








































































































































































































































































LETTER OF UNDERSTANDING 

This is a Letter of Understanding referred 
to in Clause 23 of this Agreement 

UNION-PAID LEAVE FOR EMPLOYEES 
WHO ARE NOT "OFFICIAL UNION REPRESENTATIVES" 

127 

1. Notwithstanding Clause 13, the parties agree that the following terms and conditions will 
apply in those instances where the Union wishes to "book off'' an employee who is not an 
"Official Union Representative" designated by the Union pursuant to Clause 13(a) onto a 
Union-paid leave. 

(a) The Union will provide as much notice as possible (minimum 24 hours advance 
notice) when requesting to book an employee off from work onto a Union leave 
status. The Union acknowledges that the shorter the notice provided in advance of 
the book off request, the more difficult it may be to grant an employee the time 
away from work. 

(b) All leave requests will be considered on the basis of the Employers' ability to 
ensure operational needs are met, should the leave be granted. 

(c) Where the Union books an employee off work onto a Union leave status, they will 
pay for the employee's time away from work. This said, the Employer agrees to 
maintain the employee's regular pay/salary, as well as all applicable benefits. The 
Employer will render an account of these costs to the Union and the Union will 
reimburse the Employer within sixty (60) days of invoice issuance for all identified 
costs. 

(d) In accordance with Clause 10.10(b) of the City/CUPE Local 15 Collective 
Agreement, where an employee is booked off onto a Union-paid leave in excess of 
one (1) month in any calendar year, the Union will be invoiced and shall reimburse 
the City for any vacation accrual. 

2. The parties agree that Clause 13 of the City and Parks/CUPE Local 15 Collective 
Agreements will continue to apply in all instances where the Union is seeking to book off 
from work an Official Union Representative onto Union leave. Where an Official Union 
Representative is granted leave in accordance with Clause 13(c)(2), that employee shall 
continue to be paid, and the Union will be invoiced by the Employer in accordance with 
paragraph 1 (c) above. 

3. This Letter of Understanding takes effect upon ratification of the Collective Agreement and 
replaces in its entirety the prior Letter of Understanding on the same matter signed 
October 20, 2008. 



LETTER OF UNDERSTANDING - UNION-PAID LEAVE FOR EMPLOYEES 
WHO ARE NOT "OFFICIAL UNION REPRESENTATIVES" (cont'd) 

Signed this 27th day of October, 2012 

ON BEHALF OF THE EMPLOYER: ON BEHALF OF THE UNION: 

"Paul Mochrie" "Paul Faoro" 

"Kevin Jeske" "John Geppert" 

128. 
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LETTER OF UNDERSTANDING 

This is a Letter of Understanding referred 
to in Clause 23 of this Agreement 

FLEXIBLE DAYS OFF 

129. 

1. All employees hired subsequent to the ratification of the Collective Agreement will work an 
EDO schedule. 

2. Existing employees may opt for EDO. Once an employee elects EDO, they may not revert 
to FOO. 

3. Employees shall comply with existing FOO rules. Failure to comply shall cause them to be 
the subject of discipline, including loss of FOO (i.e. reversion to EDO). 

Signed this 27th day of October, 2012 

ON BEHALF OF THE EMPLOYER: ON BEHALF OF THE UNION: 

"Paul Mochrie" "Paul Faoro" 

"Kevin Jeske" "John Geppert" 



LETTER OF AGREEMENT 

This is a Letter of Understanding referred 
to in Clause 23 of this Agreement 

CITY USE OF AGENCY PERSONNEL 

The City and the Union agree to resolve this matter on the following basis: 

130. 

1. The City will use its best efforts to minimize its use of external agency personnel through the 
internal recruitment of temporary staff. 

2. This acknowledges that the City may use staff provided through an external agency to fulfil 
legitimate needs arising in the very short term or in emergency situations. If personnel are 
provided through an external agency the following conditions will apply: 

a) During the first 30 days of an assignment, the person will be paid the appropriate 
bargaining unit rate of pay and will be covered by the provisions of the Collective 
Agreement as they relate to Temporary Full-Time employees with less than 30 days 
service except that they shall not have access to the grievance procedure nor shall the 
provisions relating to Court Attendance and Jury Duty in Article 10.11 and Work Week 
in Article 11.1 apply. It is understood that during this period, the Agency shall be 
responsible for vacation pay and Public Holiday pay. 

b) If employed for more than 30 days, the person will be treated for all purposes as 
though employed by the City and will join the Union by the 31 st day. Union dues will be 
paid on all earnings beyond the 30th day of employment and as an employee of the 
City, the person will be covered by all terms and conditions of the collective agreement. 

3. At agreed upon intervals the City will provide in writing to the Union a report setting out each 
instance of the use of agency personnel since the previous report. The report shall detail the 
person's name, job category, work location, hours of work, and dates of assignment. 

