
MEMORANDUM OF AGREEMENT 

between the 

COLLEGE OF NEW CALEDONIA 
(hereinafter called "the Employer") 

and the 

CANADIAN UNION OF PUBLIC EMPLOYEES (CUPE), LOCAL 4951 
(hereinafter called ilthe Unionll) 

THE UNDERSIGNED BARGAINING REPRESENTATIVES OF THE COLLEGE OF NEW 
CALEDONIA ACTING ON BEHALF OF THE COLLEGE OF NEW CALEDONIA (hereinafter 
called "the Emp'oyerff). AGREE TO RECOMMEND TO THE COLLEGE OF NEW CALEDONIA 
BOARD; 

AND 

THE UNDERSIGNED BARGAINING REPRESENTATIVES ACTING ON BEHALF OF THE 
CANADIAN UNION OF PUBLIC EMPLOYEES (CUPE), LOCAL 4951 (hereinafter called "the 
Union"), AGREE TO RECOMMEND TO THE CANADIAN UNION OF PUBLIC EMPLOYEES 
(CUPE). LOCAL 4951 MEMBERSHIP; 

THAT THEIR COLLECTIVE AGREEMENT COMMENCING July 01 2014 AND EXPIRING 
JUNE 30 2019 (hereinafter called the Itnew Collective Agreement"), SHALL CONSIST OF THE 
FOLLOWING: 

1. Previous Conditions 

All of the terms of the 2010-2014 Collective Agreement continue except as specifically 
varied below by paragraphs 2 to 4, both inclusive. 

2. Term of Agreement 

The term of the new Collective Agreements shall be for 60 months from July 01, 2014 to 
June 30, 2019 both dates inclusive. 

3. Effective Dates 

The effective date for all changes to the new Collective Agreement will be the date 
of ratification of this Memorandum of Agreement, unless otherwise specified. 

4. Appendix "A" 

The Employer and the Union agreed to the amendments to the new Collective 
Agreement attached to this Memorandum of Agreement as Appendix (fA". 
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5. Appendix U8" 

The Employer and the Union agree to the amendments to the new Collective Agreement attached 
to this Memorandum of Agreement as Appendix "8" - 2014 Support Staff Multi-Employer Table 
("MET"). 

6. Ratification 

The parties expressly agree that, upon the completed signing of this Memorandum of 
Agreement, the parties shall recommend the approval of this Memorandum to their 
respective principals and schedule the necessary meetings to ensure that their principals 
vote on the recommendations. 

This Memorandum of Agreement is also subject to ratification by the Post-Secondary 
Employers' Association Board of Directors. 

Signed this 10th day of June, 2015. 

BARGAINING REPRESENTATIVES FOR 
THE EMPLOYER: 

REPRESENTATIVES FOR 
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APPENDIX "A" 

The effective date for all changes to the new Collective Agreement will be the date of ratification unless 
otherwise specified. All of the terms of the 2010 - 2014 Collective Agreement continue except as 
specifically varied below: 

1. New - Letter of Agreement 

RE: Training and Career Development Fund 

The College and the Union shall establish a jointly administered Training and Career Development 
Fund. The Joint Standing Committee shall administer the fund and approve requests for training 
and career development. Decisions of the Joint Standing Committee are subject to appeal to the 
Executive Committee. 

Guidelines for the administration of the Training and Career Development Fund will be developed 
by the Joint Standing Committee and approved by the College of New Caledonia and CUPE, Local 
4951. 

Activities that relate to a private business. a retirement plan. or personal interests and hobbies 
are not eligible for Training and Career Development Funds. 

(a) The College agrees to allocate the following amounts to the new Training and Career 
Development Fund: 

i. Effective May I, 2017. the College shall allocate ongoing funds of eight thousand 
two hundred dollars ($8,200). 

ii. Effective May 1. 2018. the College shall allocate additional ongoing funds of eleven 
thousand five hundred dollars ($11.500) for a total of nineteen thousand seven 
hundred dollars ($19,700). 

iii. Effective May 1,2019. the College shall allocate additional ongoing funds of eleven 
thousand five hundred dollars ($11.500) for an ongoing total of thirty one 
thousand two hundred dollars ($31.200). 

iVa Any unspent balance at the end of each fiscal year shall be carried forward and 
added to the allocation for the next 'fiscal year. 

2. All tentatively agreed to items as follows: 

Housekeeping 
Various small housekeeping changes - a) through n) 
2.01 Bargaining Unit 
3.05 (c) Seasonal Employee 
3.10 B Work Practicums 
7.09 Union College Relations 
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11.01 Lay-Off Consultation Process 
15.01 Just Cause 
27.04 Contracting out 

Renewal of Letter of Agreement - Re: Wellness Incentive Plan 
Renewal of Letter of Agreement - Re: College Security 
Renewal of Letter of Understanding - Re: College Expansion 
Renewal of Letter of Agreement - Re: Job Sharing 
Renewal of Letter of Agreement - Re: Pyramiding Transition 
Renewal of Letter of Agreement - Re: Conversion to Full-Time Positions 
Renewal of Letter of Agreement - Self-Directed Hours 
Renewal of letter of Understanding - Re: Pay for Staff on Union Business 
Renewal of Memorandum of Agreement - VALT 
Renewal of Appendix A&B - VALT 

Amended 
3.08 
3.09 
3.10 
6.01 
6.02 
6.05 
7.03 
7.08 
8 

9.03 
10.04 
10.05 
10.07 
13.01 
13.05 
16.06 
17.04 
19.01 
19.02 
20.02 
20.06 
21.05 
26.03 
27.03 

