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ARTICLE 1 - PREAMBLE
1.1 Purpose of Agreement

(a) The purpose of this agreement is to establish and maintain orderly collective bargaining
procedures between the College Board, hereinafter referred to as the College, and the Union.

(b)  Notwithstanding the foregoing, the College Board may at its sole discretion delegate functions
related to its authority as employer to the College President or others.

(c) The parties to this agreement share a desire to improve the quality of the educational services
provided at Douglas College. Accordingly they are determined to establish, within the framework
provided by the law, an effective working relationship at all levels of the College in which members of
the bargaining unit are employed.

1.2 Future Legislation

In the event that any future legislation renders null and void or materially alters any provision of this
agreement, the parties will negotiate a mutually agreeable provision to be substituted for the provision
rendered null and void or materially altered. All other provisions of the agreement shall remain in full
force and effect.

1.3 Conflict with Policies

Every reasonable effort will be made to harmonize college policies with the provisions of this agreement.
In the event of a conflict between the contents of this agreement and any policies made by the College,
the term of this agreement will prevail.

1.4 Gender and Singular Terms

(a) The words "employee" or "employees" are used throughout this agreement for convenience only
and the same shall be construed as meaning and including any person employed by the College under
this agreement.

(b)  Wherever the singularis used in the collective agreement, the same shall be construed as meaning
the plural if the context requires unless otherwise specifically stated.

15 Human Rights Code

The parties hereto subscribe to the principles of the Human Rights Code of British Columbia.

ARTICLE 2 - DEFINITIONS

The following specific definitions of words, terms or phrases shall be used to establish the intent and
meaning of the language of this agreement:

2.1 Auxiliary Employee
Means an employee who is employed for:
(a) special projects; or

(b) temporary positions created by the College of eight months' duration or less. These positions
of 17% hours or more per week may only be filled for consecutive terms totalling 16 months; or

(c) replacement of employees on leave; or



BCGEU and Douglas College (06/2022) Page 2

(d) part-time work of less than 17% hours per week; or
(e) positions as identified in Article 28.1(c).

It is understood and agreed that temporary positions created by the College shall be reviewed by the
College after four months in order to determine whether or not the position should be made permanent.
The College shall report on the results of such reviews at the Labour/Management Relations Committee.

2.2 Consultation or Discussion

A process intended as a vehicle through which the parties may make known their respective views and
opinions, but not intended to connote consensus or mutual agreement.

23 Promotion
Means a change from an employee's position to one with a higher maximum salary level.
2.4 Regular Employee
Means an employee who is appointed to a:
(a) continuous full-time position; or
(b)  continuous part-time position of 17% hours or more per week; or

(c) repeating fixed term positions (minimum 17% hours per week) having a term of at least eight
months.

2.5 Travel Status

Travel by an employee, outside the college region on college business, where authorization for such travel
has been requested in advance on the appropriate form, and approved by the College.

2.6 Layoff

Layoff is a cessation of employment, or elimination of a job resulting from a decrease in the amount of
work required to be done by the College, or reduction in hours that changes the employee's status, a
reorganization, program termination, technological change, closure, shortage of operating funds as
determined by the College, or other material change in organization.

2.7 Day
For the purpose of time lines in the collective agreement:
(a) adayshall mean a calendar day;

(b) aworking day shall mean any weekday day excluding Saturday, Sunday and excluding any day the
College is closed for a paid holiday.

ARTICLE 3 - UNION RECOGNITION AND RIGHTS
3.1 Bargaining Unit Defined

The bargaining unit shall comprise all employees included in the bargaining unit as described in the
certificate at each college or institution, issued by the Labour Relations Board of British Columbia, except
positions excluded by mutual agreement between the parties or excluded by the Labour Relations Board
of British Columbia.
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(a) The College will notify the Union of the creation of any position which the College intends to treat
as an excluded position, along with the reasons justifying such exclusion. Such notice shall be given upon
creation of such position at least 30 days prior to filling the new position. In the event the parties do not
agree that the position is excluded, the question of inclusion or exclusion may be referred to the BC
Labour Relations Board. Pending a Labour Relations Board decision, the position may be filled and
worked.

The College will provide the Union with a copy of the organizational chart for the immediate branch or
program where the position is located, a copy of the position's job description and a copy of the job
description for the position which supervises the position in question.

(b) If an existing position is changed, such that the Union has concerns about its status, the
information as described in (a) above will be supplied upon request. In the event the parties cannot
agree, the question of inclusion or exclusion may be referred to the relevant labour relations legislation.
Where the parties fail to agree and pending a decision from the relevant body administering the labour
relations legislation, the position may be filled and worked in the jurisdiction in which the position is
currently contained.

3.2 Bargaining Unit Recognized

The College recognizes the B.C. Government and Service Employees' Union, as the exclusive bargaining
agent for all employees to whom the certification issued by the Labour Relations Board on
December 20, 1974, and as amended by the Labour Relations Board on September 4, 1981, applies.

3.3 Correspondence

The College agrees that all correspondence between the College and the Union related to matters covered
in this agreement shall be sent to the President of the Union or their designate, with a copy to the
Chairperson of the bargaining unit. The College agrees that a copy of any correspondence between the
College or College's official and any employee in the bargaining unit covered by this agreement, pertaining
to the interpretation or application of any clause in this agreement as it applies to that employee's
employment, shall be forwarded to the President of the Union or their designate and to the Chairperson
of the bargaining unit.

34 No Other Agreement

No employee covered by this agreement shall be required or permitted to make a written or oral
agreement with the College or its representative which may conflict with the terms of this agreement.

3.5 No Discrimination for Union Activity

The College and the Union agree that there shall be no discrimination, interference, restriction, or
coercion exercised or practised with respect to any employee for reason of membership or legitimate and
lawful union activity.

3.6 Recognition and Rights of Stewards

The College recognizes the Union's right to select stewards to represent employees. The College and the
Union will agree on the number of stewards, taking into account both operational and geographical
considerations. The Union agrees to provide the College with a list of the employees designated as
stewards. Stewards shall obtain the permission of their immediate supervisor before leaving their work
to perform their duties as a steward. Such permission shall not be unreasonably withheld. On resuming
normal duties, stewards shall notify their supervisors. The duties of stewards shall include but are not
restricted to:
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(a) investigation of complaints of an urgent nature;

(b) investigation of grievances and assisting any employee whom the steward represents in preparing
and presenting a grievance in accordance with the grievance procedure;

(c) supervision of ballot boxes and other related functions during ratification votes;
(d) carrying out duties within the realm of safety responsibilities.

The Union agrees that stewards will not abuse the rights given by this clause.

3.7 Bulletin Boards

The College will provide glassed-in bulletin boards for the exclusive use of the Union. A glassed-in bulletin
board will be provided at each campus. The location of the bulletin board on each campus will be
determined by mutual agreement.

3.8 Union Insignia
(a) A union member shall have the right to wear or display the recognized insignia of the Union.

(b)  The Union agrees to supply union shop cards for each of the College's places of operation covered
by this agreement, to be displayed at the entrance to each building; such shop cards remain the
property of the Union, and shall be surrendered upon demand by the Union.

(c) The recognized insignia of the Union will include the designation "BCGEU". This designation may
be placed on documents prepared by a member of the Union. This designation shall be placed below
the signatory initials in the correspondence.

3.9 Right to Refuse to Cross Picket Lines

(a) Allemployees covered by this agreement shall have the right to refuse to cross a picket line arising
out of a strike as defined in the relevant labour legislation.

(b)  Noemployee shall be required to cross, or suffer loss of pay for failure to cross, a picket line where
the employee is apprehensive for their personal safety.

(c) Failure to cross a picket line encountered in carrying out the College's business shall not be
considered a violation of this agreement nor shall it be grounds for disciplinary action.

(d) Employees should not expect to receive pay for work not performed, statutory holiday pay or
vacation pay as a result of observance of picket lines. Health and welfare benefits will be continued and
the Union will pay the costs normally paid by the College.

3.10 Time Off for Union Business
(a) Without Pay
Time off without pay and without loss of seniority will be granted:

(1) to an elected or appointed representative of the Union to attend conventions of the
Union and bodies to which the Union is affiliated;

(2) for elected or appointed representatives of the Union to attend to union business which
requires them to leave their premises of employment; and

(3) for employees who are representatives of the Union on a bargaining committee to attend
meetings of the Bargaining Committee.
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(b)  Without Loss of Pay
Time off without loss of pay or seniority or benefits will be granted:

(1) to three employees who are representatives on the Bargaining Committee to leave their
employment to carry on negotiations with the College;

(2) in addition, the Union may call upon up to two additional employees to assist the
Bargaining Committee with technical information and advice. It is understood that this will be
necessary only during the period of negotiations, and on an irregular basis;

(3) to stewards to perform their duties pursuant to Article 3.6; and

(4) to employees called to appear as witnesses before an arbitrator on behalf of the College
or the Union.

(5) The Chairperson of the bargaining unit or alternate designated by the Union shall be
granted twenty-five percent (25%) college-paid time release from a full workload per year. Such
time shall be used to facilitate the operation of the collective agreement and employee college
relationships. The Chairperson shall schedule such time with their supervisor. This provision is in
addition to any other college-paid release time in the collective agreement.

Where such leave is granted, the College will replace the employee as necessary. The cost of this
provision will be borne by the institution as a general operating expense.

(c) The College will replace employees when the Union initiates a union leave with a regular
employee in the same department and/or work area. Failing this, the College will call in qualified
auxiliaries for replacement. If no regular or auxiliary employee is available to substitute, the College will
actively recruit qualified replacements for backfill.

Itis understood that employees granted time off without loss of pay pursuant to this article shall receive
their current rate of pay while on time off without loss of pay. Time off granted under this article shall
include sufficient travel time. The College agrees that the granting of any of the above time off shall be
subject to their requirements but shall not be unreasonably withheld. To facilitate the administration
of paragraph (a) of this article, when time off without pay is granted, the time off shall be given without
loss of pay and the Union shall reimburse the College the appropriate salary and benefit costs, including
travel time incurred.

3.11  Local Union Meetings

(a) Employees shall be entitled to be absent from work for two hours prior to 4:30 p.m. for the
purpose of attending union meetings. This leave shall be granted three times per calendar year and shall
be with no loss of pay or benefits.

(b)  Afternoon shift employees shall be entitled to two hours near the beginning of their shifts as
per (a) above.

(c)  The Union shall notify the College of the details of such meetings, two weeks prior to the meeting,
where possible, and shall consult with the College on appropriate dates.

(d) An additional two hours shall be granted to all employees, as per the provisions of Articles (a)
and (b) above, for the purposes of dealing with local ratification matters. This leave shall only be granted
once during the contractual period.

(e) Articles 3.11(c) shall not apply to 3.11(d).
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3.12 Employee and Family Assistance Program

(a) The Union and the College recognize the need for a joint program to assist employees and their
immediate families resolve problems that affect their personal lives and their job performance.

(b) A joint committee consisting of one member of each of the bargaining units within the College
and an Administrator will meet a minimum of twice a year. The union representative will be granted
time off with pay to attend the meetings of the Joint Committee.

(c) Therole of the Joint Committee is to provide consultation to the program carrier on the marketing
and success of the program at the College.

(d) The program carrier will provide the Joint Committee with feedback on the usage of the program
while maintaining information confidentiality of the individual users.

(e) Inthe event of confidentiality being breached, the employee will not suffer adverse effects related
to their employment.

(f)  The Joint Committee will be both apprised of and work within the budget of the program. The
College in turn agrees to maintain, if not enhance, the level of funding for the program.

(g) Current levels of service related to alcohol or drug abuse will be maintained for the duration of
this agreement.

3.13 Future Committees

It is agreed that any future open committees struck by the College which may deal with matters affecting
any employee covered by this agreement shall include representation from within the Union's bargaining
unit.

3.14 Representation at Open Senior Management Team Meetings

(@) The Union reserves the right to send one representative to open meetings of the Senior
Management Team.

The union representative shall be granted sufficient time off without loss of pay and without loss of
seniority or benefits to attend open Senior Management Team meetings.

(b)  Theunionrepresentative at the open Senior Management Team meeting shall be designated from
within the Union's bargaining unit.

(c) A copy of the agenda and such other information as may be assembled for use in open Senior
Management Team meetings shall be supplied to the Union's representative prior to each open meeting
of the Senior Management Team.

(d)  The Union agrees that in no event will the College incur any additional expense for overtime or
other payroll premium expense in consequence of an employee's participation in these meetings.

(e) The Union shall provide the College with the name of the representative and alternate who will
represent the Union at open meetings of the Senior Management Team.

3.15 Union Office Space

The College will provide an office not less than 12 square meters in size. The College will ensure the office
is furnished and will provide a telephone, a desktop personal computer "pc", and access to the College's
computer communication network.
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ARTICLE 4 - UNION SECURITY
4.1 Union Security

(a) All bargaining unit employees shall, as a condition of continued employment, maintain such
membership.

(b)  All employees hired on or after execution of this agreement shall, as a condition of continued
employment, become members of the Union, and maintain such membership.

4.2 Additional Limitations on Contracting Out

(a) The College will not contract out any work presently performed by the employees covered by this
collective agreement which would result in the layoff of such employees, including a reduction in
assigned workload.

(b) The College agrees to provide, upon request of the Union, copies of all purchase service
agreements to the bargaining unit Chairperson and to discuss the contracts that are of concern to the
Union. The parties recognize the obligations of the College under Freedom of Information and
Protection of Privacy legislation and agree to maintain confidentiality of all private information in these
contracts.

ARTICLE 5 - CHECK-OFF OF UNION DUES

(a) The College shall, as a condition of employment, deduct from the wages or salary of each
employee in the bargaining unit, whether or not the employee is a member of the Union, and upon
receipt of proper authorization, the amount of the regular monthly dues payable to the Union by a
member of the Union in the next appropriate pay period following receipt of such authorization.