4. This agreement will apply throughout the "Common Employer'' and the Police Department. 

5. Adoption of this resolution is contingent on ratification of the VMREU Executive. 

6. There will be no retroactive effect of this resolution for external agency personnel who have 
worked for the City prior to the date of this agreement. 

Signed on the 29th day of September, 1993. 

ON BEHALF OF THE CITY OF 
VANCOUVER: 

"Eileen Stewart" 

ON BEHALF OF VANCOUVER 
MUNICIPAL & REGIONAL EMPLOYEES 
UNION: 

"James Quail" 



LETTER OF UNDERSTANDING 

This is a Letter of Understanding referred 
to in Clause 23 of this Agreement 

CONVERSION OF VACATION TO SICK LEAVE 

131 

The collective agreements between the Employer and the Union contain a paid sick leave plan 
and paid vacation entitlements. Prior to the date of this Agreement, there was no contractual 
entitlement to have vacation time converted to sick leave. 

The actual practice with regard to conversions has been mixed, sporadic and ad-hoc, set within an 
overarching Employer perspective that conversion was not an entitlement. 

The Parties have agreed that a structured approach is to be preferred to the current uncertain and 
potentially inequitable practice. Therefore, they have reached an agreement to allow conversions 
under certain circumstances. The terms of the Agreement are: 

1. Requests for conversion shall be made in writing to the Departmental GM, or designate, 
and shall include documentation certifying the period of hospitalization. 

2. Requests for conversion shall be approved if: 
a. The employee is hospitalized before, during and after a vacation, without 

interruption; 
b. The employee is hospitalized before and during a vacation, without interruption; 
c. The employee is hospitalized during and after a vacation, without interruption. 

3. The Parties have agreed to illustrative examples, attached as Schedule 1. 

4. For the purpose of this Agreement, the start and end of a vacation are defined as the first 
working day and last scheduled working day that are not worked due to the vacation. That 
is, contiguous weekends or statutory holidays are not part of the vacation. 

5. Conversion shall only be approved commensurate with the sick credits held by the 
employee at the time of the absence. 

6. The Employer may investigate an application for vacation conversion as it would a request 
for sick leave. 

7. The Parties have the right to obtain compliance with these provisions through the 
grievance procedure. 

8. Hospitalized shall include being held in quarantine detention, but shall not include time 
spent in hospital or such like facility due to elective surgery, unless it is time spent in 
hospital due to unforeseen circumstances arising from such surgery. 

9. The Employer shall convert two requests as identified in its letter of August 3, 2012. 



LETTER OF UNDERSTANDING - CONVERSION OF VACATION TO 
SICK LEAVE (cont'd) 

10. The Union shall withdraw Grievance 2012-039. 

Page 2 

With the exception of clause 9 above, there shall be no retroactive effect to these provisions. 

132. 

The Employer and Union agree that these terms represent the full and final resolution of all 
matters addressed in this Letter of Understanding. No new grievances or complaints of any kind 
shall be filed concerning them, save and accept to enforce the terms of this Agreement. 

Signed on the 14th day of June, 2013. 

ON BEHALF OF THE EMPLOYER: ON BEHALF OF THE UNION: 

"Kevin Jeske" "Graeme Moore" 
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LETTER OF AGREEMENT 

This is a Letter of Understanding referred 
to in Clause 23 of this Agreement 

POLICY GRIEVANCE #07-032 (WorkSafeBC &EDO) 

The parties agree to resolve the aforementioned per the following terms and conditions: 

134. 

1. The City will provide Payroll Operations with instruction to allow an employee off work on 
an accepted WorkSafeBC status to continue to earn EDO up to and including the first 14 
working days of said absence. 

2. In the event an employee returns to work after November 1st from an accepted 
WorkSafeBC leave status of greater than 14 working days, and they do not have enough 
EDO time earned or other accrued paid leave (excluding sick leave) available to them to 
schedule in conjunction with the Christmas Closure (the period between Boxing Day and 
New Years Day) , the employee will be permitted to draw from their next years vacation 
leave entitlement to cover the Christmas Closure period (in whole or part). Where the 
employee has insufficient EDO, but sufficient accrued leave to schedule in conjunction with 
the Christmas Closure, the leave will be drawn from the accrued leave bank (excluding the 
sick leave bank) of the employee's choice. 

3. The Union agrees to withdraw their policy grievance (as referenced above), considering 
this matter fully resolved. 

4. The parties agree that this change (as outlined in points numbered 1 and 2 above) will take 
effect on March 13th

, 2009. 

Signed on the 17th day of February, 2009. 

ON BEHALF OF THE EMPLOYER: ON BEHALF OF THE UNION: 

"Kevin Ramsay" "John Geppert" 
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LETTER OF UNDERSTANDING 

LONG TERM DISABILITY PLAN FEASIBILITY 

The Employer and the Union hereby agree to establish a Joint Committee comprising of up to 
three representatives of each side to explore the feasibility of a Long-Term Disability Plan for 
Regular employees within the existing total rewards package of CUPE 15 members. 