Casual Employee 
Probationary Period 
Work Performed by Students 
Union Dues 
Deduction of dues 
Dues Assignment Revoked 
Time off For Union Business and Activities 
Employee Orientation 
Position Descriptions and Job Evaluation Procedures 
Familiarization Period on Promotions or Transfers 
Accrued Seniority During Approved leaves 
Loss of Seniority 
Recall 
Standard Work Day and Standard Work Week 
Regular Work Week and Work Day 
Grievance Steps 

Professional Development leave 
Annual Vacation Entitlement 
Vacation Scheduling 
Sick Leave Allotment 
Status Report 
Exchange leave 
Employee and Family Assistance Program 
Modification of Agreement 

Delete - Article 8 letter - page 99 & 100 
Delete - Article 8 Letter - page 101 & 102 
Delete - Memorandum of Agreement - Re: Minimum Scheduled Hours of Work per Day (moved to 
Artide 13.05) 
Delete - Memorandum of Agreement - Re: Establishment of Bi-Weekly Semi-Monthly Periods for 
Employees Who Work Self-Directed Hours and Modified Work Weeks 
Revise - Memorandum of Understanding - Re: Bargaining Unit Exclusions 
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COlLEGE OF NEW CALEDON1A AND CANADIAN UNION OF PUBLIC EMPLOYEES !LOCAL 4951) 

HOUS EKE EPI NG 

a) When updating the collective agreement, all letters will have the signature names and titles typed rather than actual 
original signatures. The original documents will be kept on file. 

b) Add a blank line between Article 3.0B 'a and 3.08 b 

cl Remove underline under 3.08~ 

d) 3.08d needs to be indented the same as a,b,c 

e} 3.08e needs to be indented the same as a;b,c 

.f) a.Olf says 8.06, It should be 8.05 

g) 8.03 2.d says B.07, should be B.09 

h) 8.04f says 8.07 should be 8.09 

i) Take out underline under Article 9.04 (the number) 

j) Take out a blank line under Article 15.07 between paragraph 4 and S, between words Job and Evaluation. 

k) 

I} 

m) 

nj 

In Article 15.07, start a new paragraph after the sentence which ends in the presence of a Human Resource 

Department staff member al'ldthe next line which begins: Documents of a disciplinary nature .... 

All instances of the term C.U.P.E. within the Collective Agreement will be amended to CLiPE 

All instances of the term Standing Grievance Committee wIthin the Collective Agreement will be amended to 
StaRe/iRg Grievance Committee. 

All instances of the term College labour Committee within the Collective Agreement will be amended to College 

Labour Committee 

AGREED: 

Signed by the Employer 

Sign~ 
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COLLEGE OF NE\NCALEDQNIA AND CANADIAN UNION OF PUBLIC EMPLQYEES [LOCAL 49S'1} 

HOUSEKEEPING 

2,01 Bargaining Unit 

The College recognizes Local 4951, Canadian Union of Public Employees as the sote bargaining agent 
representing all employees as defIned in the certification from the Industrial Relations Council. (CUPE 
certification issued by the Be labour Relations Board on September 24,2009). 

AGREED; 

5ignl!d by the Employer 

~ Signed by the UniDn Si~ 
DAlE: 
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HOUSEKEEPING 

3,10 - WORK PERFORMED BY STUDENTS 

B. WORK PRACTICUMS 

1. The Union rr> rl" 0 1"1 I and agrees that from time to time during the term of this Agreement there will be work 

students as a part of their work experience practicums. 

2. slIch students undertake practicum work which may occur at the and when duties 

while on such might otherwise have been had been undertaken, by 

employees of the covered by the Union bargaining unit; the agree that such students: 

a) are not of College; 

b} are not within the Union bargaining unit; 

c) will not 

AGREED: 



HOUSEKEEPING ~ 7.09 UNION ............. L"-IE RELATIONS 

All instances of the term Union 
Standing Committee. 

AGREED: 

Signed by the Union 

Relations wIthin the collective agreement will 

Signed by the Employer 

s;gnei!!1:::::: . 

to Joint 
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COLLEGE OF NEW CALEDONIA AND CANAD1AN UNION OF PUBLIC EMPLOYEfS (LOCAL 4951) 

HOUSEKE EP 1 NG 

11.01 Lay-off Consultation Procedure 

In the ev~nt of a contemplated reduction of staff, the College shall advise the Union Standing Committee of tRe UAleA 
a~d shari ~provlde them the relevant information relating to the situation. The Union will be given the opportunfty to 
dlscus's and recommend possible alternatives prior to lay-off. It'lcluding retraining of the affected employee(s), The 

Intent of this pro<:edure will be to ensure that the Parties are working together for the purpose of minimizing or avoiding 

to the extent possible, the negative impacts associated with a reduction in staff. 

AGREED: 

Signed by the Employ~r 

5;g ed by the Employer 
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15.01 Just Caus'e 

suspended or dismissed except for just caLIse. Demonstration of cause is the 

AGREED: 
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H OUSEKEEPI NG 

27.04 Can t ra cti ng Out 

a. shall not contract out work regularly performed by set out In'thls agreement 
without prior consultation of the Joint Committee on Contracting Out. In additIon, it is not the Inte nt of the 

Union t,o limit the- Collegels ability to contract out work that has been out on or to 2.9/ 1983. 

b. The purpose of th~ lolnt Committee on ContractIng Out shari be to determIne ,if the ,work is that which 

would be within the unit and or not there are any 

reasonable alternatives to contracting out. The employer will not contract out merely to avoid Should 

the committee be unable to reach an ~n ... aor ...... o.'\1'" on a contractlng out matter~ the issue in dispute shalf be referred 

immedfately to decIsion to the contract 

There shall be mutual agreement on an who can the issoes within five (5) working days of referral. A 
decision shall be rendered within two,(2) working 

CDsts shall be as per Article 16.09 (c) (Arbitration). 

