over the applicable 12 months, 

The Latest 12-month Average% Change is reported pubHcly by BC Stats 
in the monthly BC Stats Consumer Ptice Index Highlights report. The BC 
Stats Consumer Price Jnde"K Highlights report released in mid-March will 
contain the applicable figure for the 12~months concbding at the end of 
February. 

For refe ence purposes only the annualized average of BC CPI over 
twetve months from March 1, 2021 to February 28, 2022 was 3.4%. 

5. Public Sector Wage Increases 

1. If a public sector employer, as defined ins. 1 of the Public Sector 
Employers Acl, enters into a collective agreement with an effective 
date after December 31, 2021 and the first three years of the collective 
agreement under the Shared Recovery Mandate includes cumulative 
nominal (not compounded) general wage increases (GWls) and Cost 
of Living Adjustments (COLAS) that, in accordance with how GWJs are 
defined and calculated 1n this LOA, are paid out and exceed the sum of 
the GWts and COLAs that are paid out in the K -12 Provincial 
Framework Agreement, the total GWls and COLAs paid out will be 
adjusted on the third anniversary of the collective agreement so that 
the cumulative nominal (not compounded) GWls and COLAs are 
equivalent. This paragraph 5 is not triggered by any wage increase or 
lump sum awarded as a result of binding interest arbitration, 
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MoA: Appendix A - Provincial Framework Agrot·ment 

2. For the purposes of calculating the general wage increases in 
paragraph 1: 

a) a $0.25 per hour flat-rate wage increase for employees w·ith their 
houriy wage rates set out ~n the collective agreement or 

b) any alternative fiat-rate wage increase far employees whose hourly 
wage rates are not set out in the collective agreement that is 
determined by the Public Sector Employers' Council Secretariat to 
be roughly equivalent to a $0.25 per hour flat-rate wage increase; 

shall be considered to be a 0.5% general wage increase, 
notwithstanding what it actually represents for the average bargaining 
untt member covered by the collective agreement For clarity, under 
paragraph 2 a), the combined GV>Jls of $0.25 per hour and 3.24% ln 
Year 1 are considered to be a s:ngie increase of 3.74°/o for th;s LOA. 
For example purpos9S onty, combining the 3.74% increase (as it :s 
considered in this LOA} in Year 1 with the maximum potential 
combined G\A/1 and COLA increases of 6.75% 1n Year 2 and 3% in 
Year 3 would resul! in a cumulaHve nominal bcreases of 13.49::/o over 
three years. 

3. For oertainty, a general wage increase is one that applies to ail 
members of a bargaining unit {e.g. everyone receives an additional 
$0.25 per hour, $400 per year, or 1% increase) and does not include 
wage comparability adjustments. lower wage redress adjustments. 
labour market adjustments, flexibility allocations, classification system 
changes, or any compensation increases that are funded by equivalent 
collective agreement savings or grievance resolutions that are agreed 
to in bargaining. 

4. A general wage increase and its magnitude in any agreement is as 
confirmed by the Public Sector Employers' Council Secretariat. 

5. This paragraph 5 will be effective during the term of the K-12 Provincial 
Framework Agreement 

6. Local Table Bargaining Money 

Provide ongoing funding to the support staff local tables in the amount of: 
---,;. ~---·-- ...... --.... · • • __ , ..... 

Year : Amount District Minimum 1 
2022/2023 l $f1 ,500,QQQ • _ -· . $40,000 ! 

2023/2024 • : , __ $13,800,000 S;S0.000 .... ·-·t 
2024/2025 - ·· ___ -·· S:!7:800,000_ · ~· ___ $_6_0_,0QQ.,_. __ .J 
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This money will be prorated according to student F rE providing that each 
district receives the distrit;t minimum amount 

The district and local ml.ist reach agreement on its use and 
implementation as part of their local discussions. The money may not be 
used for a general wage increase. 

7. Provincial Labour Management Committee 

The parties agree to maintain a Provincial Labour Management Comrnittee 
(f>LMC} to disci;ss and prot>!em solve issues of mutual provincial interest , 
incfacing issues referred frcm provincial committees established under th ·s 
Fra71e-♦York Agreement. The owpl)se of the committee ls tc promote !he 
cooperative resolution of workp ace issues, to respond and adapt to changes in 
the economy, to fos!er the dev1fopment of work-related ski:ts and to promcte 
workp!ace productivity. 

The PLMC shail no! discuss local grievances or have the power to bind lccat 
parties to any de:::islon or conclusion, This committee wili not replace the existing 
local grie.iance!arbtt.ratbn processes. 

The parties agree that the PLMC will consist of up to i~ur {4) rep·esentatwes 
appok1tecl by BCPSEA and up to four (4) represe11tabves appointed by the 
Support Staff Unions. Either p:ovinci31 party may bring resourc-e peop~ as 
required, wrth advanced nctice to t,')e ctiet paiy ano at no added cost to the 
committee. 

The PLMC will mee1 quarterly or as mutually agreed ~o for the !ife of the 2022 
Framework Agreement and agree to inc!uoe Work:p1ace Health and Safety as a 
stand,ng agenda item. 

8. Support Staff Education Committee (SSEC) 

Structure: 
The c~mmittee shall comprise of not morn than five (5) membe s appointed by 
CUPE and five (5) members appointed by BCPSEA. One of the CUPE 
appointees will te from the Non-CUPE Unions. 

Either Party may bring resource people as required, with advanceo notice to the 
other party. These resource peopie wil'. be r.on-vot:ng and at no added cost to the 
committee. 

Mandate: 
The mandate of the committee is to manage the distribution of education funds 
for the fol!owing • 

a) !mplemcntatioq of best pract:ces to :ntegrate skill development for suppo:-t 
staff employees with district goals and studen! needs; 

b) Developing and delivering eduGation opportur-~ies to enhance service 
deiivery to s!uder.ts: 
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c) ldentifyir:g. d€fJe!opin~ and delivering educa:ion opi;::orh..mi:ies to enbance 
and support ~mployee health and safety, mctuding non-violent crisis 
lritervention; 

d) Enable the provision of education opportuni:ies to enhance and support 
the understandmg recognition and reoor:cih;:;Uon proc~ss with Indigenous 
Peoples; 

e} EPable the µrcv:sicn of education opportun1~ies to enhance and support 
equity. diversity, and inclusion as wen as cultural safety, 

f) Sk1t:s enhancement for suppmt staff, 

g) EA curnculum mod~le deve!opment and de1Ne!)'; 

h) These funds shall r;ot be used to pay for educatkm !hat Districts are 
required to p:-ovide U"'lder Occupational Health and Safety Reguiarior:s, 

Terms of Ref(lrence: 
The SSEC shall update, not Jater than January 31, 2023, the terms of referen:::e 
tor the comm!tlee. !f 110 such agreement can be reached the SSEC shall make 
reco:nmenrla!rons to the Provincial Labour Management Committee (PLMC). 

Funding: 
Commencing July 1, 2022, there wm be $50,00D of annual funding a!loca!ed for 
the purposes sst out above. Commencing July 1, 2024, there will be an 
additiorial $1,000,000 of annual funding allocated !or the purposes set out above. 