An employee shall, as a condition of continued employment, complete an authorization form providing
for the deduction from an employee's monthly wages or salary the amount of the regular monthly union
dues payable to the Union by a member of the Union.

The Union may by written demand require the College to dismiss an employee who refuses to authorize
a deduction in favour of the Union. At least one month’s notice to the College will be given.

(b) The College shall deduct from any employee who is a member of the Union any assessments
levied in accordance with the Union Constitution and/or Bylaws and owing by the employee to the
Union.

(c) Deductions shall be made from each normal pay owing to the employee and membership dues or
payments in lieu thereof shall be considered as owing in the month for which they are so deducted.

(d)  All deductions shall be remitted to the President of the Union not later than 28 days after the date
of deduction and the College shall also provide a list of names as well as classifications of those
employees from whose salaries such deductions have been made, together with the amounts deducted
from each employee.

(e) Before the College is obliged to deduct any amount under Section (a) of this article, the Union
must advise the College in writing of the amount of its regular monthly dues. The amount so advised
shall continue to be the amount to be deducted until changed by further written notice to the College
signed by the President of the Union. Upon receipt of such notice, such changed amount shall be the
amount deducted.
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(f)  From the date of the signing of this agreement and for its duration, no employee organization
other than the Union shall be permitted to have membership dues or other monies deducted by the
College from the pay of the employees in the bargaining unit.

(g) The College shall supply each employee, without charge, with a receipt for income tax purposes
in the amount of the deductions paid to the Union by the employee in the previous year. Such receipts
shall be provided to the employees prior to March 1st of the succeeding year.

ARTICLE 6 - COLLEGE AND UNION SHALL ACQUAINT NEW EMPLOYEES

(a) Upon hire, a new employee shall be advised of the location of the collective agreement on the
College's website and advised of name and location of stewards. A copy will be provided to each
employee upon request.

(b)  Within the first 15 calendar days of employment, a shop steward will be given an opportunity to
interview each new employee during regular working hours, without loss of pay, for up to 30 minutes.
The purpose of this interview is to allow the steward to acquaint the employee with the benefits and
duties of union membership and the employee's responsibilities and obligations to the College, and the
Union. This article applies to those employees who are hired for more than 30 days.

(c) The Chairperson of the bargaining unit shall be advised of the name and location of all new
employees through the Union Dues Deduction Form within 10 days of their appointment.

ARTICLE 7 - COLLEGE'S RIGHTS
7.1 College's Right to Manage

The Union acknowledges that the management and direction of the employees in the bargaining unit is
retained by the College except as this agreement otherwise specifically provides.

Without limiting the generality of the foregoing, the College reserves the right to decide the number of
employees required for work at the College, the hours, size and locations of its operations, and the right
to discipline employees for just and reasonable cause. These rights shall not be exercised in a
discriminatory manner.

7.2 College Held Harmless

Where this agreement allows, permits or grants to the Union the exclusive use of space, or the right to
call upon the College to enforce any provision of this agreement to the possible detriment of any
employee, the Union agrees to hold the College harmless from any claims, demands or judgements
resulting from any action initiated by the College at the request or demand of the Union, except for any
claim or liability arising out of an error committed by the College.

ARTICLE 8 - COLLEGE-UNION RELATIONS
8.1 Representation

No employee or group of employees shall undertake to represent the Union at meetings with the College
without the proper authorization of the Union. To implement this the Union shall supply the College with
the names of its officers. Similarly the College shall supply the Union with a list of its supervisory or other
employees with whom the Union may be required to transact business.
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8.2 Bargaining Committee

A bargaining committee shall be appointed by the Union and shall consist of five members of the Union
together with the President of the Union or their designate. The Union shall have the right at any time to
have the assistance of members of the staff of the Union when negotiating with the College. Three
members of the Committee named by the Union, shall suffer no loss of regular pay for service on the
Committee while actively and directly engaged in the negotiating process for the renewal of this
agreement, and including all necessary caucuses, but in no event will any member of the Committee be
entitled to overtime or premium time for time spent in negotiations with the College.

8.3 Union Representation

The College agrees that access to its premises will be granted to members of the staff of the Union when
dealing or negotiating with the College as well as for the purpose of investigating and assisting in the
settlement of a grievance. Members of the union staff shall notify the designated supervisory official in
advance of their intention and their purpose of entering and shall not interfere with the operation of the
department or section concerned.

In order to facilitate the orderly, as well as the confidential investigation of grievances, the College will
make available to union representatives or stewards temporary use of an office or similar facility.

8.4 Technical Information

(a) The College agrees to provide to the Union such public information that is available relating to
employees in the bargaining unit, as may be required by the Union for collective bargaining purposes.
The Union recognizes the need for confidentiality of certain information prior to announcements by the
provincial government, and such information is excluded from the operation of this clause.

(b)  The bargaining unit Chairperson shall be provided with a copy of the annual budget approved by
the College Board of Directors.

ARTICLE 9 - LABOUR/MANAGEMENT RELATIONS COMMITTEE
9.1 Continuation of Meetings

In recognition of the mutual benefits of ongoing consultations and open communications between the
employees and the College, the Union and the College agree to continue to conduct Labour/Management
Relations Committee meetings.

9.2 Membership

The Committee shall consist of equal numbers of union and college representatives, with a minimum of
two and a maximum of four representatives from each party. One of the union representatives shall be
the President or designate.

9.3 Guiding Principles
The parties agree that the Committee shall be guided by the following:

(a) The Labour/Management Relations Committee is intended as an open forum wherein matters of
mutual concern and benefit can be freely and candidly discussed. Items may be put on the agenda by
either party upon written notification to the other party prior to each meeting.

(b)  Acollege and a union representative shall be designated as joint chairpersons and shall alternate
in presiding over meetings.
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(c)  Minutes of each meeting of the Committee shall be prepared and signed by the joint chairpersons
as promptly as possible after the close of the meeting.

(d) The parties understand and agree that the Labour/Management Relations Committee is not
intended to serve as a supplement or an alternative to the grievance/arbitration process, nor to
interfere with or attempt to re-negotiate any provisions of the agreement between the parties.

(e) Itisintended by the parties that the Labour/Management Relations Committee will be limited to
serving as a vehicle for joint discussion and consultation, with a view to exploring possible solutions to
mutual problems and concerns. This Committee is in no way intended to limit or restrict the rights
reserved to the College to manage its operations or affairs.

(f)  Meetings of the Labour/Management Relations Committee will be held at the request of either
party as soon as is possible following the request to meet.

(g) Itisintended that any employee participating in meetings of the Labour/Management Relations
Committee as a representative of the Union will not suffer loss of remuneration otherwise payable by
the College when such meetings are held during working hours. Further, it is agreed that under no
circumstances is the College obligated to pay any additional wages, salaries, overtime or other
premiums in the event that the parties agree to schedule a meeting of the Labour/Management
Relations Committee during non-working hours.

ARTICLE 10 - GRIEVANCES
10.1 Definition of Grievances

(a) A grievance shall be defined as any dispute or controversy between the College and the Union or
the College and one or more of its employees covered by this agreement in respect of any matter
relating to working conditions specifically covered by this agreement; any matter involving the
interpretation or application of any provision of this agreement; or any matter involving the alleged
violation of any provision of this agreement.

Itis understood and agreed that any grievance arising during the term of this agreement shall be settled
in accordance with this procedure without any stoppage of or interruption of work, either partial or
complete.

(b)  The College agrees to provide, to the President of the Union, with a copy to the Chairperson of
the Bargaining Committee, a list of designated supervisors and those employees they supervise.

10.2 Step 1- Verbal Grievances

Any employees who have a grievance shall first go to the supervisor directly in charge of work. The
employees may, at their option, be accompanied or represented by their steward or representatives of
the Union. The supervisor shall be given an opportunity to answer the complaint verbally. The parties
involved shall be given a maximum of three working days to solve the grievance.

10.3 Time Limits to Present Initial Grievance

Employees who wish to present a grievance at Step 2 of the grievance procedure, in the manner
prescribed in Article 10.4, must do so not later than 30 days after the date:

(a) on which they were notified orally or in writing of the action or circumstance giving rise to the
grievance; or

(b)  on which they first became aware of the action or circumstances giving rise to the grievance.
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10.4 Step 2 - Written Grievance
(a) Subject to the time limits in 10.3, employees may present a grievance at this level by:

(1) recording this grievance on the appropriate grievance form, setting out the nature of the
grievance and the circumstances from which it arose;

(2) stating the article or articles of the agreement infringed upon or alleged to have been
violated and the remedy or correction required, and where applicable, the reasons why just cause
does not exist; and

(3) transmitting this grievance to the designated local supervisor through the union steward.
(b)  The local supervisor shall:

(1) forward the grievance to the representative of the College authorized to deal with
grievances at Step 2; and

(2) provide the employee with a receipt stating the date on which the grievance was
received.

10.5 Time Limit to Reply at Step 2

(a)  Within 10 days of receiving the grievances at Step 2, the representative designated by the College
to handle grievances at Step 2 and the union area staff representative or designate shall meet to
examine the facts, the nature of the grievance and attempt to resolve the dispute. This meeting may be
waived by mutual agreement.

(b) The representative designated by the College to handle grievances at Step 2 shall reply in writing
to an employee's grievance within 21 days of receiving the grievance at Step 2.

10.6 Step3
The President of the Union, or their designate, may present a grievance at Step 3:

(a) within 14 days after the decision has been conveyed by the representative designated by the
College to handle grievances at Step 2; or

(b)  within 14 days after the College's reply was due.
10.7 Time Limit to Reply at Step 3

(a)  Within 10 days of a grievance being filed directly at Step 3, the representative designated by the
College to handle grievances at Step 3 and the union staff representative or designate shall meet. The
parties will meet to examine the facts, the nature of the grievance and attempt to resolve the dispute.
The meeting may be waived by mutual agreement.

(b) The representative designated by the College to handle grievances at Step 3 shall reply in writing
to the grievance within 14 days of receipt of the grievance at Step 3.

10.8 Failure to Act

If the President of the Union, or designate, does not present a grievance to the next higher level within
the prescribed time limits, the grievance will be deemed to be abandoned. However, the Union shall not
be deemed to have prejudiced their position on any future grievance.
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10.9 Time Limit to Submit to Arbitration

Failing satisfactory settlement at Step 3, and pursuant to Article 11, the President of the Union or
designate may inform the College of the intention to submit the dispute to arbitration within:

(a) 30 days after the College's decision has been received; or
(b) 30 days after the College's decision was due.

10.10 Amending of Time Limits

The time limits fixed in this grievance procedure may be altered by mutual consent of the parties, but the
same must be in writing. Where a grievance or a reply is presented by mail, it shall be deemed to be
presented on the day on which it is post-marked and it shall be deemed to be received on the day it was
delivered to the appropriate office of the College or the Union.

10.11 Dismissal or Suspension Grievance

In the case of a dispute arising from an employee's dismissal or suspension, the grievance may commence
at Step 3 of the Grievance Procedure within 30 days of the employee receiving notice of dismissal or notice
of suspension. The requirements for stating the particulars of the grievance and reply contained in
Article 10.4 will nevertheless apply.

10.12 Deviation from Grievance Procedure

The College agrees that after a grievance has been initiated by the Union, the representative of the College
will not enter into discussion or negotiation with respect to the grievance, either directly or indirectly with
the aggrieved employee without the consent of the Union. In the event that after having initiated a
grievance through the Grievance Procedure, an employee endeavours to pursue the same grievance
through any other channels than this Grievance Procedure, then the Union agrees that pursuant to this
article, the grievance shall be considered to have been abandoned.

10.13 Policy Grievance

Where either party disputes the general application, interpretation or alleged violation of an article of this
agreement, the dispute shall be discussed initially with the College or the Union as the case may be. Where
no satisfactory agreement is reached, either party may submit the dispute to arbitration, as set out in
Article 11 of this agreement.

10.14 Technical Objections to Grievance

It is the intent of both parties to this agreement that no grievance shall be defeated merely because of a
technical error in processing the grievance through the grievance procedure. To this end an arbitration
board shall have the power to allow all necessary amendments to the grievance and the power to waive
formal procedural irregularities in processing of the grievance, in order to determine the real matter in
dispute and to render a decision according to equitable principles and the justice of the case. Time limits
specified in this Article 10 shall not be deemed to be nor construed as matters of technicality but as
matters of substance.

ARTICLE 11 - ARBITRATION
11.1  Notification

Where a difference arising between the parties relating to the interpretation, application or
administration of this agreement, including any questions as to whether a matter is arbitrable or where
an allegation is made that a term or condition of this agreement has been violated, either of the parties
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may, after exhausting the grievance procedure in Article 10, notify the other party within 30 days of the
receipt of the reply at the third step, of its desire to submit the difference or allegations to arbitration.

11.2  Appointment of the Arbitrator/Board of Arbitration

When a party has requested that a grievance be submitted to arbitration, it shall indicate to the other
party of the agreement within seven days:

(a) its intention to submit the matter in dispute to a single arbitrator to be agreed upon by both
parties; should either party not agree to submit the dispute to a single arbitrator, both parties shall then
have seven days to name their appointee pursuant to (b) of this article;

(b) the name of its appointee to a board of arbitration. Within seven days thereafter the other party
shall indicate the name of its appointee to the Board of Arbitration. The two appointees shall then meet
to select an impartial chairperson.

11.3  Failure to Appoint

If the recipient of the notice fails to appoint an arbitrator, or the two appointees fail to agree upon a
chairperson within seven days of their appointment, the appointment shall be made pursuant to Section
86 of the Labour Relations Code.

11.4 Procedure

The Arbitrator shall give full opportunity to all parties to present evidence and make representations; shall
hear and determine the difference or allegation; and shall make every effort to render a decision within 15
days of the first hearing.

11.5 Decision of Arbitration

The decision of the Arbitrator shall be final, binding and enforceable on the parties. However, the
Arbitrator shall not have the power to change this agreement or to alter, modify or amend any of its
provisions.