It Is agreed that in order to avoid 
contract being finalized. 

which case the shall 

AGREED: 

meetings will be at the cali of either party ten (10) working days prior to 

may be the occasional emergency situation where contact Is not in 

the UnIon Committee Imll"1iDl'I::Ilrp 

5ig~ 
DA TE: _-=--_____ --"----.;~_ 



COlLEGE OF NEW CALEDONIA AND CANADIAN UNION Of PUBLIC EMPLOYEES (LOCAL 4951) 

3.05 SEASONAL ElvfPLOYEE 

a. Seasonal employee shall mean a regular employee whose appointment is created due to seasonal 
requirements for a period not exceeding ten (10) calendar months in duration. An employee's 
appointment may be extended beyond ten (l0) months with the written approval of the Union 
Standing Committee. Such approval sball not be unreasonably denied. 

b. It is understood that employees on seasonal appointments will have the right to return to the same 
position providing this occurs within six (6) months of the completion of hislher appointment. If 
an employee's seasonal position is declared redundant, or if a seasonal employee is laid-off during 
the tenn of the seasonal appointment, the employee shall have the rights afforded himJher in 
Article 10 (Seruority) and Article 11 (Layoff). Otherwise, completion ofa seasonal appointment 
shall not constitute lay-off. 

c. After the completion of a seasonru appointment, if a seasonal position is deemed to be redundant, 
the College shalf within ten (10) working days oftrus determination being made, notify the Chair 
of the Union Standing Committee and the affected employee(s) in writing. In such instances 
Article 10 (Seruority) and Article 11 (Lay-off) shall apply. 

d. An employee on a seasonal appointment shall be granted vacation with pay as per the provisions 
of Article 19.01 (Annual Vacation Entitlement). ) 

All vacation times mw;t have the prior written permission of the Department Heact It is recognized 
that seasonal appointees will normally schedule their vacation at those times when their services 
are not required. 

e. An employee on seasonal appointment shall receive those fringe benefits as outlined in Articles 
26.01,26.02 (subject to Carrier Conditions), 26.03 and 26.04. The right of employees on seasonal 
appointments to contribute to benefit plans under this Agreement during the period when they are 
not employed (see 3.05(b)) shall continue for a period of six (6) months. This provision is subject 
to carrier conditions and with the understanding that the employee bears the full premium cost. 
An employee may elect to prepay the premium cost by payroll deduction by specifying the details 
in writing to Human Resources. 

f Seasonal appointees employed for a tenn exceeding nine (9) months and whose nonnal work week 
is thirty (30) hours or more, vacation shall be calculated based on the term of the appointment 
times the applicable rate, and may be taken at any time throughout the appointment (subject to 
3.05 (d)). It is understood that should the employee resign prior to the appointment tennination, 
slhe wi1l repay any unearned time that has been taken. The parties agree that this clause will 
constitute the written assignment required of the employee for repayment. 



Emplovee 

Igned by the Employer 

by the Union 

DATE: Ie lIS 



3.0B Casual Employee 

a. Casual Employee shall mean an 
less than fourteen (14) rn,,,, ... n 

with an anticipated period of employment of 

same and the same department. 

b. Before hiring a em 

the hours to a qualified 
every effort practicable to offer 

=::...::.:=~=employees within the same department. 

c. An employee on a casual appointment 

the rate of 4% and benefits as 

pay cheque at 
LOlledwe Agreement. 

Articles 10.06, 10.07, and (Recall) shall not apply to 

d. Casual employees who apply job "".-';an,",,''', II:li"I,O:>I""'i"I on the of tneir 

job-related knowledge, skills and abilities. When a casual accumulated 1827 
hours of .... ,-u.I"'O to 
that casual employee. 

e. If the Casual Employee is a job and is awarded a non-

Casual position} his/her service as a June 1} 1997 forward shall be 

credited towards the accumulation of seniority. Notwithstanding the it is e)(pressly 

agreed that employee must serve a period jn position as per 

Article 3.09. 

AGREED: 
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COLLEGE OF NEW CALEDONIA AND CANADIAN UNIQN OF PUBLIC EMPLOYEES [lOCAL 49511 

3.09 -'PROBATIONARY PERIOD 

a. On each new appointment (e)(cept as described in Article 9.03 (Promotion) and 9.04 (Transf~r). every employee 
shall serve a probationary period of employment for the CoUege to determine the employeeJs suitability in the 
performance of the employeels job, 

Ef:fe£tl'-'c hme 1, 20Q&, e Each new emproyee will be hired, on a 609 working hour or (6) consecutive calendar 
month probationary basis, whichever is less. durlng whkh period serious eHort will be made by the supervisor to 
orientate the employee to the job and the' College. It Is ~mdeFstood that aA e~~IElyee OR preDation will ha~e 
r-eeo~rse to the grie,.taACe f)r:s€edljre after cOR-llJ:JletiRg the first 1~2 'Jl6rkiAg h91::4FS efsaiEf ~FeBatioAary peFlaei . 