9. Safety in tho Workplace 

The parfies agree that prevention of v1oience in the workplace is of paramount 
Importance. The parties commit to providing a healthy and safe worktng 
environment that includes procedures to minimize the tlsk of workplace violence, 
such as Individual Safe Work rnstructions or equivalent ano the ob'igation to 
report and investigate incidanl.s of workplace violence. 

10. Provincial Joint Health and Safety Taskforce 

The provincial parties wli! estab!ish a Provincial Joint Health ar:d Safety 
Taskforce of not more than four (4) members ap!)Ointcd by CUPE and four (4) 
members appointed ty BCPSEA Each provincial party will consider the 
a.ppo:ntment of subject matter experts in occupational health and safety. Either 
provincial party may bring resource people as required, with advance notice to 
the other party, These resource peop'e will be non-voting and at no cost to the 
taskforce. Costs associated vlilh this Taskforce w;II be provided from existing 
SSEAC funds. 

The Provinc:al Joint Health and Safety Taskforce will: 

a} develop Terms of Reference to support trainrng on the 2021 Workplace 
V1clenco Prever.tion Toolkit ard the joint heaah and Safely Evaluation Tool; 
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b} support the S;;ppo;t Staff Education Committee (SSEC} in the development 
of training related to the 2021 Workplace Violence Prevent-ion Toolkit. 

c) provide a joint ,.ommtmicatlon on the availability of training related to the 
2021 Wori<place Violence Prevention Toolkit for au Occupational Healtn and 
Safety Commit!ees; 

d) review aoo vpdate as required the Joint Health and Safety Evalt.:ation Tool 
resuiti:,g from ~he 2019-2022 Prov1ncial Framework Agreement; 

e} provide t~e reviewed J0:nt Health and Safety Evaluat1011 Tool to eac':'\ school 
d:st!'"ict and klcal union: 

f) Identify and share best practices for the development cf lrn::!Mdual Safe Wor't<. 
lnstruc~icns or equivalent 

11. Job Evaluation 

The work of the prow,cial job eva:uation steering committee (the JE Committee} 
will continue du ·og the term of this Framewor!( Agreement The ob;ec:ives of the 
JE Comml'tlee are as follows: 

• Review the results of the phase one and phase two pilots and outcomes 
of the com~ittec work Address any anoma!ies iden~ed with the JE too!, 
process, or benchmarks. 

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

• G~ther data f:'om ali school d:strbts and match existing job descnptions to 
t:1e provincial benchmarks. 

• fde~iify the job hierarchy for local job descriptions for all school districts. 
• Compare the local job hierarchy to the benchmark-matched hierarchy. 
• Develop a methodology to convert points to pay bands - The confirmed 

method must be supported by current compensation best practices. 
• Identify training requirements !o support frnp:ementation of the JE p1ar 

and develop tralmr:g resources as required. 

Once the objectives outlined above are completed, the JE Comm:ttee will 
rm.rtuany determine whether a local. regior.at or provinciai approach to the steps 
outtiried above is approi;: iate. 

It is recognized that tho work of the corr.mittee is technical, complicated, lengthy 
and onerous. To accomoiish the objectives, the part;es agree that existing JE 
funds can be accessed by !he JE committee to engage consultant(s) to complete 
this work. 

it is further recognized that this process does not impact thfl estab»st;cd 
management right of nmp1oyers !o determine local job req1.,;irer.1ents and ;ob 
descrip:lons nor docs this process alter any existir:g collective agreement rights 
or established practices 
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When the JE plan is rnacy to be imph,~mented, and if an amendment to an 
exrshrg coile:;frve agreement is required, the JE Committee wm work with the 
local School Dlstrict and local Un1on to make recommendations for 
implementation. Any rec.:,mmendations will also be provided to the Ptovincial 
Labour Management Comm::tee (PLMC). 

As mutually agreed by the provincial parties and the JE Committee. the 
cHsbursement o' availab!e JE funds shall be retroactive to January 2, 2020. 

The committee will utilize ava;lable funds to provide 50% o! the wage differemial 
for the position falling the !urthest be!ow the wage rate estab!ished by the 
provincial Jf:: process and wl/1 c~ntir.ue this process ur,til all JE fund monies at 
the time have been disbursed .. Toe committee will follow compensatlOP. best 
practices to avoid problems such as invers;on. 

The committee will report out to the provincial parties regularly dufrig the term of 
the Framewai< Agreemer.t. Should any ccncems arise during the wor~ of the 
committee they will be referred to the ?LMC, 

Crea~e a mamteaance prcgram to support ongoing implementabon of the JE plan 
at a ioca,, regional or provincial levet The maintenance program wlll include a 
process tor a~ressing the wage rates of lncumcents in positions whtch are 
lmpa~.ed by implementation of the JE p!an. 

The provmcia~ parties confirm that $4.419,859 of ongo:ng annual funds wi!I be 
used to implement the Job Evaluation Plan. 

Effectiv~ July 1. 2022 .. there wlil be a or.e-time pause of the annual $4,419,859 
JE funding. This amount has been allocated to the local table bargaining money. 
The annual funding will recommence July 1 . 207.3. 

12. Committee Funding 

There will be a total of $150,000 of annual funding allocated for the purposes of 
!he Support Staff Education Committee, the Provircial Labour Management 
Committee and the Provincial Joint Healtn and Safety Committee" 

13. Public Education Benefits Trust 

a, PEBT Annual Funding Date: The estabJ~shed cngoing annuat funding 
payment of $19,423,240 provided by the Ministry of Education will continue to 
be made each April 1. This payment shall be made each April 1 of the 
calendar year to provide LTD and JElS benefits in accordance with the 
Settlors Statement on Accepted and Policy Practices of the PEBT 

b, The Parties agree that decisions of the Public Education Benefits Trust 
medical appeal panel are final and binding. The Parties further agree that 
administrative review processes and the medical appea! panel vJt!I not be 
subject to the grievance procedure in each co!iecfive agreement 

Page 106 



MoA: AppeN:frx A- Proviucial Fr-amfw«xi< Agmormmt 

c. Sick leave and JEIS chg1b1i1ty for sick !eave or indcmn-ty payments requires 
participation in the Joint Eariy hite,vent1on SerVite (.JEISJ acco1dmg to the 
JEIS poHcies of the PEBT 

14. Benefits 

a. Effective Ju:y 1. 2023. provide $3 mllhon do~lars as ongoing annual 
funding to exp!ore er:hancernen!s to the Standatc!ized Extended Health 
Plan, including dental coverage, counseU:ng an::J other improvements to 
benefits 

A one-tame joint commirtee of up to four represer:~tives appointed by 
BCPSEA and up to four representatives appointed 'oy support staff unions 
wilt determine the enhancements w be implemented. 