11.6  Expenses of Arbitrator
Each party shall pay one-half of the fees and expenses of the Arbitrator.
11.7 Amending Time Limits

The time limits fixed in the arbitration procedure may be altered by mutual consent of the parties but the
same must be in writing.

ARTICLE 12 - DISCHARGE, SUSPENSION AND DISCIPLINE
12.1 Discipline Procedure

(a) Where a supervisor intends to interview an employee for disciplinary purposes, the supervisor
shall notify the employee in advance of the meeting and shall advise the employee that a steward's
presence is recommended. The employee shall be given sufficient time to arrange for a steward to
attend the meeting, providing that this does not result in an undue delay of the appropriate action being
taken. This clause shall not apply to those discussions that are of an operational nature and do not
involve disciplinary action.

(b)  Noemployee shall be disciplined, suspended or discharged except for just cause, and an employee
shall be discharged only upon the written authority of the College.
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(c)  The College shall inform the union steward verbally prior to imposing a suspension of more than
five days.

(d)  Where this agreement requires reasons in writing for disciplinary action, it is understood and
agreed that compliance with that requirement shall be sufficient if verbal reasons are given immediately
in the presence of the employee's steward, and are confirmed in writing within two working days.

(e) When an employee is discharged or suspended, the employee shall be given the reason in writing
in the presence of their steward. If a meeting on college property is not advisable for safety reasons,
such meeting may be held at a mutually-agreed location. In an instance where such a meeting is not
possible due to bona fide safety concerns of either party, the employee's copy of the written reasons
will be sent by registered mail to the employee's last recorded address. Likewise, a copy of the
employee's letter will be immediately delivered to the bargaining unit Chairperson. The President of the
Union shall be advised, within five working days, in writing by the College of the reason for such
discharge or suspension.

(f)  Itisunderstood that where the employee being disciplined, suspended or discharged is a steward
or union officer, the employee shall have the right to have a staff representative or union officer
present.

12.2  Right to Grieve

An employee considered by the Union to be wrongfully or unjustly disciplined, suspended or discharged
shall be entitled to recourse under the grievance procedure, in accordance with Article 10 of this
agreement.

12.3  Justice and Dignity

The parties agree that in certain situations, it may be in the best interest of both the College and
employees that employees be reassigned or removed from all job sites during an investigation of conduct.
In cases where an employee cannot be reassigned, the employee shall be considered to be on a leave of
absence without loss of pay until the College makes a decision relative to imposing discipline.

12.4 Burden of Proof

In cases of discipline, suspension and discharge the burden of proof of just cause shall rest with the
College.

Evidence called in support of disciplinary action taken by the College and evidence called in support of
any grievance or response to disciplinary action shall be limited to evidence in support of the reasons
raised in Article 12.1 or 10.4.

12.5 Right to Grieve Other Disciplinary Action

(a) Disciplinary action that is grievable by employees shall include written censures, letters of
reprimand and adverse reports or performance evaluation. Employees shall be given a copy of any such
document placed on their file which might be the basis of disciplinary action. Should employees dispute
any such entry in their file, they shall be entitled to recourse through the grievance procedure and the
eventual resolution thereof shall become part of their employment record. Any such document, other
than official evaluation reports, shall be removed from the employee's file after the expiration of 18
months from the date it was issued, provided there has not been a similar further infraction.

(b) Disciplinary action resulting from findings of harassment or violence shall be removed from the
employee's file after the expiration of 24 months from the date it was issued, provided that there has
not been a similar infraction.
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(c) Sickleave, unpaid leave, and leave on an approved WorkSafeBC claim will not count toward the 18
month periods.

(d) The College agrees not to introduce as evidence in any hearing any document from the file of an
employee, the existence of which the employee was not aware at the time of filing.

12.6 Harassment and Inappropriate Personal Conduct

The parties recognize the right of employees to work in an environment free from sexual harassment,
personal harassment based upon discrimination, inappropriate personal conduct, including bullying
behaviours. The College confers particular responsibilities upon its administrators, managers and
supervisors to implement college policies and to work diligently within their programs, divisions or
departments towards fulfilling the College's institutional commitment to provide a learning and working
environment free of discrimination, harassment and other prohibited behaviours. This includes the
responsibility to foster a safe and non-discriminatory environment, to inform those under their authority
of their responsibilities to avoid prohibited behaviour, to monitor activities within their jurisdiction, and
to deal expeditiously and effectively with reports of prohibited conduct.

All employees shall be subject to discipline should they engage in prohibited behaviours as defined in
Clauses 12.7, 12.8 or 12.9. Bullying behaviours may fall under any of these clauses, depending on the
nature of the conduct alleged.

Complaints filed under Clauses 12.7, Sexual Harassment, and 12.8, Personal Harassment, shall be
investigated in accordance with procedures set out in Clause 12.10. Complaints filed under Clause 12.9,
Inappropriate Personal Conduct, will be handled through Article 10 - Grievances. If a Clause 12.9 complaint
proceeds to arbitration, it will be presented in accordance with Clause 11.8, with the exception that the
Investigator will be experienced in harassment law and may by mutual agreement be different than the
persons named in Clause 11.8.

12.7 Sexual Harassment

Sexual harassment is one form of discrimination and is defined as any unwelcome comment or conduct
of a sexual nature that may detrimentally affect the work environment, or lead to adverse, job-related
consequences for the complainant. Employees can be sexually harassed by persons of the same or a
different gender. To constitute harassment, behaviour may be repeated or persistent or may be a single
serious incident.

Examples of sexual harassment include, but are not limited to:
(a) sexual advances with actual or implied work-related consequences;

(b)  unwelcome remarks, questions, jokes or innuendo of a sexual nature, including sexist comments
or sexual invitations;

(c) verbal abuse, intimidation, or threats of a sexual nature;

(d) leering, staring or making sexual gestures;

(e) display of pornographic or other sexual materials;

(f)  offensive pictures, graffiti, cartoons or sayings;

(g) unwanted physical contact such as touching, patting, pinching or hugging;

(h)  physical assault of a sexual nature.
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The definition of sexual harassment is not meant to inhibit interactions or relationships based on mutual
consent or normal social contact between employees.

The legitimate study of topics of a sexual nature within the College's curriculum is not considered sexual
harassment.

12.8 Personal Harassment Based Upon Discriminatory Grounds

(a) Personal harassment based upon discriminatory grounds means verbal or physical behaviour that
is discriminatory in nature, based upon another person's race, colour, ancestry, place of origin, political
beliefs, religion, marital status, family status, physical or mental disability, sex, age or sexual orientation.
It is discriminatory behaviour, which would be considered reasonably to create an intimidating,
humiliating or hostile work or learning environment and serves no legitimate, work related purpose. To
constitute harassment, behaviour may be repeated or persistent, or may be a single serious incident.

Such behaviour could include, but is not limited to:
(1) physical threats or intimidation;

(2) words, gestures, actions or practical jokes, the natural consequence of which is to
humiliate, alarm or abuse another person;

(3) distribution or display of offensive pictures or materials.
12.9 Inappropriate Personal Conduct

(a) Inappropriate conduct means "unwelcome" or "unwanted" verbal or physical behaviour that is
non-discriminatory in nature, directed at a person or specific group of people, which causes substantial
distress in that person or group of people and serves no legitimate work-related purpose. As well,
improper personal conduct does not include action occasioned through the exercise, in good faith, of
the College's managerial/supervisory rights and responsibilities. In this context "unwelcome"
or "unwanted" means any action which the respondent reasonably knows, or ought to know is not
desired. Such behaviour could include but is not limited to:

(2) words, gestures, actions or practical jokes, the natural consequence of which is to
humiliate, ridicule, insult or degrade and which creates an intimidating or offensive environment;

(2) physical threats or intimidation;
(3) distribution or display of offensive pictures or materials.
(b) Behaviour may be repeated or persistent or may be a single serious incident.

(c) A written grievance in relation to this clause must be filed no later than 30 days from the last
occurrence and shall specify the details of the allegation(s).

12.10 Complaint Procedure for Sexual Harassment or Personal Harassment based on Discriminatory
Grounds

(a) Initial Consultation

An employee who believes that they have been harassed and who is considering the initiation of a
complaint may begin by discussing the matter with a Harassment Advisor. There will be a list of mutually
agreed-upon Advisors who will advise and assist employees of the College in connection with
harassment complaints. The Advisor will review the allegations on a confidential basis and provide the
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Complainant with information relating to due process, standards of confidentiality, standards of proof,
college procedures and policies and advise on effective methods to resolve the matter.

The Labour/Management Relations Committee will create and maintain a list of Harassment Advisors
and the College will make the names of the Harassment Advisors available on the college website.

Following consultation with the Advisor, the Complainant may choose any of the following options:

(b)

(1) to resolve the matter themselves with the Respondent;

(2) to request the Harassment Advisor to attempt an informal resolve between the
Complainant and Respondent;

(3) to request informal mediation between the Complainant and Respondent;
(4) to proceed with a Formal Complaint in accordance with Clause 12.10(b);
(5) to take no further action.

Formal Complaint

(1) The employee shall file a complaint to the Associate Vice President, Human Resources, or
designate, who will arrange to have the complaint investigated and assessed by a mutually
acceptable investigator, based on the factual evidence arising from the complaint. The
investigator will be chosen by the Associate Vice President, Human Resources, or designate and
the union area staff representative. The investigator will adhere to the principles of due process
in carrying out the investigation. The proof that the Respondent has committed the harassment
complained of shall be clear and convincing evidence.

(i) For sexual harassment the complaint must be submitted in writing within six
months of the latest alleged occurrence.

(ii) For personal harassment based upon discriminatory grounds, the complaint must
be submitted in writing within 30 calendar days of the latest alleged occurrence.

(2) A Formal Complaint must specify the details of the allegation(s) including:
(i) name, classification and work location of the respondent;
(ii) a detailed description of the specific action(s), conduct, event(s) or

circumstance(s) which constitute harassment;
(iii) the specific remedy sought to satisfy the complaint;

(iv) date(s) of incident(s);

(v) name(s) of witness(es), if any;
(vi) description of prior attempts to resolve the matter, if any.
(3) Upon receipt of the written complaint, the Associate Vice President, Human Resources,

or designate shall notify the union area office staff representative and the bargaining unit
Chairperson in writing.

(4) The Associate Vice President, Human Resources, or designate will investigate and assess
the complaint based on the facts, employing the concept of due process. The investigation must
be concluded within one month of the Associate Vice President, Human Resources, or designate
receiving the written complaint.
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13.1
(a)

(5) The Associate Vice President, Human Resources, or designate may request an extension
for the investigation period from the union area office staff representative or bargaining unit
Chairperson. Extensions will not be withheld unreasonably.

(6) The Associate Vice President, Human Resources, or designate will inform the Complainant
that they have the option of having a steward present as an observer at the meeting(s) at which
the Complainant is present.

(7) The Associate Vice President, Human Resources, or designate will inform the Respondent
that they have the option of having a different steward present as an observer at the meeting(s)
at which the Respondent is present.

(8) Pending determination of the complaint, the Associate Vice President, Human Resources,
or designate who is investigating may take interim measures to separate the employees
concerned if deemed necessary.

(9) In cases where a finding of harassment may result in the transfer of an employee,
normally, it shall be the Respondent who is transferred, except where the Complainant requests
to be transferred.

(10) The Associate Vice President, Human Resources, or designate may:

(i) make findings of fact;

(ii) decide if the facts constitute harassment;

(iii) attempt to mediate a resolve;

(iv) if harassment has occurred, recommend administrative action to the President;
(v) dismiss the complaint.

(212) The Associate Vice President, Human Resources, or designate, who has investigated and
assessed the facts as they relate to the incident(s), shall complete a written report to the President
within five working days of completion of the investigation.

(12)  The union area office staff representative, the bargaining unit Chairperson, the
Complainant and the Respondent shall be apprised in writing of the recommendation(s) and/or
action(s) to be taken.

(13)  Where the Complainant is not satisfied with the final disposition, the Complainant may
grieve at any step of the Grievance Procedure up to and including arbitration. The time limits and
procedures as specified under Article 10 will apply.

(14)  Where the complaint is determined to be frivolous or vindictive in nature, the College will
take appropriate action, which may include discipline.

ARTICLE 13 - SENIORITY
Seniority Defined

Service Seniority Defined

Means a regular employee's service with the College.

Regular employees shall be credited with service seniority equivalent to their length of continuous
service with the College.
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(b)  Classification Seniority

Means regular employees' length of service in their present classification. All regular employees shall
be credited with classification seniority equivalent to their length of service in their present classification
with the College.

13.2  Seniority List

The service seniority list shall be updated semi-annually and will be sent to the President of the Union or
designate and to the bargaining unit Chairperson no later than the last day of April and October of each
calendar year.

13.3  Loss of Seniority

Except as otherwise provided for in this agreement, regular employees shall not accrue seniority when a
leave of absence without pay is for periods over 60 days' duration. Regular employees shall continue to
accrue seniority if they are absent from work with pay. Employees shall lose their seniority only in the
event that:

(a) they are discharged for just cause;
(b) subject to 13.4, they voluntarily terminate their employment or abandon their position; or
(c) they are on layoff for more than one year.

13.4 Re-Employment

(a) Regular employees who resign their position and within 60 days are re-employed as a regular
employee shall be granted a leave of absence without pay covering those days absent and shall retain
all previous rights in relation to seniority and other fringe benefits.

(b) If the period between resignation and re-employment exceeds 60 days, but does not exceed five
years, the employee shall, upon completion of three year’s continuous service from the date of
re-employment, have their previous length of service credited for purposes of seniority and vacation
entitlement.

13.5 Seniority on Demotion

Regular employees who suffer demotion through no fault of their own, or who take a voluntary demotion,
shall have their classification seniority adjusted to include all service previously held in the lower
classification, together with all service in any higher classifications.