AGREED: 

Signed b the nion Signed by the EmplDyer 

~ S;gned by the Union S/gne by the Employer 

DATE: ----:;...~ ___ 1_3....1.'6....L..r;...IiII!:S~_ 
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COLLEGE OF NEW CALEDONIA AND CANADIAN UNION OF PUBL1C EMPLOYEES (LOCAL 4951) 

3.10 - WORK PERFORMED BY STUDENTS 

2. The College agrees that, students involved In in the projects and programs described herein in A - Student Assistants, B, 

'Work Practicums, and C - Co-op Work Placements shall not be utlllzed to: 

a. ~ replace members of the bargaining unit, (as defined in Artkle 2.01- 8argaining Certification), or 

b. +& postpone or prevent an existing regular part-time position from becoming fUll-time position, or 

c. +& postpone or prevent the establishment of new positions by the College 

The College agrees that no employee shall be made redundant or suffer loss of earnings through students 

performing work normally done by employees in the bargaining unit. Students shall not be used in preference to 

Casual. Employees for work that has been regularly performed by Casual Employees in the past. Disputes arising out 

of the above will be dealt with through the grievance procedure of the Collective Agreement. In-order to assist the 

Parties iF! adheriAg to tl'iese 13F9'1lsleRs, a sl:Immar( refilort of work J)criermed ay stl:ldeFits 11'1 accordaflGc 'AlItA tRis 

Ar~iElc wl~1 ~e fHeseflteS and r:e'J\ewed at UniOA 6taFldiAg Committee en 3 qUi:lrterl'~ basis (FiP.i~ e;UFflFA~ry Report to 

SeJ3tcFAber '2006 StaRE/lng CeFfll'Aittee IACh:lde ei3CA iRstaRce wl~ the RblFflbe~ o~ stl:u:lcfltls)' EluratioA, Istation, <lRd 

scope of wsrk). Information related to work performed by students will be provided to the union on the monthl'i 

status; report. 

AGREED: 

Signed by, he Un/on Signed by the Employer 

~ Signed by the Union ' 
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.COLLEGE OF NEW CALEDONIA AND CANADIAN UNION OF PUBLIC EMPLOYEES [LOCAL 4951~ 

6,01 Union Dues 

T~e Gellege 5~all deduct, as a cOFlEJiUGR af empI9';FfleA!, frOfA ~e ltJages or 6alary af €aCA ePAftl9"rCej tRe jAltla~leR fee 
ariEl t~e ama'=lJ'lt at the mS1:IIar t'Ao~tAly a~es as ae'/isea IA writing e"f t~e UAieR, ~J1e~ reS€i~t sf a wFitten aS5!gfi meRt for 
that ~:I:lrp05e ~FePA tke emJ}loyee, 

Ti:te College . s~arl re~l:Jire all Fie,,; em,:J1o't'ecs, at tRe t.6Ff1e of f;:!lriRg, *0 e~eel:Jte JA assigRR'lent of f#ages f.or U~ien sues IR 
dl:JpllEatCj t~e Farms to Be sl:Jp~lIed t:I~, tAe lJRioA, an€lI • ..,111 fGrwarel OAe C9F1"( to the bJRisA 'HltAiA iilJC ~S) fo'lerklAg says a.f 
eKe(~t'9R. 

~&r eM~'ees wAose perios of eFAploy~eRt is e)(peGtes to Be less t~aA tklrty {~G) Sal's, tAe CeUege will dceuEZt UAieR 
abies PlFS'/ised tt=lat the eR=l~le'(ee's aut~GrlzutiQA is received fr:orA tAB YRieA iF! ~iFAe fer t~e dl:les te ~e acat:letes fr.e.m 
lRe €FIR~le't(ee's w-age payment. 

All employees will be required to sign lin authorization for dues asseS!iment arid initiation fee deductlons at the tIme 
. of hiring. A copy of this 3uthorlzation shall be sent to the Union. 

AGREED: 

Signed by the Employer 
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COLLEGE OF NEW CALEDONIA AND CANADIAN UNION OF PUBLIC EMPLOYEES (LOCAL 4951) . 

6.02 Deduction of Dues 

Tl:\c Gallege shall Begl., tt-le aei'luct!oR af FI'l9RtR1V iiblcs fF9FA tl=le first ~a'( to wl:licR the emplsl,ce is cRtltled follo .... 'iflg tRo 
e-mfjlo','ce's Jl:.ltAsrizatloA, T~e C911ege shall Femit tRt! Sl:.Ies dedl:lcteEl PUFSI:IClAt \9 sm:t:i assigRfflE!flt (!:lRtil aAe! \!nless tl:le 
saia assigl'lmeAt is rC'Iekee In writiFlg 9'1' tile emJ3lo')lsel to the local YnleA TreasureI' ROi- less ofteF\ thaR once each 
A'lonth, ' .... ith a written statement af flames of .em~Ir;)'/ee5 far wham the (:jeduction.s were FAiiSa a'=I!:l the <lFl'lEHIRt ~ 
seduction, TAe Gallego shall reFl'lit the saia dl:Jes M later than tAl:'! CAd af the talls'A'iRg FI'l9Ath. 

The College shall deduct Union dues, assessment and Initiations semimonthly. The College shall remit the dues 
deducted to the local Union Treasurer not less than once each month, with a written statement of names of 
employees for whom the deductions were made and the amount of each deduction. The College shall remit tne said . 

. dues no later than the end of the followlng month. 

AGREED: 

cz<0,.&.&rd 
Signed by t e Union Signed by the EmplDyer 

DATE: /llA&c::.t... 1311'5 
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COLLEGE OF NEW CALEDONIA AND CANADIAN UNION OF PUBLIC EMPLOYEES (LOCAL 4951,} 

The UAleA agFees t~at sRoule aA e~131a\,'ee feveke tRe' aSOigRment) the College M'=fst fartAwltR cease te make sideR 
ElesldstisRS, a~H:j ~hdt aft'! f\Jrther actlsA t9 -Be takeR by the CgU@ge, lA eSASe€(I:ICRee with sud~ re'J~EatieA s~all be taH~ 
~.~ ey tRC wrltteR iRstructiGAS sf tAe URiefi. TRe Co~ege sRal1 ~1=8"'[Be t~e UniSA StaAsiAg GSFAFfllttee 'JlitR a EeFlY af 
a-AoY rc¥oeatleA of a~therizatJeR rocellJetJ/ wlti:leblt eelay. 