Any residual from the benefits standardization 'Nill be at:ocated to the Job 
Evaluation Fund. 

b. Effective July 1, .2023, provioe $1 00;),000 011e-time money to t'le PEST 
to be utiiized for addiction treati-nent suppo:1 programs, The PEBT wiil 
determine appropriate terms cf use f::>r access~ng the funds whic,~ will 
include, but not bo limitod to: prior,!y ucee3s for ouoport staff cmp!oyoco 
{vs. School Distric:s). treatment cost consideratioris, and relapse 
response. 

15. Production of Loe.at Collective Agreements 

BCPSEA commits to providing a draft 2022 local co!iective agreemont which 
includes all negotiated updates. within 30 days of ratification by the iocal partre.s. 
The draft collective agreement wiH be provided in editable format with changes 
tr~cked for the lo.cal parties to review. 

16. Oomographic, Classification and Wage Information 

BCPSEA agrees to coordina!e the accumulation and distribution of demographic, 
class!ficaticn and wage data, as specified in the letter of Understanding dated 
December 14. 2011, to CUPE on behalf of Boards of Education. The data 
t.urrently housed in the Empioyrnent Data and Analysis Systems (EDAS) will be 
the source of the requested information. 

17. Unpaid Work 

In accordance with the Employment Standards Act, no employee shall be 
required or perm·tted to perform unpaid hours of work. 

18. Education Assistant Credential Standardization 

Should the Ministry of Educafon initiate discussior.s regarding standardized 
credentiais for Education Assistants, the provincial parties wiit each send a letter 
to request participation in the precess. 
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19. Provincial Framework Bargaining 2025 

The Parties agree to amend and renew the December 14, 201 1 letter of 
Understanding for dedicated funding to the K-12 Prasidents Council to facihtate 
t~e rext round of provtncial bargaining. $250,000 will be allocated as of Ju:y 1, 
2023. 

20. Provincial Dispute resolution 

The provincial parties may mutually agree to refer a dispute unde!' Provincial 
Frame>,vork Agreement to final and binding arbitration. 

21. Funding 

Funding for the Provincial Framework Agreement v.:;11 be irt;;-1.;ced in operating 
grar.ts to Boards of Educat:on. 

22. Employoe Support Grant 

The Parties agree .o the principle that Support staff union members who have 
lost wages as a result of not crossing lawful pici<et lines during fu1: days of a 
BCTF strike/BCPSEA lockout will be compe;1sated in accordance w1th the ie::ter 
of agreement in Appendix A. 

23. Adoption of the Provincial Framework Agreement 

The rights and obligations of the local parties under this Provi~C:al Framevvor'!( 
Agreement are of no force or effect unless the collective ag:-eement has been 
ratified by b::ith parties no later thar: January 25, 2023, or a later date as 
established by the prov:ncial parties if the local parties are engaged in mediation 

Dated this 15th day of September, 2022. 

The undersigned bargaining representatives agree to recommend this fetter of 
understanding to their respective principals. 

K~12 Presidents' Council and 
Support Staff Unions 

-·--~"Paul Simpson" _ ________ _ 

__ "Justi:1 Schmid'' ____ _ 

··Kirsten Daub" ____ _ 

BC Public School Employers• 
Association 

. "Leanne Bowes" 

_ ______ ''Urt:ce Ande-rson" __ 

''Alan Chell" _____ _ 
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"J ff v· " __ e 1rtanen - -------- "KyleUtin" 

-~ .. ·-- "Tammy Sowinsky'' _ _ 

_ "Michelle Bennett" ___ _ _ _"Rkhard Per' _ _ _ 

_ "Patti Pocha" ______ _ 

- ·- "Denise Bullock" _ ... Nancy Brennan" ___ _ 

_ ''David Bollen". ------- _ "Eric Harvey"' ___ _ 

_ ~Monica Brady" ____ _ _ ''Alex Dounce" _ 

__ "\Varren Willian.:-.'' __ _ 

__ ~Tim VeVivo·· __ _ 

__ "jane Massy" ____ _ 

_ "Amber Leonard" __ _ 

__ "Jason Franklin" _ __ _ 

___ "Christina Forsyth" .... _________ _ 

_ __ "Tammy Murphy'__ _ __ 

__ "Jeannette Beauvillier" __ _ 

__ "Oaun Frederickson" ___ _ 

_____ "Katarina DiSimo" ________ _ 
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Provincial Framework Agreement - Appendix A 

Between: 

And: 

The CUPE K - 12 Presidents' Council and Support Staff Un!on~ .. n~ Unio.n§.~} 

Re: Employee Support Grant (ESG) after June 30, 2022 

This Employee Supoort Grant {ESG) establishes a process under which 
employees covered by 2022 - 2025 collective agreements belween Boards of 
Education and the Unions shall be enl.!tled to recover wages lost as a result of 
legal strike activity by the BC Teachers' Federation f'BCTF") or lockout by 
BCPSEA after June 30, 2022. 

1. The ESG will be available provided that: 
a. A board and local union have a collective agreement which has 

been ratified t>y both parties no tater than January 25, 2023 and, 
b. There has been no successful strike vote by the BCTF or local 

support staff ~nion prior to iocal union ratification. 

2. Employees are expected to attend their worksite if there is no lawful BCTF 
picket line. 

3. Employees who have lost wages as a resutt of not crossing lawful pjcket 
lines during full days of a BCTF strike/BCPSEA lockout shall be 
compensated. This compensation shall be in accordance with the 
following: 

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

b. The residual 25% of the employees' base wage rate will be placed 
in a district fund to provide professional development to support 
staff employees. Funds will be dispersed by the district following 
agreement between the district and the local union. 
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4. Within forty-five (45) days of the conclusion of tho labour dispute between 
BCPSEA and the BCTF, boards will reimburse each employee for all 
scheduled hou:s for which the employee has not otherwise been paid as a 
result of strike or lockout. 

5. If the employee disputes a payment received from the board, the union 
may submit the dispute with particulars on the ernpioyee•s behaif to a 
committee comprised of an equal number of representatives appointed by 
BCPSEA and the Unions. 

6. If the joint committee is unable to resolve the employee's claim it wal 
submit the dispute to a mutua!!y agreed upon arbitrator who must resolve 
the dispute within ten (10) days of heanng the differences bet',Neen the 
board ana the union. 

Original signed en 15th September, 2022 by: 

BCPSEA 
Leanne Bowes 

K-12 Presidents' Council 
Paul Simpson 
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MOA - Appendix B 

Local Memorandum of Agreement 

The parties agree to the followms changes to the Juiy 1. 2019-June 30, 2022 local 
CoUective Agreement bet!J.:een the Board of Educatio:n of School Dist'!"ict No. 39 
(Vancouver) and CUPE Local 15. 