ARTICLE 14 - LABOUR FORCE ADJUSTMENT, LAYOFF AND RECALL
14.1 Labour Force Adjustment

(a) Itisagreed thatthe College will make every reasonable attempt to minimize the impact of funding
shortfalls and reductions on the workforce.

(b)  Subject to budgetary constraints and the amount of funding available for labour adjustment costs;
fairness, flexibility and employee choice will prevail in the implementation of labour force adjustment
strategies as approved by the College.

(c) Itis incumbent upon the College to communicate effectively with employees and the Union as
soon as the impact of any funding reduction or shortfall or profile change has been assessed.
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(d) If a workforce reduction is necessary, the Joint Labour/Management Committee will canvass
employees, starting with those directly affected, and then proceeding if necessary to other areas over
a 14 day period, or such longer time as the Committee agrees, to find volunteer solutions that provide
as many viable options as possible and minimize potential layoffs.

(e) The College and the Union agree that the pre-layoff canvass may be carried out through verbal or
written communication, whichever is agreed to by the Committee.

14.2 Menu of Labour Adjustment Strategies

To minimize layoffs, the following menu of labour force adjustment strategies will be considered and
whenever reasonably possible, offered by the College at the appropriate time in the employee reduction
process set out in the collective agreement:

e job-sharing;

e reduced hours of work through partial leaves;

e transfers to other areas within the bargaining unit subject to available work and meeting
qualifications, with minimal training required;

e paid and unpaid leaves of absence for use to seek alternate employment, retirement
adjustment, retraining, etc.;

e voluntary severance;

e purchasing past pensionable service. If permissible the College will match a minimum of three
years' contributions to the appropriate pension plan (College Pension Plan, Municipal Pension
Plan or Public Service Pension Plan) where an employee opts for early retirement;

e early retirement incentives;

e agreed secondment;

e retraining;

e continuation of Health and Welfare Benefits; and

e combinations and variations of the above or other alternatives.
14.3  Layoffs May Occur

Once strategies other than layoff have been explored, the College may proceed, if need be, to layoffs. For
those affected by layoff, the provisions of the collective agreement will apply and the system-wide
Electronic Registry of Laid off Employees will be available.

14.4  No Stacking of Entitlements
While various options may be considered and offered, there will be no stacking of entitlements.
14.5 Pre-Layoff Canvass

Where the College identifies a need to proceed with a layoff pursuant to Article 14.6, the College shall
notify the bargaining unit Chairperson and the staff representative, in writing, prior to the issuing of any
layoff notices. The notice shall include where the reduction is required, the number of positions to be
affected, the department(s), the campus, the pay level classification and qualifications of the position(s),
the reasons for layoff, and the cost reduction.

The bargaining unit Chairperson, the staff representative and the Associate Vice President, Human
Resources, or designate, will meet to discuss a pre-layoff canvass. The discussion will include:
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(a) identifying where the reduction(s) is required and number of position(s) to be affected;

(b) identify specific position(s) to be canvassed based on a review of the pay level, classification and
qualifications of the position(s) targeted for reduction.

Once the position(s) to be canvassed are agreed upon by the parties, the College shall conduct the
pre-layoff canvass by sending out written notice to identified employee(s) in (b) above.

Response from employee(s) to the voluntary layoff canvass must be submitted to the Human Resources
Department within 10 working days of issuance of the written notice. Employee responses shall be in
writing.

Where there is a reduction of one position and two employees choose severance, the employee with the
most service seniority shall be granted voluntary layoff. An employee who takes this voluntary layoff is
entitled to severance pay per Article 14.14 and other benefits per Article 14.13.

It is understood that employees electing severance under this provision shall not be entitled to bumping
rights or recall.

The College will confirm the layoff with the employee in writing, this decision is final and binding on the
employee and the College.

If no employee from among the identified employees opts for voluntary layoff, the College will commence
with layoff notice per Article 14.6.

14.6  Layoff

(a) Auxiliary employees will be laid off prior to regular employees in classifications and groupings as
identified in Article 33.4.

(b)  Regular employees shall be laid off in reverse order of service seniority providing the remaining
employees have the ability, qualifications, and experience to perform the remaining work.

(c)  Where seniority is equal, the regular employee with the superior qualifications, skill, knowledge
and training for their particular job is deemed to have greater seniority.

(d)  Bumping Procedure

(1) A regular employee shall not be entitled to bump another employee where the bump
would constitute a promotion.

(2) Regular employees who receive notice of layoff shall have the right to bump employees
with less seniority.

(3) The right to bump, subject to (2) above, shall be exercised in the following order:

(i) The employee with the least seniority at the same pay level for whose position
they have the qualifications, ability and experience to do the job shall be bumped.

(ii) If (1) above does not result in a bump, the same procedure will be applied at each
subsequent lower pay level.

(4) Regular employees who are bumped as a result of (2) and (3) above, shall have the same
right to bump employees with less seniority.

(5) It is agreed that the trial or probationary period specified in Article 28.6(a) will apply to
employees moving into a new job as a result of bumping.
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(6) In the event the employee does not have the necessary seniority or qualifications, ability
and experience to bump a second time, or they have proven to be unsatisfactory in the second
job, they will be laid off.

(7) A regular employee shall notify the College in writing within five days of receiving layoff
notice whether bumping rights will be exercised or whether the employee opts for a layoff.

(8) If a regular employee opts for a layoff the employee must choose either recall rights in
accordance with Article 14.9 or severance pay in accordance with Article 14.14 on the date the
layoff is scheduled to occur. If a regular employee declines to make a selection they shall be
deemed to have chosen recall rights.

14.7  Application of Clauses 14.6 and 14.9

The application of the layoff, bumping and recall procedures in Article 14.6 and 14.9 shall be subject to
joint college/union discussion. These procedures shall be carried out on a college-wide basis.

In the case of a dispute arising from Article 14.6 and Article 14.9, the matter shall be resolved through the
grievance procedure, commencing at Step 3.

14.8 Advance Notice

(a) Where possible, the College will notify regular employees who are to be laid off, at least 40
working days prior to the effective date of layoff. If the employee has not had the opportunity to
work 20 full days after notice of layoff, the employee shall be paid in lieu of work for that part of the 20
days during which work was not made available.

(b)  An employee who is offered an auxiliary recall and accepts that recall, cannot claim the right to
notice or pay in lieu pursuant to Article 14.8(a) when the auxiliary work expires and the employee
returns to layoff status.

14.9 Recall Rights and Procedure

(a) Regular employees on layoff shall retain recall rights commencing with the date of layoff for a
period of one year.

(b) Inthe event an employee performs auxiliary work during their period of layoff, the auxiliary time
worked will be added to the one year period of recall eligibility specified in Article 14.9(a).

(c) Recall shall be in order of service seniority, regular employees preceding auxiliary employees,
providing the regular employee has the necessary qualifications, ability and experience to fill the
position and the recall would not constitute a promotion.

(d) In the event the employee is recalled to their former position or to a position at the same pay
level as their former position, the employee, at the time of recall, will be placed at the same step in the
pay level that they were in at the time of layoff.

14.10 Repeating Term Employees
(a)  Fixed Term Layoff

When the College lays off repeating fixed term employees at the end of their fixed term and issues a
recall notice for the beginning of the next fixed term, Article 14.6(a), (b), (d) and 14.9(c) will not apply.
However, repeating fixed term employees may bump auxiliary employees whose duration of
employment expires before the recall notice specified in the preceding sentence.
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(b)  Layoff

This does not preclude the College from giving notice of layoff to a repeating fixed term employee during
a fixed term or to a fixed term employee who has received a recall notice to begin a fixed term. In the
event of a layoff of this nature, Clause 14.10(a) does not apply. Refer to Articles 14.5 to 14.9 and 14.11
to 14.14.

14.11 Recall from Layoff Without Posting

In the event a vacancy occurs and a regular employee on layoff status possesses the necessary
qualifications, ability and experience, and providing the recall would not constitute a promotion, the
vacancy will be offered to the most senior regular employee on the recall list and Article 28.1(a) will not

apply.
14.12 Notice of Recall

(a) Notice of recall to a regular position shall be made by telephone, or if unsuccessful, by registered
mail to the last address of the employee known by the College. A copy of the letter shall be sent to the
President of the Union. It shall be the employee's responsibility to keep the College informed of the
employee's current address and telephone number during the period of layoff.

(b) Regular employees may refuse recall to an auxiliary position without affecting recall rights
pursuant to Article 14.9.

14.13 Continuation of Benefits

(a) Aregular employee on layoff will be entitled to the following benefits:

Article 20.2 - Basic Medical Insurance;
Article 20.3 - Extended Health Benefits;
Article 20.5(a) - Group Life Insurance; and
Article 20.6 - Dental Plan

for a period of one year from the date of layoff, or as per Article 14.9(a). Premium payments will be in
accordance with provisions provided in the above clauses.

14.14 Severance Pay

(a) A regular employee may opt to receive severance pay on the date the layoff was scheduled to
occur, in which case the employee shall be deemed to have resigned and shall forfeit all seniority and
right to recall.

(b) A regular employee with less than one years' service seniority who has elected severance pay
pursuant to this article shall be entitled to severance pay in an amount equal to two weeks' current
straight-time pay.

(c) Inthe event of a layoff of a regular employee with one or more years' service seniority who opts
for severance pay the following shall apply:

(1) for the first year of completed service seniority, three weeks' current straight-time pay;
(2) for the second year of completed service seniority, three weeks' current straight-time
pay;

(3) for each completed year of service seniority thereafter, one-half month's current

straight-time pay;
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The employee shall not receive an amount greater than six months' current straight-time pay.

ARTICLE 15 - HOURS OF WORK
15.1 Standard Workweek

(a) Except for those employees provided for in paragraph (c) and (d) below, the standard workweek
shall consist of 35 hours of work on any five consecutive days, only one of which can be a Saturday or
Sunday. Thirty days' written notice shall be given for a change in the five consecutive working days.

(b)  Regular part-time employees may be scheduled to work less than seven hours per day and 35
hours per week, as per Article 2.

(c) The Union and the College recognize that various versions exist of a modified workweek concept
which average 35 hours per week. It is understood and agreed that such cases are exceptions to
Clause 15.1(a) and LOU #10 only in respect to the 35 hour limitation, and the seven hour per day
limitation.

(d)  Where, for bona fide operational reasons the College schedules employees to work Saturday or
Sunday, the following criteria shall apply:

(1) New positions created and vacant positions may include Saturday and/or Sunday as a
regular workday. Postings for these positions shall state the consecutive days of work.

(2) No regular employee hired prior to April 27, 2000 shall be required to work Saturday or
Sunday as a regular workday, unless the employee is currently scheduled to work Saturday or
Sunday.

(3) A premium of one additional hour of pay per shift shall apply to all regularly scheduled
work on Saturday and Sunday.

(4) No employee shall be laid off or have their hours of work reduced as a result of this article.

(e) The College agrees to an overall limit of twenty percent (20%) of regular employees on regular
workweeks which include Saturday and Sunday.

15.2  Standard Workday

(a) The standard workday for regular employees shall be seven hours per day, between the hours
of 8:00 a.m. and 5:00 p.m.

(b)  Regular part-time employees may be scheduled to work less than seven hours per day and 35
hours per week, as per Article 2.

15.3 Meal Periods

(a)  Unpaid meal periods will be scheduled as close to the middle of the workday or shift as possible
and to correspond to dining room facilities. The length of the meal period shall be not less than 30
minutes and not more than 60 minutes.

(b) Employees shall be entitled to take their meal period away from the workstation. Where this
cannot be done because of a specific requirement of the immediate supervisor, the meal period shall
be considered as time worked and compensated for at the applicable overtime rate.
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15.4  Scheduling of Hours

(a) Except in the case of shift operations, or a modified workweek, the regular workday shall be
scheduled to occur between the hours of 8:00 a.m. and 5:00 p.m.

(b)  Flexible hours for individual employees may be scheduled upon mutual agreement between the
employees at the local level and the College's designated representative. Such hours shall be scheduled
between 6:00 a.m. and 10:00 p.m.

15.5 Clean-up Time
Employees shall be allowed reasonable time during the workday or shift for clean-up purposes.
15.6  Reporting Stations and Reporting to Work

(a) Where employees are required to report to a central location in order to be assigned their work
location, their shift, or workday shall commence from the time they are required to report for
assignment.

(b) Every regular employee covered by this agreement shall be assigned a regular designated
reporting station, or stations. Where an employee is assigned to more than one reporting station, they
will be assigned to each reporting station on a regularly scheduled basis. When temporarily assigned
another work location, time spent in travel from the employee's residence to the new work location in
excess of time normally spent in travel from the employee's residence to employee's designated
reporting station shall be considered as time worked.

(c) When employees’ reporting stations are to be changed, they shall be given a minimum of 30
calendar days' advance notice of such change.

(d)  Where a position's regular designated reporting station is to be changed, the College will canvass
employees in the targeted position to determine if there are any volunteers for the change in reporting
station. Where more than one employee volunteers, reassignment will be determined on the basis of
service seniority. Where no employee volunteers, the College will assign to the changed reporting
station the most junior employee(s), provided that the junior employee has the knowledge, skills and
abilities to perform the work required by the College.

(e) Intheeventthatthe College requires the employee to change reporting stations before the expiry
of the minimum 30 calendar days of the notice period, then the employee will be eligible to receive the
standard College per-kilometre allowance, and bridge toll, if applicable, where the employee uses their
personal vehicle, as follows:

(fl () once per day for each day within the unexpired notice period, on which the employees
report to the new reporting stations, and

(2) only to compensate the employee for the number of additional kilometres necessarily
travelled between their residence and the new reporting station.