AGREED: 

Signed by the Employer 

DATE:_~ __ d __ { 3_I_l~ __ 
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COLLEGE OF NEW CALEDQNIA AND CANADIAN UNION OF PUBLIC EMPLOYEES (LOCAL 4951) 

7.03 Time ott For Union Business and Activl1les 

I. the Union at 'the time of lesal #4951 CUPE Provincial or National elections, win Inform the 
College of t!qe ~~atI6f'lal E~ecljtl'",e ~,ml MeR'lser and AlteFAatel all\' CUPE Local 4951 members 
elected to iJ position on either the Prolllnclal or National Executive Boards or Committees. The 
College will, within len (10) days of notification, inform the Union Standing CommIttee of the 
times of yea r when' it would be difficult to manage and operate Its affairs It a leave of absence 
were granted to the Board Member. The Union agrees to make every effort to schedule 
meetings of the National Executive Board at times other than those identlfled as beIng difficult 
for the College. The CoJlege agrees to make every. effort to approve a leave of abse nee for ~ 
Natief\a\ t.~ec~tl ... e 890ira Me~~er, SF I\\terfl.ate; members elected to anv f'rovlnclal or National 
E)(e(utlve Board or CommIttee to attend five (5) union meetings a year. 

51~]1.~eAlV1d 
~ 

Signed by the Employer 

Signed by the Union 

}W: DATE: --"L.~_----,=-,~:;............;/~3,-,--,lt:...::.~_ 

~ ~~ .. ~ 
• .. JL-, 

I .~ ... :~ 
-: ~ . ~.:: 

: I/}.:;' 
.;.' 
,:::-; 

• ~ '1'; ' 

I • ~ . ' 

· ".)' . 
- :h'" 

,.~ 

';".: 
' .' .-. , 

. '-
.. 



; "',-

i·, 

7.08 EMPLOYEE ORIENTATION 

&!§*+I*H€-ai-€ElffW provide electronic access of the Agreement 
under the terms of this Agreement. In addition, the to 

an Agreement between the parties Is in effect and to eFE~ffi'o-i~~ r.::..=== 

notIfication of 

The Union "'''''''''''A" 
employee's 

AGREED: 

DATE: M~I 

and a list of ~hol'1 Ste'Naras ==-=~~:...:!=;..:..._"_ .• ~ 

with the benefits and and the 

Signed by the Employer 
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f 8.01 TERMINOLOGY:' 
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a. Position Title 

Position titles will be determined by the College and shall identify specific positions within the Conege. 

b. Salary Bands 

The job title of any specific position is contained within more broadly defined salary bands which shall be 

identIfied In the Pay Equity Targets Schedule. Salary Bands represent a range of pre-determined points. 

c. Pay Grades 

Pay grades are monetary amounts applicable to salary bands. 

d . .IJEC 

Refers to the Joint Job Evaluation Committee (Article 8.02). 

e. Joint Standing Committee 
;' 

Refers to the Joint Committee formed under Article 7.09 (Union-College Relations), comprised of Union and 

College Executive representatives, 

f. Approved .lob Description 
Refers to a job description described in Article 8.9& 05 which has been approved by the College as indicated 

by the signatures of the Incumbent's QejilartA'lcnt Qirector or Vise PresiaeAt EKecutlve Committee Member, 
tl=l€ Qirecter of Human Resources lor the ~~A'lan Reso['!Fses Ad, .. isor GOA'lI'l€RsatioA) designate and the 
incumbent's Department Manager. 

g. Job Evaluation Reconsideration Form 
Refers to the form approved by the Joint Standing Committee, identified within the Job Evaluation User's 
Guide, and which must be completed by aft emp!oyees who request a job evaluation revIew of an existing 

position, 

h. Job Analysis Questionnaire 

Refers to the questionnaire approved by the Joint Standing Committee, identified within the Job Evaluation 

User's Guide, and which is used by the JJEC ClAd tAc Appeals Committee to identify such aspects as a Task 
Description, Education and Experience Requirements, Working Conditions, etc. for a position and which shall 
be completed by an incumbent and/or manager. 

RemaInder of clause unchanged. 

8,02 JOINT JOB EVALUATION COMMITIEE 

Clause is unchanged. 

8.03 RECONSIDERATION OF EXISTING POSITIONS 

1. REQUESTS FOR JOB EVALUATION REVIEW: 
a. A request for a job evaluation review may originate from employees (incumbent(s)), the Union, or the 

College. 

b. Requests must detail the changes which have occurred In the job and/or the ways in which the job 
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description does not of the job, and be made in writing to the 
Director of Human Resources designate on a Job 
Evaluation Reconsideration form provided for the purpose. A sample of this form is included in the Job 
Evaluation Users Guide. 

c. Remains the same 
d. Remains the same 

. e. The OireEter of Human Resources 
within (51 working of 

forward all Job Evaluation Reconsideration Forms 
to the Joint Job Evaluation Committee. 