Each signed off item is attached for reference 

Article Item 

i Housekeeping 

• 11.0..6 . - · -- - .. • 1 vyorki~~--=-.8:~~l~ mi~S!~~ Jan~~ . - - " L ·---~- n - • .• _J 
• 6.M Wotking conditions - Senior Cao11city 
9.N.Z • • • 1" Pers':>nal Leave W;th;ut Pay-~ correct typo 
Table of Contents , Update • 
Vaca:ton ··--- ---- -!! Update~- - --

Entitlement Table --·-- --- • ·--· · ·--·--- --------
loo.~~ _ .. ___ 1 Renumber. . . ___ _ _ _____________ _ 

_____ _! 

_ __ ,,, _ ) 

,.___ ___________________________ ,_ _ ..... ___ _ 

2.A2 
Provincial Framework Agreement 

i • Definitlons and Coverage to- Employee Bet'lefits - Permarent 
I Term Employee 

2.f.t 1 j Oefimtions and Coverage for Employee Benefits - Temporary 
! _ _ _. .. _____ , Employee - MPP Enrollment 
\ 2.8.1 '. Oefin:tfons and Coverage to7Employe.e Benefits - In lieu 

2.B.2{a) • ' Definitions and Coverage for Employee Benefits-Temporary • 
Employee . . ---------------- . - --· • ---- --- .·-· ~ ------~ 

6:F.1 .{d) _ . __ __ XVor~~g Conditions_::. Compen-sa!ir.g Time Off ____ ·----~ 
8.B ~eneral Ro!~_ays ... 
8.F.2 Extenrled Health - Counselling Sel'Vices 

_____ ,._ . . . - - · - _ ., ... _ , "•-- ·- - - ·- · ----<i 
8.F.2 Extern::led Health-Clinical Psychologist 
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·-rr- " -TGeneral Provisions - Re.structure pgs.' sti'=-10 --~ 
____ ..,_ ,,_ _, ~---~ _.____. •~• . ...-. ._, , - , . ,.,_... " •-c 4 ·~------~-..;,.. _ ... . , . -- ,. __ ,...._..,_ ... 

11,E2 J General Provisions-Term Employees~ Pay Procedures 
-~ :f.:.1_. ____ _..i_G_e_n_. e_ra_l_P_rovisions -· Vacanc,es - Notification of Vacande~ . .. -~-~· 
, 11.F .4 1 General Provisions - Vacancies - Postings, OAM 
J 11 .G • - ·-• ---rGeneral Provisions :..--HeaifhanlEfafety'~"--Ti-,t-le_s _______ _ 

I 11 . G ' Genet al Pro-vTsron _.-H-ealth 'and Safety - Right !o Refuse 
: Unsafe Work 

______ ,, __ ..,... ------·,-~,..--1.._,....,,._.... ---4 ~---- - - ., 

• 11 .K.2 i General Provisions - Payment of Wages 
f'lTa.6 • • 

1 
Workload -----·~------~-· --~·---

'Appendix·a • ·ise!f:'.i:underl Leave of Absence Plan 
• Fo~-in #1 . ~ •· ' -- Seff~Funded Leave of Absence-Pian' . -- A 

Form #2 - l Applicationtor Career Development - Update 
Form #2 I Application for Reimbursement of Course!Conf erence Fees' ::"· 

l Update 
LOU#1 I Staffipg Ratio, Guaranteed" EmpioymenCRe.duction in Pos1tions 

I-Renew 
t----~~---~ . -.--·--·----•-····--·- • 
LOU #2 • Training/Career Development - Renew 
LOU #3 Permanent Substitutes - Renew 
LOU #4 Pmposed Scho::>l Calendar Changes - Renew 
Tou~tis--"' ----····- Job Evaluation Mainte~ance--·-•-- --· -----

~t~~en~StaJ!t_~_A!~-i~~_me~t~- ---------­
Cultural leave Days 
Practicum Student Premi:im --

·--i 
___ _j 

.use.of Agency Wor~e_rs_· -· --------------
1 Development of Leaming Plans 

L...------~-... . t ... __ __ _ .. + '" 
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Agreed January 13. 2023 

CUPE Locai 15 

- () 1 

~ 
D 21) oh abi 

Dt-bbie Mohabir ·y/ 

Cl-:;-h-7/t£%fJ~illpdt 
( Cy/ithia Schadt 

~ -~--

Ankic Carswell 

~~,--··. -__ _ 
Genes1tW 

Christcpher Brown KalGiH 

St1~r,. a ri 

Al --- · ·• --------
H.ufa Ses0 
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Cultural Leave for Indigenous Employees ....... ... ........ ... .......... .. .... ....... .. ...... ..... ........ ...... .. ................. ..... .. .. 69 

D 

Day In Lieu .... ........ .... ...... ....... ...... .. ... ... .. ..... ... ......... .. .. .. .... .. .. .... .. .... ... ... .... .. ..... ........... .... .... ..... ...... .... .. .. ... .. 48 
Days of Work ........................... ... ......... .... .... .... .. .... .... .. ... .... .. ... ... ..... ........ .. ... ..... ... .. ........ ... ..... .......... .... .... .. . 18 
Death of Family Member ....... ....... ... .. ......... .. ............................. .... ............. ...................... .. ......................... 59 
Deferred Savings ..... ............... .......... .. .................. .. ............ .. ....... .. ............ ... .... .............. .. ..... ........ ..... ......... 51 
Definition of Illness ..... ........ ......... .. ... ...... .............................. .. ... ................... .... ................................ ... ..... ... 55 
Definition of Service for Vacation Entitlement ....................... ... ..... .... .... ....... .. ........... .... ............ .... .... ......... .48 
Definition of the School Year ................. ........... ..................... .... ............. ...... ..... .. ...................... ..... .. ..... ........ 2 
Dental Plan .............................................................................. ....... ............. ... ..... ....................... ... ..... ... ...... 53 
Disabilities Not Covered by Workers' Compensation Board ......... ...................... .. .... .. .. ........ ......... ..... ........ 58 
Discipline ........ .... .............................................................................. .............................................. ............. 76 
Dismissal or Suspension Grievance .... ... ........... .................................... ....... .... ......... ..... ........ ............ ......... 14 
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Displacement ........... ..... ..... ........... ... ............... ..... ......... ................. .... ............ ....... .. ..................................... 33 
Dues/Check-off ..... ....... ................. ..... .. ... ..... ... ..................................................... .. ....... ........... ... ....... .. ....... 12 

E 

Early Retirement Incentive ........ ... ................. .. ....................... ... .. ........ ....... .. ..... ... ... .. ..... .. .... .. ... .. ...... ............ 8 
Educational Ceremony/Examinations ............ .......... ............. .......... ..... ...... ..... .... .... .. .... ...... ... ...... ............... 66 
Educational/Personal Development Leave .... .. ........... ... ....... ..... ................. .. .... .. ..... ..... ...... ... ... .... .... .... 68, 69 
Elected to Public Office ................................. .... .... ......... ........ .. .. ....... ..... .. ... ..... .... .... ...... .... ..... ....... .. ...... ..... 70 
Employee Assistance Program ........................ .... ............ .... ... ....... ....... ... ... ... ... .... ... ......... ... ....... .... .. ... ....... 56 
Employee Rights .. .... .... .. ..... ....... .... ... .... .... .. .. ... ...... ... ...... .. ............. .. ...... ..... .... .. ....... .. .............. 74, 75, 76, 77 
Employment Standards Act .. .......................... .. .......... ... .... ..... ...... .. ....... .. .... .... .. ...... ... .... ... ... ....................... 70 
Entitlement to Statutory Holidays ....... ............. ... .... ..... ..... ............ .......... .. ... .. .......... ............. ....... ............... .49 
Excessive Workload ......... ............................... .... ......................................... ........... .. ..... ....... ...................... 76 
Exclusive Bargaining Right. ......... ............ ........ .............. ......... ............... ....... ........ ... .. ......................... ........... 2 
Extended Health ......... .. .... ............................................. .. ... ........ .......... .. ..... ............ ... ........ ... ..... ....... ......... 52 
Extended Health - Contributions During Sick Leave ........ ......... ..... .............. ..... .. ... ... ................ .. .. ..... ......... 52 
Extended health - Term Employee .................................. .......................... .. ... .. ..... ....... ................. ........... 52 