15.7 Rest Periods

All employees shall have two 15-minute rest periods in each work period in excess of six hours, one rest
period to be granted before and one after the meal period. Employees working shifts of four and one-half
hours but not more than six hours, shall receive two rest periods during such a shift. Employees working
shifts of less than four and one-half hours shall be granted one rest period during such a shift. Rest periods
shall not begin until one hour after the commencement of work or not later than one hour before either
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the meal period or the end of the shift, however, a single rest period of 30 minutes may be taken subject
to the mutual agreement of the parties. Rest periods shall be taken without loss of pay to the employees.

15.8 Changes in Hours of Work - Work Schedules

(a) The College will provide written notification to those regular employee(s) that are to be affected
by significant changes in their existing work hour/schedules.

(b)  Employee(s) request(s) for changing existing work schedules(s) will be made in writing to their
supervisor.

(c) The parties agree that the Labour/Management Committee is the final avenue for concerns raised
over any change as specified in 15.8(a) or (b).

ARTICLE 16 - SHIFT WORK
16.1 Definition of Shifts

(@) "Day Shift" shall be defined as any shift which starts between the hours of 6:00 a.m.
and 11:00 a.m. inclusive.

(b) "Afternoon Shift" shall be defined as any shift which starts between the hours of 2:00 p.m.
and 7:00 p.m. inclusive.

(c)  "Evening Shift" shall be defined as any shift which starts between the hours of 10:00 p.m. and 3:00
a.m. inclusive.

(d)  "Overlapping Shifts" shall be defined as any shift which starts between:

(1) 12:00 noon and 1:00 p.m. inclusive; or
(2) 8:00 p.m. and 9:00 p.m. inclusive; or
(3) 4:00 a.m. and 5:00 a.m. inclusive.

16.2  Shift Premiums
(a)  Effective January 1, 2021

Shift premiums shall be paid in accordance with the following schedule:

Shift Hours at Hours at Hours at
Starting Time No Premium $0.90 Premium | $1.00 Premium
6:00 a.m.
7:00 a.m.
8:00 a.m.
9:00 a.m.
10:00 a.m.
11:00 a.m.
12:00 p.m.
1:00 p.m.
2:00 p.m.
3:00 p.m.
4:00 p.m.
5:00 p.m.
6:00 p.m.
7:00 p.m.
8:00 p.m.
9:00 p.m.
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Shift Hours at Hours at Hours at
Starting Time No Premium $0.90 Premium | $1.00 Premium
10:00 p.m.
11:00 p.m.
12:00 a.m.
1:00 a.m.
2:00 a.m.
3:00 a.m.
4:00 a.m. 3
5:00 a.m. 4
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(b)  Shift premiums will apply to hours worked on part-time shifts.

(c)  Shift premiums will apply to a maximum of seven hours per assigned shift where the length of the
workday has been varied in accordance with Article 15 - "Hours of Work".

(d)  Shift premiums will apply to overtime hours in conjunction with a shift.
16.3  Notice of Shift Schedules

(a)  Schedules of shift work for regular employees and auxiliary employees working a scheduled shift
shall be posted at least five days in advance of the starting day of a new schedule. However, the College
will make every effort to post shift schedules 14 days in advance and employees involved will be
consulted prior to any change in the shift schedule in order to determine their availability.

(b) Inthe event that employees' schedules of shift work and/or hours of work are changed without
the five days' advance notice required, they will receive a premium of $0.50 per hour for work
performed on the first new scheduled shifts to which they changed in addition to their regular pay.
Subsequent shifts worked on the new schedules shall be without this premium.

(c) Inthe event that an employee's schedules of shift work are changed without 48 hours' advance
notice, the employee may choose to decline the shift scheduled.

16.4 Rotation and Scheduling

(a)  Where practical, having regard for the operational requirements of the College and the situations
and circumstances of the affected employees, shifts will be rotated on an equal basis amongst the
employees who are involved.

(b)  All employees involved in the scheduling shall be consulted prior to its implementation.
16.5 Exchange of Shifts

Employees may initiate a shift exchange with the approval of the College, provided that sufficient advance
notice is given. The College will not incur additional costs per Article 16.2 and 16.6 due to shift exchange.

16.6  Short Changeover Premium

(a)  If shifts are scheduled so that there are not 24 hours between the start of an employee's shift and
the start of that employee's next shift, a premium calculated at overtime rates will be paid for hours
worked on the succeeding shift within the 24 hour period.

(b)  Where an employee exercises seniority rights or request in writing to work shifts, one of which
falls within the 24 hour period from the start of the previous shift, the employee shall not be entitled
to claim or to be paid the premium rate referred to in (a) above.



BCGEU and Douglas College (06/2022) Page 28

16.7  Split Shifts

No shift shall be split for a period longer than the regularly scheduled meal periods.

ARTICLE 17 - OVERTIME
17.1  Definitions

(a) "Overtime" means work performed by full-time employees in excess or outside of their regularly
scheduled hours of work.

(b)  "Straight-time rate" means the hourly rate of remuneration.
(c) "Time and one-half* means one and one-half (1%:x) times the straight-time rate.
(d) "Double-time" means twice (2x) the straight-time rate.

17.2  Overtime Entitlement

All overtime hours must be approved by the appropriate excluded administrator in advance of the
overtime being worked. The administrator may delegate this authority to an employee in the bargaining
unit who has supervisory authority.

(a) An employee working a regularly scheduled seven hour day shall be entitled to overtime after
seven hours of work on the regularly scheduled workday.

(b)  An employee working a regularly scheduled day of fixed duration on a modified workweek shall
be entitled to overtime after the regularly scheduled hours in a day are exceeded.

(c)  Anemployee working a flexible schedule of daily hours shall be entitled to overtime after the total
hours for the averaging period have been exceeded.

(d)  Anemployee shall be entitled to overtime compensation after 35 hours in any regular workweek,
seven hours in any regular workday, or the agreed upon number of hours for a modified work period.

17.3  Recording of Overtime

Employees shall record starting and finishing times for overtime worked in a form determined by the
College.

17.4  Sharing of Overtime

The first opportunity for overtime work would go to those specific individuals who normally do the work
in question. Otherwise it shall be allocated on an equitable basis within the work area.

Regular full-time employees shall be afforded the opportunity to work the overtime prior to regular
part-time employees and auxiliary employees working overtime.

17.5 Overtime Compensation

(a) Overtime worked shall be compensated at the following rates:

(1) time and one-half (1%x) for the first two hours of overtime on a regularly-scheduled
workday;
(2) double-time (2x) for time worked in excess of two hours of overtime on a regularly

scheduled workday; and
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(3) double-time (2x) for all hours worked on a day of rest.
The compensation of overtime in (1) and (2) is to be on a daily basis and not cumulative.

(b) Employees who work on a paid holiday which is not a scheduled workday shall receive their
regular day's pay, and they shall receive additional compensation at the rate of double-time (2x) for all
hours worked. However, for Christmas Day and New Year's Day, they shall receive additional
compensation at the rate of double-time and one-half (2/4x) for all hours worked.

(c) Employees on travel status who are required to travel on the College's business outside their
regular working hours shall be compensated at the applicable overtime rates for all hours travelled. The
College may determine the means of such travel.

(d) Employees shall have the option of receiving payment for overtime compensation or the
equivalent compensating time off in lieu of being paid, to a limit of 50 hours.

(e) If employees elect to take compensating time off for overtime compensation, they shall be
entitled within 60 days to schedule such earned time off.

(f) At year end, or at termination of employment, any overtime banked during that calendar year
shall automatically be paid out either on the second pay of the new year or on the employee's final
paycheque, whichever applies.

(g) Overtime shall be calculated in 30 minute increments.

(h)  For employees whose positions with the College do not require travel but who opt to travel with
the College when an opportunity arises as part of their position within their department, the parties
agree as follows:

(1) The employee will request the travel in writing to their Manager at least four weeks
before the date of travel, where possible.

(2) Managerial approval of voluntary travel is subject to operational requirements at the
College.
(3) If the voluntary travel is approved, the provisions of the collective agreement apply

except 17.5(c). Regular rates of pay as per Clause 32.3 will apply and the employee will not be
entitled to claim overtime for social events attended or travel time outside of the employee’s
regular working hours.

(4) For time spent away from the College, the employee will be entitled to claim a per diem
allowance, where applicable, in accordance with the College’s Expense Reimbursement rates, and
is therefore not entitled to claim the Overtime Meal Allowance in Clause 17.6.

17.6  Overtime Meal Allowance

Employees who are required to work a minimum of two and one-half (27%) hours' overtime before or after
their scheduled hours of work shall be provided with a hot meal or shall be reimbursed in the amount of
fifteen dollars ($15). A meal break of one-half (%) hour with pay shall be given at the overtime rate. A
further hot meal allowance of ten dollars (510) and a meal break of one-half (%) hour with pay shall be
provided during each subsequent five hour overtime period.

17.7 No Layoff to Compensate for Overtime

Employees shall not be required to lay off during regular hours to equalize any overtime worked.
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17.8 Right to Refuse Overtime

Employees shall each have the individual right to refuse to work overtime without being subject to
disciplinary action for so refusing. This right shall not be exercised in concert.

17.9 Overtime for Part-Time Employees

Part-time employees working less than seven hours per day, and who are required to work in excess of
their regularly scheduled hours, shall be paid at the rate of straight-time for the hours so worked up to
and including seven hours in the working day. Regular overtime rates shall apply after seven hours in the
day and for all work performed on Statutory holidays and days off designated by the College. Any
employee working more than 35 hours in a week shall receive overtime after the 35 hours.

17.10 Callout Provisions

Regular employees who are called back to work outside normal hours, shall be compensated for a
minimum of four hours at the applicable overtime rates, and will be reimbursed at applicable mileage
rates for portal-to-portal transportation. A callout is not an extended shift.

17.11 Rest Interval

Employees required to work overtime beyond their regularly scheduled shift shall be entitled to eight
clear hours between the end of the overtime worked and the start of their next regular shift. If eight clear
hours are not provided, overtime rates shall apply to all hours worked on the regular shift.

ARTICLE 18 - HOLIDAYS
18.1 Paid Holidays

(a) The College recognizes the following as paid holidays:

New Year's Day Labour Day

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

British Columbia Day New Year's Eve Day

(b)  Any other day proclaimed as a holiday by the federal, provincial and/or municipal government, in
which an employee regularly works, provided that the municipality declaring such a holiday gives its
own employees a holiday as a result of such proclamations.

Employees who are on leave of absence without pay shall be entitled to the provisions of Article 18
when they have received at least 10 days' pay at straight-time rates during the 30 calendar days
immediately preceding the paid holiday.

18.2  Holidays Falling on Saturday or Sunday

For the employee whose workweek is from Monday to Friday and when any of the above noted holidays
falls on a Saturday and is not proclaimed as being observed on some other day, the following Monday
shall be deemed to be the holiday for the purpose of this agreement and when a holiday falls on a Sunday
and it is not proclaimed as being observed on some other day, the following Monday (or Tuesday, where
the preceding article already applies to the Monday) shall be deemed to be the holiday for the purposes
of this agreement.
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18.3  Holiday Falling on a Day of Rest

When a paid holiday falls on an employee's day of rest, the employee shall be entitled to a day off with pay
in lieu. The day in lieu shall be taken on the first regularly-scheduled workday following the day of rest.

18.4  Holiday Falling on a Scheduled Workday

An employee who works on a designated holiday which is a scheduled workday shall be compensated at
the rate of double-time (2x) for all hours worked plus a day off in lieu of the holiday; except for Christmas
and New Year's when the compensation shall be at the rate of double-time and one-half (2%x) for all hours
worked plus a day off in lieu of the holiday.

18.5 Holiday Coinciding with a Day of Vacation

Where an employee is on vacation leave and a day of paid holiday falls within that period, the paid holiday
shall not count as a day of vacation.

18.6 Paid Holiday Pay

(a) Payment for paid holidays will be made at an employee's regular rate of pay, at the time the
holiday is worked, except if an employee has been working in a higher paid position than employee's
regular position for a majority of the scheduled work hours in the 60 working days preceding the
holiday, in which case employee shall receive the higher rate.

(b)  Holidays for part-time regular employees will be paid on a pro rata basis.

ARTICLE 19 - ANNUAL VACATIONS
19.1 Vacation Entitlement

(a) Vacation entitlement shall be accumulated as earned to the employee's credit at the rate of
one-twelfth of the annual entitlement for each month in which the employee has received at least days'
pay at straight-time rates as a regular employee.

(b)  Employees shall be entitled to take vacation with pay in accordance with the following schedule
commencing with their first complete calendar year as a regular employee:

(1) In the first complete calendar year of employment.......ccccooeeciiveeeeiinnnns 15 days
(2) In the fourth complete calendar year of employment........ccccvveeeirnnns 20 days
(3) In the sixth complete calendar year of employment.........ccccovvveeeirinnins 25 days
(4) In the 12th complete calendar year of employment.......c..ccccccovveeeecineennns 30 days
(5) In the 15th complete calendar year of employment........ccccccccovveeeecineenns 31 days
(6) In the 16th complete calendar year of employment.......cccccccccvvvveeecinnenns 32 days
(7) In the 17th complete calendar year of employment........cccccceevvveeecinnennns 33 days
(8) In the 18th complete calendar year of employment........cccceeevveeeicineeenns 34 days
(9) In the 19th complete calendar year of employment........cccceeeeieeeiiinneenns 35 days

(c) In the event of an employee having taken vacation in a calendar year but failing to complete
entitlement, a pro rata deduction from final pay will be made.

(d)  Vacation entitlement for part-time regular employees is calculated on a pro rata basis.
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19.2 Prime Time Vacation Period

Subject to operational requirements and the provisions of Article 19, it is the intent of the parties that no
employees shall be restricted in the time of year they choose to take their vacation entitlement. However,
all employees shall be allowed to take their vacation entitlement during the period April 1% to
September 30" inclusive, which shall be defined as the prime-time vacation period.