2. RATING OF POSITION 

a. Before the JJEC nrl".f'i!lIt>I"IC 

meeting or 
the approved job description is not reflective of the 
Joint Standing Committee for within 
evaluation reconsideration for the position will 
Committee. If a resolution is not reached by the Joint 
referred to arbitration, 

b. Remains the same. 

c. jf tne job Is rated at a pay grade higher than the the shall be in the new 
pay grade and the incumbent's rate of pay shall retroactive to the date of request for 
reconsIderation which will be the HRdate stamp on the QuestIonnaIre when it is receIved by Kuman 
Resources. If the job rating results in a lower pay the Incumbent employee shall be 
The incumbent employee will receive one hundred percent (100%) of the general salary increases that are 
provided for in this collective agreement or are negotiated In future collective bargaining. However, if the 
incumbent employee leaves his/her position, and the vacancy is to be filled, the position will be posed at the 
applicable current pay equity rate. 

d. Either the incumbent(s)/Union or the manager(s)/College may appeal the JJEC decision by submitting a 
written request stating the reason(s} for the a as outlined in S-r97 Resolutions, and 
Appea Is). Any such request shall submitted within fourteen (14) of the receipt of the Rating 
Sheet from the JJEC. 

8.04 SALARIES FOR NEW POSITIONS 

Where the parties agree or the labour Relations Board decides that a new POS;ItIOin is 
following procedures shall apply: 

within the unit, the 

3. The Col/ege/manager shall complete a Job Analysis and submit it to the Qirectar af 

i-IumaA ReSOI:lFEt'!5 (elF i-ItlR'lClI'I ReS9lifCeS AeivisOf CompensatieA). !tY~ru~!l!:!.!~~g.!!Jm!l!!· 
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.. b. ~ The Committee of two (2) Union and two (2) College members of the JJEC shall meet and rate the Job 

'- based on the Job Analysis Questionnaire, the approved job description, Rating Summary Sheets and other too!s 
such as the GNCS. The pay grade shall be determined based on these ratings and shall be recorded on a Rating 
Sheet as a "preliminary" pay grade. The Rating Sheet will be sIgned off by all the lJEC appointed decision­

making members in attendance. Additionally, the successful candidate to the position, the manager, or the 
Union may request a copy ofthe signed-off Rating Sheet. 

c. If the College proceeds In filling the job, it shall be posted and any person appointed to the job shall be paid the 
preliminary pay grade. 

d. After twelve Ill} months from the date of appointment of an incumbent to the job, and provided the posItion 
still exists, the incumbent(s) and the manager(s} shall within twelve (12] months complete a Job Analysis 

Questionnaire which shall be submitted, along with an updated approved job description to the JJEC. Revlew 
information submitted after twenty four (24) months from the date of appointment of an incumbent: to the 

Job shall be treated as a Reconsideration pursuant to the procedures set out In Article 8,Q3. 

e. The ;JEC shall review the current Job Description, Rating Sheet, Job Analysis Questionnaire and rate the Job 
according to the normal procedure, which shall be recorded on a RatIng Sheet. The Rating Sheet will be signed 
off by at! the JJEC appointed deciSIon-making members in attendance .. Additionally, the Incumbent to the 

pOSition, the manager, or the Union may request a copy of the signed-off Rating Sheet. The pay grade shall be 
paid to each incumbent effective the date of his/her appointment to the job. If the job rated at a pay grade 
higher than the existing pay grade, the incumbent's rate of pay shall be adjusted retroactive to the date of 
appointment. If the Job rating results are in a lower pay grade, the incumbent shall be exception rated. The 
incumbent employee will receive one hundred percent (100%) of the general salary Increases that are provided 
for in this collective agreement or are negotiated in future collective bargaining. However, if the incumbent 

employee leaves his/her position, and the vacancy is to be filled, the position will be posted at the app!icable 
current pay equity target rate. 

f. Either the incumbent(sl/Union or the manager(s}/College may appeal the 1J£C decision by submitting a written 

request stating the reason{s) for the appeal as outlined in 8-rG7 8.09 (Disputes, Resolutions, and Appeals). Any 

such request shall be submitted within fourteen {14} calendar days of the receipt of the Rating Sheet from the 
nEC. • 

8.05 NEW POSITIONS 

A description of all new positions created within the bargaining unit (Article 2.01) will be forwarded to the Union President 
ten (10) working days In advance of implementation. The applicable job rating Information and criteria including the duties 
and responsibilities of the position, required qualifications, required knowledge and skills, proposed shifts, and proposed 
wages and salary band shall be included in this notice. The College agrees to provide the Chair of the Union Standing 
Committee, within thirty (30) calendar days, a copy of all new salary resulting from the creation of new pOSitions. 

If the parties cannot agree within ten (10) working days~ notice of the new position, the College may fill the position and 
pay the proposed wages and the position may be filled and worked pendIng the agreement of the parties through the 
joint Standing committee or the declslon of an Arbitration Board or the Labour Relations board, or options as mutual Iv 
agreeable. 

8.06 R8JISW REClASSIFIED POS!TIONS 

Where there is a vacant position and the College reclassifies a position by revising ~ the position duties with the 
Intent to 50 that the effect +5 a status change and/or a change in job S€5crlptian s-lIEMM the salary band I-s-likely kl be 
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affected, the College will, as soon as it Is practical to do 50: 

a. Provide to the Union President, the same information as outlined in 'a' abol.'e"b" below. 

b. Provide existing employees in the immediate work group in which the position resides with a copy of the revised 

job description highlight for those employees the intended changes in the position, and provide those 

employees with an opportunity to share their perspective with regard to such changes, and 

In a case where such changes to the job description result in a change of salary band, then the procedures set out in 
Article 8.04 "Salaries for, New Positions" will be followed, 

B.07 JOB DESCRIPTIONS 

The Human Resources Department [HRJ will review revisions and assist In the development find revIsion of job 

ons to ensure that th allflcatlo el desc . cl< will be rov!ded to the 

Department seeking to revise or create the position and ad justments to the description made accordingly. 

Upon hirIng, a new employee as per Article 27.02 (Employee Appointments) will receive a copy of their job description. 