F 

Fair and Equitable Treatment ..... .... ..... ............ .. .................... ..... ........ ....... .. ...................... .. .. ....... .. ....... ... ... 74 
Field Trips ................. .......... .... ... ......... .... ..... .... .. .... .... .. ............. .... ....... ........ ... ... ...... .. .. ........... .... ... ... ........... 24 
Filling of Temporary Assignments ..................... ....................... .. ........ ........... ............ ..... .... ......... ...... ........ . 29 
Financial Responsibility between Union and Board ....... .... .. .......... ................... .. .............. . ........ ...... .... ... .. 66 
Full Time Union Office ....................................................................................... ....... .. .......... ...... ....... ......... 65 

G 

General Changes ... ............. .... ... ................................ .......... .......... ........... ....... .. ......... ........ ....... .... .. .. ... ... .. . 13 
General Holidays ........... .... .. .......................... ............ ........... ..... ... .......... ..... ... .... ........ ... .... .... ... ....... ..... .48, 49 
Gratuity Plan .................... .... ..................................... ........... ........... .... .. ...... .... ... ... .... .... ..... ...... .... .......... 54, 55 
Gratuity Plan - Accumulation of Sick Leave Credits ........................ ...... ...... .. .. .. .. ......... .... ... ........................ 50 
Gratuity Plan - Use of Credit ......................................................................... .. .... ................. ... ................... 54 
Gratuity Plan Payout. ............. ...... ......... ............ ... .. ..... ................................. .. ... .... .... ...... ... ......... ................. 55 
Grievance Procedure ........ ..... .... ... ...... ... ......... .. ............. .. ... ...... ..... ...... .. ...... .... .. ... ............... .. ................ 14, 15 
Group Life Insurance ............ ... .. ..... ... .......... ... ............ .. ........... ..... .. .. ... .... ........ .. .. .......... ... ..... ..... ........... 53, 54 

H 

Harassment .... .......... .... .. .......................... .. .............. .... ..... ... ........... .... ............. ..... .. .......................... .......... 7 4 
Health and Safety ....... ........ ...... ..... ........... ........... ............... ..... .. .............................. .... ... ... .. ....... .. .... .. .. ....... 35 
Health Care Premium ......... .... ..... ............. ............. .............. ....... .......... ........ ..... ... ... .. ..... .. ..... ........... .. ......... 37 
Hours Free from Work ....................... ....... .......................... ........ .. ........ ......... ........ .. .. ...... ..... .... ... .. .............. 20 
Hours of Work - Term Employee ........ .. .... .................. .. ...... ............................ .......... .. ..... .... ..... .......... ......... 18 
Hours of Work/Transfers ........... ......... .. ........................ ............. ...... ......................... .. ..... ......... ........ ...... ... .. 22 

Immunization ....... .... ................... ...... ... .... ............... .... ..... ... ........................... .. .... ....... .... .............. .... ... ....... 79 
Individual Contracts or Agreements ....... ..................... .. ................................................ ............... ................ 2 
Information in Postings ... ...... ..... ........ ..... .................... ... ............. .. .......................... ...... ............................... 26 
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Initial Sick Leave Credit ... ........... .... ... ..... ........ ..... ....... ....... .... .... ... ........ ... ..... .. ...... ...... .... .... .. .. .. ... ..... .... .... ... 50 
Interest Groups .. .. ...... .. .... .. ............. .... ... .... ... ........ ......... .. ... .. .... .... .... .... ..... .... .. .... .... .. ... ............ ... ....... .. ......... 2 
Internal Interviews and Meetings ..... ..... ... ....... .... .... .... ..... .... ......... .......... .. .... .................... ........... ......... ....... 70 
Internal Job Interview ............................... .... ..... ....... ...... ........... .... .......................... .................................... 76 
Introduction and Disputes ......... ............... ..... .......... ...... ... ...... .... .... .................... ........ ........................... ....... 72 
Irregular Hours ............... ... .... .. ...................... ...... ..... ... ... .... ... ... .. ........ ............................................... .. ......... 23 

J 

Job Banding ..... .... .. ... ........ .. ..... ........... ....................... .. ...... ........ .... .... ... ........... ................ .. .......... .......... 16, 17 
Job Bands ........ ....... .. .......... ......... ................................. ....... ... ....... ..... .. ... ....... .. .... ........ ...... ... ... ......... .......... 17 
Job Bands and Current Classifications .... ... .. .............. .... ............. ............. .. ..... .. .. .. ... .. ... ... .. ........ ....... .... ..... 90 
Job Descriptions ........ ................................................... ........ .. ............ ....... ................. .... .... .... ...... .. ............. 7 4 
Job Evaluation .... ............... .. ..... ...................................... ........ ...... ...... ...... ... ... ........... .. ... .... ................... 16, 88 
Job Sharing ...................... ............ ................. .................. .. ..... ............ ........ ... .. .. .. ... ............ .... ............... 29, 30 
Joint Career Development Committee ......... ....... ......... ...... .......... ...... ..... ... ...... .. .. ...................................... . 79 
Joint Union-Management Committee .......... ......... ... ..... ......... ........... ..... ............. ...... ... ...... .... ...... ... ............. .. 2 
Jury Duty/Crown Witness .... ...................... ...... .. .... ......... ..... .... ............ ............. .... ....................................... 66 

L 

Language Premium ...... .. ... ............................ .... ......... ... .. ........................... .. ...... ............ .... ......................... 39 
Layoff and Severance .. .. ..... ..... ..... .................. .. .......... .......................... ...... ..... .. .. .... ............. ....................... 34 
Leave for Union Business .............................. .. ............ .. .......................................... ............ ........... 64, 65, 66 
Legal or Common-Law Spouse ....................... .. .......... ................................................ ....... ........................... 9 
Legislation .................. ................. ... ... .............. .. ......... ..... ...................... .... ........... ... ...... .... .. ........................ 74 
Length of Trial Period ...... .. .. ..... ... .. .... ... ....... .... ...... .. .... ......... ................. ... ....... ......... ... ..... ..... ...... .......... ...... 27 
Letter of Understanding ... ... ...... ..... .... ..... ... ... ... .. ... ...... ... ... ... .... ... ... ...... .. ...... ...... .. ..... .... .. ... ..... ... ...... ....... ..... 89 
Letter of Understanding #1 .... .. ..... ....... .. ... .. ... ... .. ... .... ... .... .. ........ ... .... ...... .......... .... .... ... .. ..... ..... ...... ........ .. ... 84 
Letter of Understanding #2 .... .. .. ......... ... ..... ... ... .. .... ... ... ................... .. ... ....... .. .... ... ... .. ... .. .... .. ... ... .... ............. 85 
Letter of Understanding #3 ... .......... ...... .. .. ...... ... .. .. .. .... ..... .......... ....... .. ... ......... .. .... ... ...... .... ..... .. ... ......... ..... . 86 
Letter of Understanding #4 ... .. .... .. .. ........ ... .. .. ..... ... ... .. .. ..... .... .. .. ..... .... ... ..... ............. .. ....................... ...... ..... 87 
Letter of Understanding #5 ................ ... .. ............ ... .... .. .......... ..... .. .. ...... .. ... ... ... ... ...... ......... .. ............ .... ........ 88 
Loss of Seniority ...... .. ........................ ................ .... ...................... .... .... ........... .... ...... ....................... .... ......... 7 