19.3 Vacation Preference

(a) Preference in the selection and allocation of vacation time shall be determined on the basis of
service seniority within a vacation group. Vacation group, for the purpose of vacation preference, is a
group of employees who are required to cover for one another during vacation periods. Where
employees choose to split their vacation, their second choice of vacation time shall be made only after
all other employees concerned have made their initial selection.

(b)  Regular vacations shall have priority over carryover vacation time during the prime-time vacation
period.

19.4 Vacation Schedules

(a) Employees will submit their vacation requests, indicating preference, no later than March 15™ of
each year.

(b)  The College will approve vacation requests no later than April 1% of each year.
(c) The College will post approved vacation schedules no later than April 15" of each year.

(d) Employees who do not submit their vacation requests by March 15 of each year shall not be
entitled to exercise those rights in respect to any vacation time previously selected by an employee with
less seniority.

(e) Employees who transfer to another office or work location where the vacation schedule has
already been completed will not be entitled to exercise their seniority rights for that year only. However,
every effort shall be made to grant vacation at the time of the employee's choice.

(f)  The Union recognizes the importance to the College of assuring coverage of positions.
19.5 Vacation Relief

Where vacation relief is required, in order of seniority, the College shall give regular employees in the
same department and/or work area who meet the minimum qualifications the opportunity to substitute
in higher-paying positions and arrange for staff replacements at the lowest paying category.

19.6  New Employees

An employee earns, but is not entitled as a matter of right to receive, vacation leave during the first three
months of continuous service. The College may authorize vacation leave during this period, upon written
request by the employee.

19.7 Scheduled Vacations

Vacation schedules, once approved by the College, shall not be changed, except by mutual agreement
between the employee and the College.
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19.8 Vacation Pay

Payment for vacations will be made at an employee's regular rate of pay at the time vacation is taken,
except if an employee has been working in a higher paid position than employee's regular position for a
majority of the scheduled work hours in the 60 working days preceding employee's vacation in which case
employee shall receive the higher rate.

19.9 Approved Leave of Absence with Pay During Vacation

When employees are qualified for sick leave, bereavement, or any other approved leave with pay during
their vacation period, there shall be no deduction from the vacation credits for such leave. An employee
intending to claim displaced vacation leave must advise the College and provide a fully completed sick
leave form within five working days of returning to work. The period of vacation so displaced shall be
taken at a mutually agreed time.

19.10 Callback on Vacation

(a) Employees who have commenced their annual vacation shall not be called back to work except in
cases of extreme emergency. Employees called back shall be compensated at the rate of double-time
for all time worked and shall be entitled to schedule vacation at a later date. Expenses incurred in
callback, including transportation costs, etc. shall be reimbursed by the College.

(b) Time necessary for travel in returning to the employee's place of duty and returning again to the
place from which the employee was recalled shall not be counted against the employee's remaining
vacation entitlement.

19.11 Vacation Carryover

(a) An employee may carry over up to 12 unused vacation days from one calendar year to the
following year.

(b)  Where the employee has neither scheduled vacation days nor indicated an intent to carry over
unused vacation days as described in (a) above, the College may require the employee to do so, or the
College may schedule the vacation time for the employee.

(c) Therestrictionsin this clause do not apply in situations where, for operational reasons, the College
asks and the employee agrees to cancel scheduled vacation within the last three months of the year. In
such cases, the employee may carry over no more than 20 days from one calendar year to the following
year.

(d) If, before the end of one calendar year, an employee is unable to take full vacation entitlement
due to a leave such as a parental or disability leave, then, within 30 days of return to work, the employee
shall schedule the carried over vacation leave at a mutually acceptable time, to be taken no later than
the end of the following calendar year.

19.12 Disposition of Vacation Time

Employees shall not receive cash in lieu of vacation time, except upon termination.

ARTICLE 20 - HEALTH AND WELFARE
20.1 Group Benefit Plan

The Group Benefit Plan Booklet will provide you additional information on the benefit entitlement
identified in this article. The Extended Health Benefits, Group Life, Short-Term Disability and Long-Term
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Disability insurance, as well as the Dental Plan, will all be paid in accordance with the schedule of benefits
listed in the carrier's plans, and subject to the limitation and eligibility requirements specified in the Plans.

A current copy of the Group Benefit Plan booklet is available on the Douglas College website.
20.2 Extended Health Benefits

All regular employees may choose to have themselves and their dependants covered by the Extended
Health Care Benefits, which shall include an eyeglass or contact lens prescription option. The College shall
pay the full cost of the premium.

(a) Total lifetime coverage level will be unlimited.
(b)  Hearing aid benefit claims to a maximum of one thousand dollars (51,000) every five years.

(c)  Vision care benefit claims will be to a maximum of four hundred dollars ($400) every two years.
Effective January 1, 2020, vision care benefit claims will be to a maximum of five hundred dollars ($500)
every two years.

(d) Employees will be reimbursed a total of seventy-five dollars ($75) every two years for vision
exams. Effective January 1, 2020, employees will be reimbursed a total of one hundred dollars ($100)
every two years for vision exams.

20.3  Benefits for Part-Time Employees

Part-time employees with regular appointments of at least 17.5 hours per week (35 hours biweekly) will
be entitled to group life insurance, extended health, dental and medical benefits, the premiums of which
will be paid on a pro rata basis and will be in accordance with the terms and policies of the carriers.

20.4 Group Life, Short-Term Disability and Long-Term Disability Insurance

(a)  All regular employees shall participate in a mutually agreed upon group life plan. The full cost of
the premium shall be borne by the College.

(b)  All regular employees shall participate in a mutually agreed-upon Short-Term Disability and
Long-Term Disability Plan. The full cost of the premiums shall be borne by the College.

(c) The College agrees to continue the STIIP and LTD provisions of Part VIl of the College, University
College, Institute and Agency Support and Technical Staff Accord, signed February 25, 2000.

20.5 Dental Plan

The College pays the entire premium of a comprehensive dental plan. The plan pays for service to the
staff member and dependants on the following basis:

(a) One Hundred percent (100%) of routine treatment, including diagnostic, preventive, surgical,
restorative services, prosthetic repairs, endodontics and periodontics. Dental recall exams (polishing,
application of fluoride and recall) will be limited to once every nine months except dependent
children (up to age 19) and those with dental problems as approved by the Plan.

b Sixty percent (60%) of major treatments such as crowns, bridges and dentures;
(b) y p (60%) j , bridg ;

(c)  Fifty percent (50%) of orthodontic treatment to a maximum of three thousand dollars ($3,000)
per dependant between the ages six to 17 inclusive.
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20.6  Sick Leave

Sick leave is defined as absence because of an employee's iliness or injury not incurred in the performance
of their duties. The purpose of the Sick Leave Plan is to insure against loss of earnings for college
employees who are prevented by illness or injury from performing their duties.

(a) Alleligible employees shall be granted sick leave with pay for the first 30 calendar days of absence
due toillness or injury not compensable under the provisions of the Workers Compensation Act.

(b)  After 30 calendar days of a single and continuous illness or injury, the provisions of STIIP and
Long-Term Disability Plans shall apply.

(c) Anill orinjured employee who receives paid sick leave in accordance with Article 20 and who for
the same leave(s) receives compensation for lost wages arising from the Workers Compensation Act,
Insurance Corporation of British Columbia, or legal action initiated by the employee against a third party
or other entity is obligated to notify and reimburse the College for an amount equal to that which was
paid by the College for the leave(s). Upon commencing such leave, the employee may be required to
sign a form which will assign first payment to the College in the amount of any monies paid by the
College in respect the leave.

20.7 Appeals

An employee requiring clarification on their Health and Welfare Benefits or that chooses to appeal a
claims decision should contact Human Resources who will provide an outline of the appeal procedure.

20.8 Employee to Inform College

Employees shall make every reasonable effort to inform the College as soon as possible of their inability
to report to work because of illness or injury. Employees returning to work from sick leave/WCB shall
immediately return to the payroll schedule the employee was on prior to the leave.

20.9 Sick Leave Form

An employee absent from work through illness or injury shall submit, within three days of returning to
work from the initial absence, a fully completed sick leave form. The College may also request a fully
completed report from a qualified medical practitioner in one or more of the following circumstances:

(a) where it appears that a pattern of consistent or frequent absence from work is developing;
(b)  where the employee has been absent for five consecutive scheduled days of work;

(c)  where at least 15 days have elapsed since the last statement was obtained and the employee has
been in receipt of plan benefits throughout that period.

Benefits will cease to be paid when an employee fails to provide satisfactory evidence of medical disability
during the benefit period.

Where the College requests a report from a medical practitioner the College will bear the costs incurred
in obtaining same.

20.10 Joint Early Intervention Program (JEIP)

The parties have agreed to participate in the Post-Secondary Joint Early Intervention Program (JEIP). The
parties also agreed that the JEIP will incorporate the following principles:

Jointly Managed - The program will be jointly managed by the Employer and the Union.
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Mandatory - An employee may be referred for participation in the JEIP when absent from work for five or
more consecutive days or where it appears that there is a pattern of consistent or frequent absence from
work. If an employee is referred, the employee must participate in the JEIP.

Rehabilitative - The JEIP is rehabilitative in nature.
Confidential - The parties involved in the program will maintain confidentiality of all information.
20.11 Ineligible for Sick Leave

Employees are not eligible for sick leave with pay for any period during which they are on leave of absence
without pay, under suspension, on strike, on layoff, or locked out.

20.12 Maedical Examination

(a) Where the College requires an employee to submit to a medical examination, it shall be at the
College's expense and on the College's time, other than a medical examination required under
Article 20.9 hereof.

(b)  The right is reserved to the College to define the scope of the medical examination. The cost of
this examination to be set by the fee schedule subscribed to by the BC Medical Association.

20.13 Benefit Coverage During Leave of Absence

(a) The parties to this agreement recognize and agree that except where specific arrangements are
made as provided in this agreement, all benefits and entitlements provided by this agreement are
suspended for an employee who is absent on leave of absence without pay.

(b)  Where an employee has been granted an approved leave of absence without pay, in excess of 30
accumulated calendar days, and the employee has been participating in the following benefit coverage:

e Group Life Insurance;

Accidental Death and Dismemberment Benefit;
Dental Plan;

e Extended Health Care;

e Medical Services Plan of BC,

The employee may maintain coverage in those Plans. The employee must pay one hundred
percent (100%) of the premiums for this coverage during such leave. The College will continue to remit
premiums on behalf of such employees. Mutually acceptable arrangements for repayment of the
employee's portion shall be made in advance of the commencement of the leave. Failure by the
employee to effect payment of the premiums may result in loss of coverage.

(c)  Where an employee has been granted an approved leave of absence without pay, in excess of 30
calendar days, and the employee has been participating in the Long-Term Disability Plan, the provisions
of (b) above shall apply for payment of premiums during the leave.

For an employee who is disabled during the leave of absence, and who is unable to return to work on
the previously agreed-to date of return from leave, payment of benefits shall be as follows:

Effective the previously agreed-to date of return from leave, the provisions of Article 20.6, "Sick Leave",
shall apply for 30 days.

On the 31 day, the Short-Term Disability Plan shall come into effect and continue for a period of 26
weeks, at the expiration of the 26 week period, the Long-Term Disability Plan shall come into effect and
continue for the term of the disability.
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20.14 Pension Plan
Enrolment in the Municipal Pension Plan shall be as set out in the Pension (Municipal) Act.

In order to enable employees who qualify according to the Municipal, College or Public Service Pension
Act to buy back previous pensionable service, the College agrees to provide payroll deduction in an
amount suitable to the employee and to provide the administration necessary to enable such buy back.

20.15 Early Retirement Incentive

(a) The College may make a written offer of an early retirement incentive to a regular employee(s)
who is age 55 or over and has minimum of 10 years' contributory pensionable service in the Municipal
Pension Plan.

(b) The offer will advise the employee of the right to consult their union, the early retirement date,
the specific amount of the incentive, the payment schedule, any financial counselling being offered to
the employee at the expense of the College, and the availability of any continuation of medical,
extended health or other benefits in a group of employees or retirees.

(c)  Acceptance or rejection must be communicated in writing by the employee within 30 days of the
date of the offer, unless this period is extended by mutual agreement.

(d)  The amount of the incentive will be based on regular salary, without inclusion of premium rates
or the employee's experience earning premium rates of pay, paid out one time only in accordance with
the following scale:

Period of Time to Retirement Incentive

OUPTO L Year .ooi et 0-20% of annual salary
L UPtO2YEars ..eeeeeeieiiieieeeee e 21-40% of annual salary
2UP O 3 YEArS et 41-60% of annual salary
BUPLO A YEArS uvveeeieeeeceeee e 61-80% of annual salary
4 UP TO 5 YEAIS vveeeeiiee et 81-100% of annual salary
5 OF MOIE YEAIS..ccceveeeeteee et 100% of annual salary

ARTICLE 21 - STAFF LEARNING AND DEVELOPMENT
21.1  Education and Training
Preamble

Both parties recognize a need to provide employees with opportunities to improve their skills and
gualifications, and to prepare for promotional advancement for present or foreseeable jobs within the
College.

21.2 Fund

The College shall, at the beginning of each fiscal year allot an amount equal to forty-nine dollars and fifty
cents ($49.50) per regular employee, to be disbursed according to the provisions of this article.

21.3  Staff Learning and Development Fund

A regular employee with one or more years of service seniority is entitled to apply for funds for learning
and development under Article 21.
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(a) Applications under this article shall be considered by a joint committee, appointed as a
subcommittee of the Labour/Management Relations Committee, comprised of equal numbers of union
and college representatives, maximum of two representatives a piece.

(b) The Labour/Management Relations Committee shall establish criteria to be used by this
Subcommittee when considering applications under this article.

(c) Applications may be approved, amended or denied by the Subcommittee. If the Subcommittee
approves, the application for funding and the appropriate Administrator grants the leave, then the
College shall grant the employee leave without loss of pay or partial pay as recommended by the
Subcommittee.