Upon request, any employee, or the Union, will receive a copy of a job description within ten (10) working days. 

Copies of amended Job descriptions will be provided to the employee and the Union President within ten (10) working 

'- days of an official change In a job description. 

8.0B JOB DESCRIPTION REVIEW 

A manager will review the duties of a job description with the incumbent of a position no less than every five years. 

Where there is a significant change In duties such that other elements of the job description may be affected, then other 

elements of the job description should also be reviewed to ensure that they are consistent with the chaoge of duties. 

The incumbent will be provided wIth electronic access to the Job AnalysIs questIonnaire. The review to such change to 

the job description will be forwarded to the JJEC. to ensure sound compensation practices are adhered to (as per the Job 

Evaluation User's Guide). 

To ensure that such reviews occur within this timeline, the Human Resource Department will set up and maintain a list of 

positions forwhich reminders of the review process will be provided on a five-year, rotating basis. 

8.09 DISPUTES, RESOLUTIONS, AND APPEALS 

1. APPEALS: 

INITIATING AN APPEAL: 
The Appeal Process may be initiated under 8.03 (2)/d) or 8.04(f) by the incumbent(s) to the position/Union or the 
manager(s)/College submitting a written req uest to the OiFeeter of Human Resources designate who shall forward 
it ~ for appeals to the Joint Job Evaluation Committee. The request for appeal must include the reason(s} 
for the appeal, which shall meet the criteria for appeals outlined below. Any such request shall be submitted 
within fourteen (14) calendar days of the receipt of the Rating Sheet from the JJEC 



,':. 
~', " 

c' , " 

COLLEGE OF NEW CALEDONIA AND CANADIAN UNION OF PUBLIC EMPLOYEES ILOCAl4951) 

CRITERIA FOR APPEALS 

a. Identification of Identical or substantially similar position(s) which have been rated differently; or 

b. An explanation of the occurrence or extenuating circumstances, which may have affected the lob evaluation; 

or 

c. A violation of Article 8.0 

APPE:ALS COMMITlH 
The Appea's Committee !ORal! consist of ti=lree appeiRtees kern t~e URlon arul t~ree appointees from the College 
who sAa!! be empewereell9y tAe parties to this agreement te felHiler a fiAal aAd ainaiAg decision on <lR¥ appeal 
sl:IBmitted llAder this precess. The a~p9iRtees to tke Ap~eals Committee shall &e appoiAteei eA an 3RAl:lai basIs 
effeeti ... e JilAl:lary 1 Elf cae!:! '(ear. The parties agree tAat appaifltees 'Nill Ret fA elude EUFR'nt or immediately ~ast 
JJE'C members. The College agrees that a 1'1 least one (1) of its apf36ifltee5 will be a Senior Eweel:ltivc. 

APPEALS PROCESS 
a. The A~~s Committee will review the wrrtten appeal, using the Criteria for Appeals listed herein, and 

determine. if an appeal will be accepted or denied. The incumbent to the pOSition and the manager will be 

notified in writing of this decision no later than five (5) working days following the Committee decision. 

b. If an appeal is accepted by the Ap~eals Committee, every effort will be made to resolve the matter by the 

Committee. This process may include requesting a Job Evaluation Reconsideration Form from the appellant, 

interviewing the incumbent(s), and the manager(s), requesting completion of a Job Analysis Questionnaire, 

meeting with the J.lEC, or other methods determined by the Committee. Both the incumbent to the position 

and the manager will be notified in writing of the A~f3eals Committee decision. The Ap~eaJs Committee shall 

.'- have twenty (20) working days to resolve the matter. 

c. rf the I\ppeals Committee cannot reach a resolution to an appeal then the appeal will be forwarded to 

3raitrati0F1 the Joint Standing Committee. 

Remainder of clause unchanged. 

AGREED: 

Signed by the Employer 

~~ 
Signed by the Union Signe y the Employer " 

. DATE: fI/ldlrC.?'- 15/15 



When promoted or transferred, the employee shall be in a familiarization period of one (1) month. At the 
discretion of the the familiarization period may be extended in one (1) month increments for no 
longe r th a n two (2) months. If.E1f.1:fF1~~H:a~~~EI&I~**HiI-l;Ae--eH~!.'t¥EIe-;SiA&I:j.jQ~rQ-I;Ae-f&S 
\:4 Rsatisfaaerv, tke eM~levee shall be f'etumeS to Fiislher fermer 139sitieA with no loss of tl:leir former 

AGREED: 

Signed by the Employer 

~-~~:::!::::~~:::::::'£:-::::..---:iifrfft~ 
DATE: _-=-~:"'::"'=:"""'::'=-&-.L..-£. __ 

June 9, 2015 



10.04 ACCRUED SENIORITY DURING APPROVED LEAVES 

All employees shall continue to accrue seniority to a maximum of six (6) months during an 
of absence, are leaves as described in Article 22 (Maternity/legal Adoption 

rR3)(iml:l m of f!NEH-IIe--+il:-oH fl'lefftM. .!!L~:2!f!.!!l~!t!!lmJm£..ru~!!!.Q!2Y!!!!m..~lrul!!:S!l!..l~~A I 
(Political leave) for a maximum of twenty-four (24) months, and Article 7.03 (f) (Full-Time Union Leave), 
for the duration of the term of office. Thereafter the employee's seniority shall be maintained unless lost 
by reason of the of 10.05. 

AGREED: 

Signed by Employer 

June 9, 1015 
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10.05 Loss of Seniority 

An employee shall not lose seniority rights if s/he is absent from work because of sickness, accident, lay-off or leave of 
absence approved by the College, except in the following instances: 

a. SIne is dismissed for just cause. 