M 

Maintenance of Hours ................ ......... .. ... ... ...... ... ... ........... ... ...... .. ..... ...... ..... ....... ..... .. .. ..... .......... .. .... ... ... .. . 20 
Maintenance Workshop .... .. ........... .. .... ... .... ... ..... ...... .. ..... ....... ......... ... ........... .. ... ............... ... ... ... ...... .. .. .. .. ... 19 
Material of Negative or Adverse Nature.... ....... .............. .. ... ... .. ...... ... ..... .. ... .... ... .. .. ............. .. ........ ..... . ..... . 77 
Maternity Leave ............................................... ..... .... ...... .. ..... ..... .... .... ..... .. ........................... .. 60, 61, 62, 63 
Maternity S.U.B. Plan .... .. .......... ................... .... ..... .... ... ..... ................ ....... ........ .... ......................... ... ........... 62 
Meal Breaks .................... .. .. ... .. ...... ....... .... .. ........ .. ................. ............ ........ .. .. ...... ... ...... ............................... 20 
Medical Certificate .................. ........... .. .... .. ....... ... ......... ... ...... ............ .................... ..... .... .......... 37, 57, 60, 71 
Medical Insurance .................. ... ........ .. .... ......... .. ...... ......... ............ .. .............. ........ ............. ................... 52, 53 
Medical Services Plan ............................. .. .......... .............. ............. .. ...... ......... .... ...... ........ .... .... ...... ............ 52 
Medical/Dental Appointments ......... ......... ............ ........... .. ... ... ........ .. ...... ...... .. ............ ..... ........ ........ ............ 70 
Membership Data ...... ... .... ... .......... ..... ............. ...................... ....................... ... .............. .. ........ .. ...... .............. 2 
Mileage ...... ......... ............... ......... ....................... ... .... ... ........ ... .... .. .... .... ............... .......... ....... ........ ... ... ... ...... 78 
Minimum Daily Pay ... ............. .. .. ... ....... .. .. .. ....... ......... .. ......... .. .. .... ... ..... ..... .............. .. .... ... ... .... .......... ...... ... . 82 
Modified Work Schedule .......... ....... ..... ... ...... ...... ......... .. ........ ...... ... ... ......... ........ .. ........ .... ............... 21 , 22, 23 
Municipal Pension .......... .... .... .. ........... .... ..... ...... ... ...... .. ........... ..... ... ............. ...... .. ... .. ... ... ...................... ..... 51 
Municipal Pension Plan/LTD ..... ...... ........ ...... .... ...... .... .... ....................... .... ............... .... .... .......... .. ....... ....... 51 
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N 

Non-Occupational Sickness and Injury ...... .. .......... .... ......... ........ ......... .. .... ........ . ......... .... .... ...... ... ...... 57, 58 
Notification of Vacancies ............ ...... ........... ....... .. ...... .. .. .... ... ... .. .......... .. .. .......... ...... ... ... .... .. .... ....... ....... .. ... 26 

0 

Occupational First Aid Level I ......... ........ ...... .. .. .. ... .......... .... .. .... .... ......... ...... .. .... ................. .... ..... .. ... .. .. ...... 36 
Occupational First Aid Level II ......... ..... ..... ..... ........... ........ ..... ... .... ... .. .... ............................. ........ .... .. ... .... .. . 37 
Orientation During Trial Period .... ..... ... ...... .. ... .. ..... .......... ... ...... ...... ... ...... ... .... ..... .... .. ..... ..... .. .. ..... ..... ... .. .. ... 27 
Orientation of New Members .. ..... .... ... .... ....... .... .. ............. ........ .. .. ..... ....... .. ...... .... .. ............. .. ...... ......... ... .. .. 12 
Overtime ...... .... .... .. ..... .......... ... ... ................ ... .. .... .. ........... ... ....... ............ ........ ...... .. .... ... ......... ..... .... 23, 24, 25 
Overtime Authorization .. ..... ... ..... ..... .......... .. ......... .. ..... .... ... ... .... ... ...... ......... ... .... .. ... ... .. .. ................. ... ... ...... 24 
Overtime Pay ....................... ... .. .. ...... .......... ....... .... .... ........... .............. .......... .. .... ... .... .. .............. .. .... ... ... ...... 24 