It is understood that the authority of this Subcommittee to approve funding for leave under this article
is only for the specific hours in which the training is to be undertaken plus travel.

(d) Disputes arising out of application of this article shall be referred to the Labour/Management
Relations Committee for resolution. Failure to resolve the dispute at that level may result in the dispute
being submitted to Step 3 of the grievance procedure.

(e) The total costs approved by the Subcommittee shall not exceed the total amount set aside in
Article 21.2 above. For the purposes of this article costs may include salaries, tuition fees, and/or course
materials required by the applicant.

(f)  Leave approved in one fiscal year may be partially taken in the subsequent fiscal year where the
course or seminar is scheduled so as to begin in one fiscal year and conclude in a subsequent fiscal year.

(g) Leave granted under this article shall be without loss of seniority or benefits. Employees granted
leave shall continue to accrue seniority and receive all benefits during the period of such leave.

21.4 Administration of the Fund

(a) For the purpose of administering this fund, the year shall be divided into three periods with
one-third of the total amount in the fund allocated for expenditure in each period.

(b)  Applications received by December 1%, February 1%, April 1%, June 1%, August 1°* and October 1°*
will be reviewed and approved/rejected within 30 days.

(c) Applications received after the dates specified will receive consideration within 30 days of receipt.
Any grant approved will depend upon the availability of funds allocated to that expenditure period.

(d)  Any funds unexpended to the end of a period will be carried forward for expenditure in
subsequent periods. Funds may be carried from one fiscal year to the next.

(e) Approval for funding may be approved retroactively.

(f)  Preference shall be given to an application which clearly shows that the activity to be funded is
part of the employee's plan for career development, over an application for funding for an activity
unrelated to any plan.

(g) The funds shall be used for credit and credit-free courses and activities.

(h)  No single employee shall be sponsored for education and training at a total cost to the fund in
excess of one thousand, five hundred dollars ($1,500) per fiscal year period for tuition fees, course
materials and travel expenses. The cost of travel expenses shall not exceed the cost of tuition fees. The
total cost of approved applications will not exceed the amount available in the fund. Preference will be
given to applications from employees who have not used this fund in the previous 12 months.
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(i) (1) Activities shall be funded up to one hundred percent (100%) of the cost of tuition, not to
exceed the limit outlined in 21.4(h).

(2) Preference will be given to activities offered by an accredited recognized institution
and/or a professional association which form part of a course of studies leading to a diploma,
certificate, or degree.

(j)  The fund shall be charged only for replacement salaries, tuition fees, and/or course materials.

(k) If the activity only occurs during the employee's normal working hours, it is understood that the
Subcommittee's approval of the application for the employee to attend the activity, without loss of
pay/with partial pay/without pay is subject to the operational needs of the College.

Where such leave is granted, it shall only be for a period sufficient to cover attendance at the activity
plus travel time. Any request for leave exceeding the time frame specified in this paragraph is beyond
the jurisdiction of this Subcommittee and would have to be dealt with via Article 22.8.

The Administrator, on behalf of the College, has the sole discretion to determine if a replacement is
necessary.

m () Monthly, the Subcommittee will provide the Chairperson of the Bargaining Committee a
copy of the budget summary.

(2) Annually, the Subcommittee will provide the Chairperson of the Bargaining Committee a
copy of the Subcommittee's financial records which show the specific allocations and
expenditures.

(m) None of the above is to be interpreted as limiting the discretionary power of the Subcommittee
in assessing special and unique cases and making recommendations to the Labour/Management
Relations Committee.

(n) In the event that an employee does not attend, fails or withdraws from an approved education
and training activity, the College is authorized to commence payroll deductions until the total amount
paid by the Education and Training Fund has been deducted (maximum recovery rate shall not exceed
five percent (5%) of an employee's basic biweekly salary).

(o) If an employee terminates employment with the College prior to completion of a course, the
College is authorized to deduct the total fee from the employee's final paycheque.

21.5 Future Operation

The Labour/Management Relations Committee shall monitor the operation of this clause and may, from
time to time, recommend appropriate procedural/structural changes to the parties.

21.6  College Study Benefits

An employee with one or more years of service seniority shall be entitled to take two College credit
courses or the equivalent PLA credits per semester, without payment of the tuition fee, outside the
employee's normal working hours. If such courses are only offered during regular working hours,
permission may be obtained from the administrator provided that arrangements are made to make up
time absent at no expense to the College.

21.7 Orientation Committee

The parties agree that an orientation committee will function for the purpose of maintaining an effective
orientation program for staff.
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The BCGEU and the College will be entitled to equal representation on the Committee. The BCGEU
appointee(s) will suffer no loss of seniority, benefits or pay as a result of attending Orientation Committee
meetings.

The College agrees to provide 60 minutes to the bargaining unit Chairperson or designate to meet
privately with new employees as a group. The B.C. Government and Service Employees' Union
presentation will, when possible, be the final item on the agenda for orientation sessions.

21.8 Knowledge and Skills Development Committee
(a) Continuation of Committee

The Knowledge and Skills Development Committee will continue to operate to promote and organize
activities designed to enhance technical and work-related skills and knowledge of employees.

The Committee is composed of two union representatives plus the Associate Vice President, Human
Resources or a designate as ex-officio member.

(b)  Funding

The Committee shall be allotted an annual budget of seven dollars and fifty cents ($7.50) per regular
employee.

The Committee may allot funds to departmental or work unit groups who apply in writing to the
Committee for employee development activities. Applications for such funding must clearly state the
nature of the activities, the estimated cost and how the activities satisfy the requirements set out in
Subclause (a) above.

(c) Itis agreed that employees covered by this agreement be granted time off without loss of pay,
seniority or benefits, to attend sessions organized by the Knowledge and Skills Development Committee
with the permission of the College.

Every effort will be made to allow employees to attend these meetings.
(d)  Funds may be carried over from one fiscal year to the next.
21.9 Educational Leave

(a) The College supports the concept of career development for the purposes of enabling employees
to upgrade their skills and knowledge in order to prepare for future employment opportunities within
British Columbia's advanced education system.

(b) The College may grant a regular employee with a minimum of three years' regular service,
educational leave to a maximum of 12 months, once every two years under this article. It is agreed that
there will be a minimum of two years between such leaves. A maximum of five such leaves may be
approved in any given year.

(c)  The College shall maintain coverage of medical, extended health, group life and dental premiums
while the employee is on leave under this article.

(d) Requests for educational leave shall be submitted in writing, three months prior to the
commencement of leave. An employee may withdraw their request until such time as a replacement
has been selected.

(e) Anemployee shall return to the College at the completion of the leave for a period of time equal
to the period of the educational leave taken.
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(f)  Should an employee not fulfil the requirement in (e) above, they shall reimburse the College for
the full costs of the benefits paid by the College, with a repayment schedule that is mutually agreeable.

(g) Employees granted leave under this article shall suffer no loss of seniority, provided they fulfil the
requirements in (e) above. In the event the employee does not fulfil the requirements in (e) above they
shall be credited with seniority proportional to the length of time spent upon return to work. Upon
return to the College, the employee shall return to their former position. In the event that the position
has been eliminated, Article 14 will apply.

The College shall provide nine thousand, five hundred and forty-five dollars ($9,545) per year for this
purpose. Funds allocated for the purposes of this article that are unused at the end of any given fiscal
year shall be re-allocated to the Education and Training Fund provided for in Article 21.

21.10 Professional Development for Specialized Positions

(a) Employees filling regular positions that require a degree or equivalent shall be entitled to up to
two days' leave with pay per fiscal year for the following purposes:

(1) to attend conferences or conventions related to the employee's field or specialization;

(2) to participate in seminars, workshops, symposia, or other similar out-service programs to
keep up-to-date with knowledge and skills in the employee's respective field.

(b)  Requests for leaves greater than two days, but not exceeding five days may be granted at the sole
discretion of the appropriate Administrator. These additional days (if approved) will be from the
department's budget.

Under no circumstances will an employee be reimbursed for more than the maximum allowed in (e)
below.

(c)  Professional development leave shall not be cumulative.

(d) Employees wishing to proceed on professional development leave shall submit a request, in
writing, to the College indicating the leave required and the relevance of the particular event to the
employee's job.

(e) The College shall reimburse an employee, proceeding on professional development, all or part of
the expenses to a maximum of five hundred dollars ($500) per fiscal year. Eligibility for reimbursement
is subject to the availability and sufficiency of funds in the Staff Training and Development Fund
referenced in Clause 21.2.

ARTICLE 22 - SPECIAL AND OTHER LEAVE
22.1 Bereavement Leave

(a) Inthe case of bereavement in the immediate family, employees not on leave of absence without
pay shall be entitled to special leave at their regular rate of pay, up to five working days upon a death
in the immediate family of the employee. Immediate family is defined as an employee's parent, wife,
husband, child, brother, sister, father-in-law, mother-in-law, son-in-law, daughter-in-law, stepparent,
foster parent, stepchild, foster child, grandchild, spouse equivalent.

(b) In the event of the death of the employee's grandparent, brother-in-law, sister-in-law, or any
relative permanently residing in the employee's household or with whom the employee permanently
resides, the employee shall be entitled to paid leave for one day for the purpose of attending the
funeral. If an employee is on vacation leave at the time of bereavement leave, the employee shall be
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granted bereavement leave and be credited the appropriate number of days to vacation leave credits if
the employee attends the funeral of a family member as defined.

(c)  Anemployee may split their leave entitlement into two separate leave periods, one adjoining the
date of death and the other leading to and/or including the date of the service.

22.2  Full-Time Union or Public Duties
The College shall grant, on written request, leave of absence without pay:

(a) for employees to seek election in a municipal, provincial, federal or Indigenous government
election;

(b) for employees selected for a full-time position with the Union or any body to which the Union is
affiliated for a period of three years, which may be renewed by mutual consent. Seniority shall not
accumulate during this leave of absence beyond a period of three years;

(c) for employees elected to a public office for a maximum period of five years.
22.3  Leave for Court Appearances

(a) The College shall grant paid leave to employees other than employees on leave without pay, who
serve as jurors or witnesses in a court action, provided the employee is not the plaintiff or defendant in
a civil case or the accused in a criminal matter.

(b) An employee in receipt of their regular earnings while serving at court shall remit to the College
all monies paid to them by the court, except travel and meal allowances not reimbursed by the College.

(c) Time spent at court by employees in their official capacity shall be at their regular rate of pay.
(d)  Court actions arising from employment, requiring attendance at Court, shall be with pay.

(e) In the event an accused employee is jailed pending a court appearance, such leave of absence
shall be without pay.

(f)  An employee shall advise their supervisor as soon as they are aware that such leave is required.
22.4  Elections

The College shall comply with federal, provincial, municipal and Indigenous government statutory
requirements as they relate to elections within those respective jurisdictions. Employees eligible to vote
in a federal, provincial, municipal or Indigenous government election or a referendum, will receive the
statutory time during the hours in which the polls are open, in which to cast their ballot.

22.5 Family lliness

In the case of unanticipated illness or hospitalization of a spouse, dependent child or parent, when no one
at the employee's home other than the employee can provide for the needs of the affected person, the
employee may request leave with pay. Such requests shall be made in writing to their administrator. In
no circumstances will paid leave under this clause be granted for more than 35 hours over a calendar year.

22.6 Medical and Dental Appointments

(a) Employees shall be entitled to time off without loss of pay for medical and dental appointments,
but will make every effort to arrange them at the beginning or end of the working day. An employee
shall advise their supervisor as soon as they are aware that such leave is required.
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(b) Requests to accompany a spouse, dependent child or dependent parent to a medical or dental
appointment will be granted by the College. The employee may use banked overtime or reschedule
their workday/week or use available vacation entitlement or take leave without pay. Employees are
expected to schedule such appointments in advance where possible. Leave will be granted on short
notice for situations requiring immediate attention.

22.7 Special Leave

An employee not on leave of absence without pay shall be entitled to special leave at their regular rate of
pay for the following should they occur on a scheduled workday:

(a) Birth or adoption of the employee's child.......c.ccccovvveeriiiniiciiieeieceeeree. 1 day
(b)  Serious household or domestic emMergency......cccccvvveeeeeeeiccireeeeeeeeeicnrneeen. 1 day
(c) Attend funeral as pallbearer or MOUINEr ........coocvivveeeeeeeecciireeee e, % day
(d)  Attend their formal hearing to become a Canadian Citizen...........cc......... 1 day*
(e) Moving of household effects - once per year.......ccoeeeeeeeevciveeeeeeeeercnnneeen. 1 day*

* When possible, employees shall provide prior notice for leave under (d) and (e) above.
22.8 General Leave

Notwithstanding any provisions for leave in this agreement, an employee may request leave of absence
without pay for personal reasons. Such requests are to be made in writing to the College, and similarly
will be responded to in writing together with the reasons if the request is to be refused. Approval shall
not be withheld unjustly. The Union recognizes the prime objective of the College is the delivery of
educational training and services to students.

General leaves shall be for a maximum of one year unless exceptional circumstances warrant an
extension. College approved general leave(s) will be copied to the bargaining unit Chairperson.

22.9 Special Leave for Religious Holidays

Upon request, an employee shall be granted up to two days per calendar year without pay for the
observance of religious holidays not already acknowledged in the collective agreement. Employees shall
provide the College with two weeks' notice of the leave request.

22.10 Leave of Absence for College Committees

An employee whose assigned work schedule would prevent them from attending meetings of a college
committee to which they have been elected or appointed, will be granted a leave of absence from their
regular duties without loss of pay or other entitlements to attend such meeting(s).

Where such leave is granted, the College will replace the employee as necessary. The cost of this provision
will be borne by the College as a general operating expense.

22.11 Leave for Domestic Violence

Where leave from work is required due to an employee and/or an employee’s dependent child being a
victim of domestic violence, the employee shall be granted up to three days’ leave with pay per calendar
year. Such leave may be taken intermittently or in one continuous period.