The Employer will endeavour to provide internal information reasonably necessary to the 
Committee in order for it to fulfill its mandate, subject to commercial obligations and the Freedom 
of Information and Protection of Privacy Act. 

Term of the Agreement 

The Committee will endeavour to develop a recommended option or options within the term of the 
collective agreement. 

It is understood that the final approval of any option is contingent on the mutual agreement of both 
the Employer and the Union. 



136. 

LETTER OF UNDERSTANDING 

AUXILIARY EMPLOYEE CONVERSION REVIEW 

A Joint Committee consisting of not more than three (3) representatives from the Employer and 
the Union will be established to discuss the applications of the Employee Definitions with a view to 
converting, where appropriate, auxiliary hours to either Regular Full-Time or Regular Part-Time 
positions in the areas of: 

a) Building Workers within Park Board and Real Estate, Environment and Facilities 
Management; and 

b) Security Attendants within City Protective Services. 

The Employer shall share with the Union all information necessary for the review process, 
including the pattern of auxiliary hours over the past two (2) years and the operational criteria 
applied previously in conversion reviews done by the parties in both Parks and the City. The Union 
will also be provided with the opportunity to conduct worksite visits to review existing employees' 
shift schedules. 
ty to conduct worksite visits to review existing employees' shift schedules. 
s. 

After discussions by the Joint Committee, the Employer will identify the auxiliary hours that the 
Employer is prepared to convert to Regular Full-Time and Regular Part-Time positions based on 
the criteria of previous conversion reviews; the Employer will also identify the employees who 
would be affected by such conversion. 

The Employer's conversion proposal will be reviewed by the Joint Committee and reasonable 
consideration will be given to additional possible conversions proposed by the Union. 

The Joint Committee will then make its report to the General Manager, Human Resource Services 
within the term of the collective agreement. 
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LETTER OF UNDERSTANDING 

INDIGENOUS EMPLOYEMENT OPPORTUNITIES 

Whereas: 

I. The Employer recognizes that Indigenous people experience systemic barriers in 
employment, which results in a workforce that is underrepresented by Indigenous peoples. 

II. The Employer is working to change attitudes, create new opportunities and move the 
Employer forward as an inclusive and accessible workplace for Indigenous peoples. This 
will take partnerships across the organization and with the Union. 

Ill. The Employer is a City of Reconciliation and it is committed to putting in practice the City's 
United Nations Declaration on the Rights of Indigenous Peoples Strategy. 

IV. In this LOU, the term "Indigenous Peoples" is used to reference First Nation, Inuit and 
Metis peoples living in Canada. 

V. The Employer and Union recognize that one of the Calls to Action (#7) by the Truth and 
Reconciliation Commission of Canada is "to eliminate educational and employment gaps 
between Aboriginal and non-Aboriginal Canadians". 

VI. The Employer and the Union are committed to: 
a. Increasing the representation of Indigenous people within the City of Vancouver in 

a range of occupations and pay levels; and 
b. Strengthening our relationships between The City of Vancouver, the Union and 

First Nation governments. 

The parties agree as follows: 

1. The Employer will implement an Indigenous Hiring Process (the "IH Process") for certain 
positions that will be used from time to time for identified positions. The Employer will notify the 
Union prior to posting positions through the IH Process 

2. Factors that the Employer will consider in determining whether a position is suitable for the IH 
Process include but are not limited to: 

a) whether the position has a specific set of responsibilities related to Indigenous identity 
e.g. Social Planning Analyst- Indigenous Relations and Reconciliation, Social Planners, 
Project Managers, Project Facilitator II, Indigenous Liaison; 

b) whether the position is such where Traditional knowledge may be beneficial to the 
position (wildlife or land monitoring experience, knowledge of the area, community and 
cultural protocols) e.g. Park Ranger, Landscape Architect, Geologists; 

c) whether the position is in an area or business unit where Indigenous peoples have 
historically been underrepresented and where there might be an opportunity for 
Indigenous employees to engage in training and upskilling; 

d) whether the position is funded by monies/grants that that specify or are conditional 
upon creating positions for Indigenous peoples. 



138. 

3. If the Employer applies for a Special Program Designation from the British Columbia Office of 
the Human Rights Commissioner, the Union agrees to provide its position consistent in the 
manner required by the application. 

4. All postings under the IH Process will be administered pursuant to Clause 11.2(h) regardless 
of pay grade. 

5. The postings under the IH Process will indicate that applicants must self-identify as an 
Indigenous People in order to be eligible to apply for the position. Applicants under the IH 
Process may be required to verify that they are Indigenous People. 

6: The Employer commits to meeting with the Union on an agreed upon date to check-in on how 
this LOU is working for the parties and whether it is meeting the objectives of creating a more 
inclusive and accessible workplace. 
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