p 

Paid Overtime ....... ........ .. ..... ... ..... .. .... ... ....... ...... .... ... .. ... .... ...... .... ....... .. ... ..... ...... .... ... .... .... .... ....... .. ... .... .. .... 23 
Paid Time Off .. ....... .. .. ... .. ........ ... ... ... .. ....... ... ..... ... ............ ..... .. ..... .. .... .. .. ..... ... .... .... ....... ... ........ ... ..... .... ........ 57 
Parental Leave .... ... .... .... ... .. ............. ..... ... .. ... ..... ... ............ ... .. .... ...... ... .. .. ...... ...... .................. ......... ....... .. .... 64 
Parenthood Leave - Without Pay .... .. ... .. .. ...... .... ..... ....... .. .. ... ..... ...... ......... ....... ... ..... .... ...... ........ ... ... ..... ... ... 69 
Parking ............. ...... ...... ............... ... .. .. .... ... ..... ........ ..... ... ............ ....... ....... .... .. ........ .. ... ....... .............. ...... ... .. 78 
Pay Procedures ........ .... ... .... .............. .............. .. .. ..... .. .. .............. ....... ......... ... .. .... ... .... ... ..... ....... ....... .. ... ...... 31 
Pay Procedures - Layoff ..... ... ............ .................... .... .... ........ ....... .... .. ......... .... .... .. .... ... ..... ....... .. ...... .... ....... 34 
Payment of Banked Gratuity .... ... ...... ............... ..... .... ............ ..... ....... ............. ..... ........ ..................... ..... ...... 55 
Payment of Wages ...... ... ..... .. ... ... ... .. ............... .......... ... ... ... ..... ... .. ..... ............ .. ... ........ ...... .......... ...... .. .. .40, 41 
Payout of Banked Vacation - Term Employees .... .. ........ ........ ... ..... .. ..... ... .. ...... .. ... .......... ... .... .... ..... .... ..... .. 31 
Performance Appraisals ..... ........ ..... .. ..... .. ... ......... ... ........... ........ ...... .. ....... .. ....... ....... ... .... ... .... .. .... ... ..... ...... 28 
Permanent Employee ................... ... ..... ... .... .. ..... ......... ...... ...... ... ..... .. ... .... .... ........ .... ..... ........ .... .... .. .... .. ...... . .4 
Permanent Employee Appointed to Temporary Position ... ...... .... .... ... ... ... .. ...... .. .. ..... ........ ...... ..... ... ..... ... ... 28 
Personal and Psychological Harassment... .. ... ......... ...... .. .. ...... ....... .. .. .... .. ... ....... ....... ........... ... .. ...... .. ........ . 7 4 
Personal Leave of up to Five (5) Days ......... ...... .... ........... ... ...... ... ....... ...... ........ .. ...... ... ........ .. .. ....... ... ... ..... 67 
Personal Leave of up to One (1) Year ......... .. ...... ........... ... ..... ... ..... .. .......... ..... .... ....... ... ... ..... ... ....... .. .. .. ... ... 67 
Personal Leave Without Pay .. ....................... ........ .... .. ... .......... .. ..................... .... .. .. ....... .......... .......... ... 67, 68 
Personal Property Claim ... .......... ..... ........ ............ ... ... .. ...... ... .................... ....... ............ ...... ... ...... ........ ......... 79 
Personnel File ...... ............. .... ...... ..... .................. ...... ..... ...... .... .... ........ .. ... .. ... ... ...... ... ....... ... ...... ............. .. .... 77 
Persons with Disabilities ..... .. .... .. .. .. ... ........... ..... ... ........ ..... ...... .. ... ... .... .... ..... ... .. ...... .... ...... ... .. ....... ..... ......... 35 
Picket Lines ... .. .. .. ..... .... ......... .. ..... ... ... ... .... .. ..... .... ....... .. .......... ..... .... .... ..... ... ... .. ... ......... ... .. .. .. .... ... ... .......... . 12 
Policy Grievance .. ... ... .... .. ... ..... .. ............ ... .... ... ... .... .. ...... .. ........ .... ...... .. ..... .. ...... .. ...... .. ..... ... ..... .. .. ....... .. ..... . 14 
Posting ... ....... .. ... .. ... ..... ...... ....... ....... ...... .. .. ................ ...... ... .... .... .... ... ... ..... .. .... .... ..... ...... .... ...... .. .. .... ........... 28 
Postings ..... .... ...... .... ... .... ...... .. ......... ...... ... ........ ........... ........ .. ..... .. ..... ... ....... .... ...... .. ... ........ .... ....... ....... ....... 27 
Practicum Students .................... ..... ... .. .. .. ... ... .. .. ............ ..... ....... .. ... .... ... ...... ... ...... ... .......... ...... ....... ..... .. ..... 39 
Pregnant Employees or Employees with Disabilities .. ..... .... ...... .. ... ..... ... .... .. ... .......... ........ ... ..... ............. ... .71 
Present Conditions and Benefits .... ........................... ..... ..... ...... .. ...... ..... ... ..... .. ... .. ........ ...... .. ... .. ..... .......... .... 3 
Printing of the Collective Agreement ....... ................... .. ..................... ..... ....... .... ............. ....... .......... .......... .... 3 
Probationary Employee .. ..... .. .................. .. .. ....... .. ... ..... ... .. ..... .......... .. .... ..... ... ........... ... ........ ..... ................ 6, 7 
Probationary Period ... ... ..... ............................... ... ........ .... ... .. .... ... ........... ....... ........ .......... .... ................... ..... .. 6 
Probationary Period for Temporary Employee .. .......... ... .. ........ .... ....... ... .. .... .. ...... ............ ... ........ ..... ... .... ...... 6 
Promoted to Senior Position ...... .. ... ..... .... ... ... .. .......... ... .. ... .... .... ...... ... .... ..... ....... ... ... ..... .. ... .... .. .... .. .. ..... ..... . 31 
Public Education Benefits Trust ... ....... ...... .... ... ...... ....... ... ......... ...... ....... .. ............ .... .. ..... ..... ..... .. ..... .. .. ... .... 56 
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Q 

Qualification to Earn Benefits ..... .. ....... ................ ................. ........... .................. ...................... ..... ........ ......... 9 

R 

Reconciliation of Vacation ............................................. .......... .. ... ..... .... ..................... ..... .. ....................... .48 
Recovery of Overpayment to Employees .......... .. ..... .... .... ..... .. .......... ...... ..... ..... ....... .... ............ .................. .40 
Recruiting Preference ................ .... ....... .......... ... .............. .. ... .... ... ...... .. ......... ... ....... .............. .... ...... ......... .... 10 
Re-employment into a Permanent Position ........ .. ..... ...... .................. .. .. ....... .. ............. ......... .......... ............... 9 
Re-employment into a Temporary Position ........ .............................. ................... .. ...... .. ........... ......... ... .. ....... 9 
Regular Hours of Work ..... ............ .......................................... .. ........ .. ................ ... ............. ..... .. .......... ... ..... 19 
Reimbursement of Workers' Compensation to the Board ......... ........ ............. ......................... .. .................. 58 
Religious and Cultural Holidays ............................................. .. ......... .......... .... ............. ......................... 69, 70 
Removing Material of Negative or Adverse Nature ........................... .. ......................... ................ .. ............ 77 
Representation ......... ............ ............................... ........................... .... ............ .. .... ....... ......... ............... .. ..... 75 
Request for and Processing of Leave ................... ............................ .. ................. .. ...... ... ..................... .. .. .. . 59 
Resignation and Re-Employment. .... ......... .......... ... ................. .... ... ............... ... ..... ....... ..... .................... . 9, 10 
Retirement ... ..... .. .... .. ........ ......... ....... ......... .. ...... ..... .... .. ......... ............................... .. ...... .... .. ............ .. ...... ....... 8 
Retirement Bonus ... .... .. .... .. ....... ... .. .. ...... ........... .... ... ............ .... ....... ... ... ..... ... .. ........................ ....... .. .. .... ... .. .. 8 
Retirement Seminar. ...... .. ...... .. .......... ... ..... .... .... ........ ...... ...... ... ..... ........ .. ....................... ..... .... .... ..... ....... ...... 8 
Return to Work .................. .. ...... .. .. .... ................................................... .. .......... ... .... ....... .... .. ... ....... .. ........... 58 
Review of Complaint... ...... ... .............. .. ........................ ........................... ......... ............. .. ......................... .. .. 75 
Right to Other Positions ....... .................................. .. ..... ....... ................. ........ .. ...... .. ..... ... .. ...... .. ....... ............ 31 
Right to Refuse Unsafe Work ..... ....... .. ..................... ... .... ... .................. .................... ...... .. .. ... ..... ............. .... 35 