Notwithstanding the above, in the event that legislation comes into force regarding domestic violence
leave that applies to the College, the College will provide such leave consistent with the legislation and
the College is not required to provide leave with or without pay in excess of the requirements in such
legislation.
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22.12 Leave Respecting the Disappearance of a Child

An employee is entitled to a leave of absence without pay of up to 52 weeks if they are entitled to leave
respecting the disappearance of a child under the Employment Standards Act and such leave will be in
accordance with the Employment Standards Act. There will be no interruption in the accrual of seniority
or eligibility for benefits.

22.13 Leave Respecting the Death of a Child

An employee is entitled to a leave of absence without pay of up to 104 weeks if they are entitled to leave
respecting the death of a child under the Employment Standards Act and such leave will be in accordance
with the Employment Standards Act. There will be no interruption in the accrual of seniority or eligibility
for benefits.

22.14 Compassionate Care Leave
Entitlement

An employee is entitled to a compassionate care leave of absence without pay for up to 27 weeks to care
for a gravely ill family member if they are entitled to leave respecting compassionate care for a gravely ill
family member under the Employment Standards Act and such leave will be in accordance with the
Employment Standards Act. There will be no interruption in the accrual of seniority or eligibility for
benefits.

ARTICLE 23 - MATERNITY, PARENTAL AND ADOPTION LEAVES
Preamble

The terms and conditions for Maternity, Parental and Adoption leaves for auxiliary employees shall be in
accordance with the Employment Standards Act. For the purposes of Article 23, the term “birth-parent”
refers to an employee who is pregnant or one who has given birth.

23.1 Maternity Leave
(a) A pregnant employee is entitled to up to 17 consecutive weeks of unpaid maternity leave.

(b) A pregnant employee will provide the College with a written request for leave at least four weeks
prior to the start of the leave and a medical certificate in support of the request for leave.

(c)  The maternity leave may start no earlier than 13 weeks before the expected birth date, and no
later than the actual birth date, and must end no later than 17 weeks after the leave begins. If the
employee requests to return earlier than six weeks after giving birth the employee is required to
produce a doctor's certificate, which supports a request for a shorter period. The leave period may be
extended up to six consecutive weeks if a doctor certifies that it is required.

(d) A birth mother must request parental leave, as set out in Clause 23.2 and the Employment
Standards Act, at least four weeks before beginning parental leave. To take parental leave, the birth
mother must begin that leave immediately after their maternity leave, unless the College and the
employee agree otherwise.

(e) Where an employee who is at work becomes ill or injured prior to the leave, or upon
commencement of the leave up to the birth of the child, such illness or injury shall be covered by
application of the sick leave provision as follows:



BCGEU and Douglas College (06/2022) Page 45

(1) where the illness or injury is not directly related to the condition of pregnancy, sick leave
coverage may extend to the scheduled date of commencement of maternity leave, or birth of the
child(ren), whichever occurs first;

(2) where the illness is caused through an abnormal condition of pregnancy as verified in
writing by a qualified medical practitioner and the employee returns to work before the scheduled
commencement date of maternity leave, the period of absence will be covered by the provisions
of Article 20.7(a) and 20.7(b).

(f)  Onreturn from maternity leave, an employee shall be placed in their former position.

(g) When an employee is on maternity leave, employment is considered continuous for the purposes
of calculating annual vacations, seniority and termination entitlement, as well as for pension, medical
or other plans of benefits to the employee. The College will also continue to make payments to any such
plans unless the employee chooses not to continue with their share of the cost of a plan. The employee
is also entitled to all increases in wages and benefits which the employee would have received if not on
leave.

(h)  An employee on maternity leave shall notify the College of the date when the employee shall be
returning to work, four weeks prior to the expiration of the maternity leave. If no notification is given,
the employee shall be deemed to have abandoned the position.

23.2  Parental and Adoption Leave

(a) The purpose of these unpaid leaves is for the primary care and custody of the new born or newly
adopted child(ren).

(b) A birth mother who takes leave under 23.1(c) in relation to the birth of the child with respect to
whom the parental leave is to be taken is entitled to up to 61 consecutive weeks of unpaid leave. When
a birth mother requests unpaid parental leave in combination with unpaid maternity leave, the
combined leaves will not exceed 78 weeks.

(c) Eligible employees shall be granted parental leave without pay for a period of up to 62 consecutive
weeks following the birth or adoption of the child(ren). The parent other than the birth mother must
begin the leave within 78 weeks after the birth of the child(ren). Likewise, an adopting parent must
begin the leave within 78 weeks after the child(ren) is/are placed with the parent.

(d) The employee shall notify the College in writing, a minimum of four weeks prior to the anticipated
commencement of the leave, and in the case of adoption leave, as much notice as is practical.

(e) The employee shall, upon request, furnish proof of the birth or adoption of the child(ren).

(f)  When an employee is on parental or adoption leave, employment is considered continuous for
the purposes of calculating annual vacations, seniority and termination entitlement, as well as for
pension, medical or other plans of benefits to the employee. The College will also continue to make
payments to any such plans unless the employee chooses not to continue with their share of the cost
of a plan. The employee is also entitled to all increases in wages and benefits which the employee would
have received if not on leave.

23.3  Supplemental Employment Benefit for Maternity and Parental Leave

(a) When on maternity or parental leave, an employee will receive a supplemental payment added
to Employment Insurance benefits as follows:
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(1) For up to 17 weeks of maternity leave, an employee who is the birth mother shall receive
an amount equal to the difference between the Employment Insurance benefits and seventy-five
percent (75%) of their salary calculated on their average base salary.

(2) For up to a maximum of 35 weeks of parental leave, the birth mother, the spouse, the
biological father, the common-law partner or adoptive parent who is caring for the child shall
receive an amount equal to the difference between the Standard Parental Employment Insurance
benefits and seventy-five percent (75%) of the employee's salary calculated on their average base
salary.

(3) Where the birth mother, the spouse, the biological father, the common-law partner or
adoptive parent who is caring for the child elects the Extended Parental Employment Insurance
benefits, for a maximum of 61 weeks the parent shall receive the same total Supplemental
Employment Benefit amount received under Clause 23.3(a)(2) when the employee opts for 35
week Standard Parental Employment Insurance benefit, spread out and paid over the 61 week
period. Payroll will make this calculation.

(4) The average base salary for the purpose of Clauses 23.3(a)(1) to 23.3(a)(3) is the
employee's average base salary for the 26 weeks preceding the maternity or parental leave. If the
employee has been on unpaid leave for part of the preceding 26 weeks, then up to four weeks of
that unpaid leave will be subtracted from the 26 weeks for the purpose of calculating the average
base salary.

(b)  Anemployee is not entitled to receive Supplemental Employment Benefits and disability benefits
concurrently. To receive Supplemental Employment Benefits, the employee shall provide the College
with proof of application for and receipt of Employment Insurance benefits.

(c) (1) To be entitled to the above noted benefits, an employee must sign an agreement that
they will return to work and remain in the College's employ for a period equivalent to the leaves
taken after their return to work.

(2) (i) Should the employee fail to return to work and remain in the employ of the
College for the return to work period in 23.3(c)(1), the employee shall reimburse the
College for the benefits above on a pro rata basis.

(ii) In the event an employee commences another authorized leave with or without
pay prior to the conclusion of the period in 23.3(c)(1), the requirement to return to work
and remain the College's employ in 23.3(c)(1) will be suspended until such time when the
employee returns from the authorized leave.

23.4 Employment Protection

(a) The College may not terminate an employee on maternity, parental or adoption leave or change
a condition of employment, without the employee's and Union's written consent.

(b)  As soon as the maternity, parental or adoption leave ends, the employee must be returned to
their former position.

23.5 Extension of Parental or Adoption Leave

If the child has a physical, psychological or emotional condition requiring an additional period of parental
care, the employee is entitled to up to an additional five consecutive weeks of unpaid leave, beginning
immediately after the end of the parental or adoption leave.

A doctor's certificate is required. Benefit provisions under 23.1(g) shall apply.
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23.6  Return to Work

(a) Notwithstanding Articles 19.1 and 19.2 vacation entitlements and vacation pay for regular
employees shall continue to accrue while the birth mother is on maternity leave for the duration of the
leave, or during the first 26 weeks' parental leave.

(b) In the case of maternity leave, vacation earned pursuant to 23.6(a) may be carried over to the
following year, notwithstanding Article 19.12.

(c) Where the birth mother combines Clause 23.1 and 23.2 leaves, the maximum vacation
entitlement will not exceed a total of 26 weeks.

ARTICLE 24 - WORK ENVIRONMENT
24.1 Joint Consultation

(a)  Where new or additional equipment is required, affected employees shall be consulted prior to
purchase or rental.

The College agrees not to initiate White Noise in any present or future college facility without prior
consultation with the Union.

(b)  Where renovations (which may affect the working area of the employees) are planned for an
existing building, employees from the working area concerned shall be consulted regarding such
renovations, before renovations may begin.

(c)  Where a permanent change is considered in the location of work areas or in working conditions,
the employees concerned shall be consulted before any changes may begin.

ARTICLE 25 - SAFETY & HEALTH
25.1 Conditions

The Union and the College agree that regulations made pursuant to the Workers Compensation Act, the
Occupational Environment Regulations or any other statute of the Province of British Columbia pertaining
to the working environment, shall be fully complied with.

25.2 Safety Committee

The College and the Union agree to maintain the Health and Safety Committee composed of an equal
number of representatives from each party. A union and college representative shall be elected as
co-chairpersons. This Committee will meet as required by the Workers' Compensation Board Regulations
to make recommendations to the College President or their designate on unsafe, hazardous or dangerous
conditions with the aim of preventing and reducing risk of occupational injury or illness. A copy of all
minutes of the Health and Safety Committee shall be forwarded to the Union, and the College Board. Such
minutes will be posted in the College and on local web (the college intranet) within seven days of each
meeting.

25.3  Occupational First Aid Level 2 Requirements

(a) The Union and the College agree that First Aid Regulations made pursuant to the Workers
Compensation Act shall be fully complied with. Where the College requires employees to obtain or
renew their Occupational First Aid Level 2 Certificate, the cost shall be borne by the College and where
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applicable, leave to take the necessary courses shall be granted with pay. The College shall make a
reasonable effort to grant employees holding Occupational First Aid Level Certificates under this article
leave with pay to attend conventions and local training sessions sponsored by the Industrial First Aid
Attendants' Association of British Columbia and the Workers' Compensation Board.

(b) A monthly premium shall be paid to employees required to possess a certificate under this article.
The amount of the premium shall be seventy-five dollars ($75) per month for an Occupational First Aid
Level 2 Certificate.

(c) The Union recognizes that should no qualified employee covered by this agreement be available,
other employees of the College may be designated for the purposes of this article.

25.4 Unsafe Work Conditions
No employee shall be disciplined for refusal to work on a job which is deemed unsafe by:

(a) a member of the Health and Safety Committee after resolution in writing by a majority of the
Committee; or

(b) aperson designated by the Health and Safety Committee; or
(c) aSafety Officer.
25.5 Injury Pay Provision

Employees who are injured on the job during working hours and are required to leave for treatment or
are sent home for such injury shall receive payment for the remainder of their shift.

25.6 Transportation of Accident Victims

Transportation to the nearest physician or hospital for employees requiring medical care as a result of an
on-the-job accident shall be at the expense of the College.

25.7 Computer Monitors

(a) The College will ensure that new equipment will:

(1) meet radiation emission standards established by WorkSafeBC;
(2) have both keyboards and screens that tilt; and
(3) have vertically and horizontally adjustable keyboards, screens, and chairs.

(b)  The Health and Safety Committee will review and make recommendations consistent with the
practices recommended by the WorkSafeBC publication: "How to Make Your Computer Workstation Fit

You".
25.8 Health and Safety Courses

The College shall arrange, in consultation with the Workers' Compensation Board and the Union, an
appropriate training program for all members of the Health and Safety Committee, such training to be
provided during normal working hours at no loss in salary or benefits to committee members.

25.9  Shift Workers

The College agrees that, upon request, it will allow an afternoon or evening shift employee to leave the
workstation at a mutually convenient time to move the employee's automobile closer to an elevator or
building exit. Employees may request college provided security employees to escort them to their vehicle,
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on the premises, after 5:00 p.m. on weekdays and at any time on weekends. The parties agree that the
escort option outlined above will only be provided on campuses with college provided security employees.

25.10 Indemnity

(a)  Civil Actions - The College shall pay any judgement, including reasonable legal costs, obtained
against the employee relating to the employee's course of employment without the right to recover
such costs from the employee unless the conduct of the employee constituted gross or wilful
negligence. If the conduct of the employee constitutes gross or wilful negligence the College shall not
be liable for any costs associated with the employee's conduct and the employee shall indemnify the
College for any and all costs it may incur as a result of the employee's gross or wilful negligence.

If the employee chooses to appeal the original judicial decision they shall be solely liable for all legal
costs associated with that appeal unless the College consents in writing to the employee that it shall
support the appeal and pay all reasonable legal costs associated with the appeal on behalf of the
employee. The College's consent is solely within the College's discretion.

(b)  Criminal Action - The College shall pay the reasonable legal fees of the employee incurred in the
defence of a criminal charge if the employee was acting properly within the course of their employment
and was acquitted of the charges.

(c) Atthe option of the College, the College may provide for legal services in the defence of any legal
proceeding involving the employee (so long as no conflict of interest arises between the College and
the employee) or pay the reasonable legal fees of counsel chosen by the employee.

(d) In order that the above provision(s) shall be binding upon the College, the employee shall notify
the College, in writing, within one business day of their having notice of any incident or course of events
which may lead to legal action against them relating to the employee's employment with the College,
and the intention or knowledge of such possible legal action is evident by any of the following
circumstances:

(1) when the employee is first approached by any person(s) or organization notifying them
of intended legal action against them; or

(2) when the employee requires or retains legal counsel in regard to 