s 

Salary Increase .. ... .. ......... ... ...... .. .... .. .. ..... ... .. ............ .. ........ ..... .... .... ....... .................. ..... ... ...... ... ...... .. ....... ..... 1 
Salary Premium ..... .. .... ...................... .. .... ..... ................. .. ................... .. ... ............ .. ... ........ ... ..... 36, 37, 38, 39 
Schedule of Wage Rates ....... ................ ..... ... .. ...... .. .. .... ....... ..... .. .. ........ .. .... ... .... ... .... ...... .. ..... ............. ..... ... 43 
Secondment ................ ... ... ............ ..... ........... .. ... .... ....................... ....... .. .............. .... ................................... 71 
Secure Storage ..... ... .. .... ... ........ ... ........ .......... ..... ........... .............. ... ....... ... ........ .... .... .. ....... ....... .................. . 79 
Selection .............................................................................................. .. .. ............ ..... .. ................................. 27 
Self-Funded Leave of Absence Plan (Deferred Salary Plan) .................. ........ .......... .. ................................ 68 
Seniority ...................... ............................................................................................ ......... ....... .................. 7, 8 
Seniority List ............ ... ................... ..... .. .. ..................... ... .. .... ...... ..... .. ........ .............. .. .. ...... ..... .. ..................... 7 
Sexual Harassment .... .... ... ........... .. ........ ................................. ......... .. ....... .. .......... ...... .. ........ ... .......... .... .... .. 75 
Shift Differential .......... .. .. .......... ..... ......... .... ... ........ ....... .. ....... .. ... .. .... .. ... ........ .. ....... .. ..... .. ....... ..... ......... .. ..... 21 
Sick Leave .......... .. ...... ................... ...... .. .... .............. .. ........ .... .. ..... .... .... ...... ..... ....... .. ........ .. .. ... ..... .. .... ..... .... 50 
Sick Leave - Maternity/Adoption Leave....... ....... ..... .. ..... .. .... ... .... ..... ... ... ........ ... ..... ... ....... .... ... ... .. ....... .... 50 
Special Payment in Case of Employee's Death .. .. .... .... ... ..... ....... ....... .......... .... ..... ... .. .. .. .. .... ..... .. ....... ...... 55 
Stand-by and Call Out................ .. .... ................ .. .. .. ........ ... ....... .. .. ....... .... ...... ....... ........ ...... .... ... .......... ... .. 25 
Student Support .................. .. ....... .. ..... ... ..... ... ... .... ... .... ....... ........ ............. .. .... .... .. ..... .... .. .... .......... .. .... ........ 32 
Substitute Requests ..... ...... ............... .. ........ ................ ....................... .. .. .. ......... ....... ....... .................... ... ..... 36 
Suitability ............................ ...... ........... .. ...... .......... .... .. ....... ............................... .. ... ..... ...... ... ....... .. ...... ........ 6 
Supplementary Vacation . ... . . . . . ... .. .. .. . . . ..... . . .. .... . . ..... ....... ...... . ... ..... .. ............ .. ...... .................................... 46 

T 

Technological Change - Referral to Arbitration Board ...... , ..... .... .... .. .. ... .. ......... .... ... ............ .................... 73 
Temporary Assignments -Applications from Permanent Employees ... ..... ..... ..... .. .. ..... ...... .... ...... .... .. ....... 29 
Temporary Employee ..................................................... ... ...................... ........ ..... ............ ... ....... .. ... .............. 5 
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Temporary Employee Appointment to Permanent Position ..... ........... ... ......... ....... ..... ... ...... ...... ... .. .............. 6 
Temporary Positions ................................................................. ... .. ... ................ ........................ ..... ..... ... 28, 29 
Term of Agreement. ........................... ............ ... ........... ......... .... ............. ........... ........... ........ .. ..... ................... 1 
Termination During Probationary Period ....... .... ...... ............. .... ... ......... .. .......... ............................................. 6 
Time Constraints .............. ......... .................... ... ... ... .... .. ...... ..... ............. ............ ......... ........................... ....... 15 
Transfer/Promotion ......... ............. .................. ....... .................... .. .......... .. .......... .......... .. ................ ........ ....... 27 
Transferring Within CUPE Local 15 (VMECW) .......... .. ..... ................... ........ .... ......... .................................... 9 
Trial Period on Promotion or Transfer ....... ... .. .......................... .. ..... .. .... .................. ................. ............. 27, 28 

u 

Union Activity ................................................ .......................... ......... ... ... ..... .. .......... .. ........................ ........... 13 
Union Bulletin Board ...................................... ..... ............... ... ............ ............ ... ................... .. .... ........ ........... 12 
Union Leave - Reimbursement of Costs to Board ...... .............. .. ....... ......... .... ....... ..... ........ ........ ................. 65 
Union Notification ............. .... ................................ ............. ........ ........ ........................ ...... .. .. ........................ 12 
Unsubstantiated Allegations ......................... ..... ................................ ...................... ......... ... ......... ............... 76 
Use of Agency Workers .... ............ .... .... ...... ......................... ........ ... ... ................. .... .. ........... ...... ............ ...... 11 
Use of Sick Leave Credits ....... ... .... ...... ...... .... .. .......................... .. ...... ........ ....... ....... ...... ........... .......... ... ..... 57 

V 

Vacancies - Effective Date ............ .. .. ......... .. .... .. ..... ........................... ...... .. ... ......... ....... ..... ... ... .. .. ... ... ........ . 26 
Vacation - Calculations for Entitlement ......... ... ....... .. ..... ....... ..... .. ... .... ..... .... ... .... ........... ......... .. ... ..... .... ...... 45 
Vacation - Temporary Service .... .................. .... ... ..... ......... .. .. ...... .................. .............. ....... ......................... 48 
Vacation - Term Employees ..... ......................... .... .... .. ... ..... .. ... ... ................... ............................................. 48 
Vancouver Board of Education Courses - C.E . ................ ............... .. ...... ... .......................................... 79, 80 
Vehicle Vandalism Compensation ............................ .... ............. ........................... ...... ..... .... ...... ... ............... 78 
Volunteers ....... .. ...... ........... .............. ..... ... ... .... ......... .................................................................... ....... ........ 13 

w 

WCB - Use of Sick Leave Credits ..... ........................ .......... .. ...... ........ ..................... ... ........... ... .. ...... .... ...... 58 
Work Free Period .... ... ................ .... .... .... ...... ... .. ........ ....... .......................... ............... ......... ......................... 20 
Work of a Personal Nature ........................................................................................ .......... .... .. .................. 76 
Work on Statutory Holiday ..................................................................... ......... ...... .... .... ..... ... ...... ......... ....... .49 
WorkWeek ............... ................ ...... ..................... ..... .. .. ..... ...... ........... ... ............ .... ...................................... 18 
Workforce Adjustment and Severance (prev. 11.D.) ......... .. ... .. ... ... .. ... · ........... .... ..... . .' ...... ........ . 32, 33, 34, 35 
Written Complaint ............. ...................................................... .. .... .... ......... .... ..... .... .......... .. .......... ... ..... ....... 75 
Written Notice of Change .... ... .... ..... .... .... .... ...... .... .. ........ .... ... .. ...... .... ... ..... ... ............ ..... ..... ... ..... ... .... .. ....... 73 
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