I " I., b. S/he resigns in writing. An employee resigning shall sign a form stating his/her voluntary termination. 
I ' By signing the form, an employee is requesting all monIes to be paid and renounces all seniority and 

employment rights subject to Article 12.01 (b) (Resignation notice). 

. '--

c. Unless an employee Signifies his/her intention to return to work within forty-eight (48) hours after being 
recalled, and unless within eight (8) working days of being recalled s/he returns to work or gives a 
legitimate reason for being unable to do so, s/he will be struck off the seniority list. 

d. SIne fails to return to work upon the expiry of an approved leave of absence. 

e. An employee is transferred to or Is the successful applicant for an excluded position outside of the 
bargaining unit for a period in excess of six (6) months. In this circumstance, an employee will lose 
seniority rights and be removed from the seniority fist. If the period outside of the bargaining unit is less 
than six (6) months, s/he shall retain his/her seniority accumulated up to the date of leaving the unit, 
but will not accumulate any further seniority until the employee returns to the bargaining unit . 

f. An employee Is transferred to or Is the successful applicant for an excluded position outside of the 
bargaining unIt, for the purposes of sIck leave, maternity or parental leave In excess of twelve (12) 
months. In this circumstance, an employee will lose seniority rights and be removed from the seniority 
list. If the period outsIde of the bargaining unit is for (12) months or less, slhe shall retain his/her 
seniority accumulated up to the date of leaving the unit, but will not accumulate any further seniority 
until the employee returns to the bargaining unit. 

g. An employee is transferred to or Is the successful applicant for a faculty position for a period in excess 
oftwelve (12) months. In this Circumstance, an employee will lose seniority rights and be removed from 
the seniority list. If the period outSide of the bargaining unit is less than twelve (12) months, s/he shall 
retain his/her seniority accumulated up to the date of leaving the unit, but will not accumulate any 
further seniority until the employee returns to the bargaining ,unit. A subsequent leave[s) to perform 
facultv work cannot be taken unless he/she returns to his/her CUPE position for a minimum of four 
consecutive months. 

Signed by the Employer 

5;g~ 



10.07 Recall 

Employees Laid off: An employee who has been laid 
previously held position should it become available during 
posting procedure (Article not be All 
with the job posting procedure and employees on 

have the right of first refusal to their 
recall period, and in such an event the job 

be filled in accordance 

maH.- shall subscribe to receive new lob posting!; electronically. 

AGREED: 
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11.04 BUMPING PROCESS 

1. The layoff (Notice) shall be served to an 
• A copy of the Hst 
.. date of layoff 

.. Details with respect to access to EFAP 

presence of a unJon 

below his/her own 

and shall contain: 

.. Advice to the employee that s/he has 10 work1ng to notIce to the employer of his/her Intent to 
exercis..e bumping rights 

.. Within fifteen working 

the number of vacation 

2. The employee will advlse the 
notice. 

of his/her intention to within 10 working days of rQrj;uun"a layoff 

3. of the the notice as per 2; the affected employee; his/her 
union will meet to discuss bumping options. The College will bring a copy of the 
m 0$ t re c en t res u m e/ a pp I ic at ion 0 n flI e to tli e n'\.o..::. "u~ CI ~~Wl+I_Ia~Effi,!_t_R_e-El~.fI&~EfTaif_\_l~b8f+e;i:!i:e_iVf.tl_j.~~ 

from the date of the Initial meeting to request any job 
be wIthin 3 working days, 

5, The affected employee shall have 5 working days from receipt of the Job descrlptionfs) to positions In 
order of preference into which s/he wants to bump. The employee may provide an resume at time. 
In the absence of such resume, the employer shall rely on the latest resume in the employee!s The employer 
shall consider the affected employee's request in order of preference iden1lfied. 

AGREED: 



13.01 Standard Work Day and Standard Work Week 

Except as limited or motiified by this ArtIcle, the standard workday shall be seven {7) working hours per day exclusive of 
a meal The standard work week shall consIst of five (S) consecutive of· with t'lNo (2) consecutive 
off. 

parties that modification of the two (2) consecutive off per work week IS permitted with the prior written 

of the employee. This is to for the following job ca'tegories: 
library Assistant 

"'T"'t''''',.;~ Assistant 

Custodians 

It is agreed that other job r~T,O"""""'Ot' may be added with the mutual of the pa rtles. 

The College asrees to provide the ~Jolnt Standing Committe~ with copies of these arise. 

AGREED: 

Sjgned by the Employer 

DATE: __ ~ ________ ~~~~_ 
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13.05 REGULAR WORK WEEK AND WORK DAY 

a. Regular work week shall mean an employee's regular scheduled work week. 

b. Regular work days shall mean an employee's regular scheduled work day and/or hours of work. 

c. Unless specifically modified elsewhere in this agreement, the minimum scheduled hours of work per 

day shall be two (2) hours except tor all existing regular employees employed on or before March 

23. 2006. the mInimum scheduled hOLlrs of work per day shall be four (41 hours unless specifically 
modified elsewhere In this agreement. 

AGREED: 

si~J}zcAaud 
~~-

Signed by the Union 

DATE: 0ull'J.2... Cf I OLe {~ 
I 

S ned by the Employer 

Signe~r 
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16.06 Grievance Steps 

An individual grievance may be formally initiated by the Union or the Union and an employee and shall proceed by the· 
following steps; 

Prior to StOep 1 the employee may discuss any alleged violatIon of the Collective Agreement with their Immedlate 
exempt supervisor in an effort to resolve the Issue. 

Step 1 
An employee who has a formal grievance shall first go to the Director or Manager directly in charge of the department. 

The employee shall be aCCllmpanled or represented by a Steward or a designated Union representative of his/her 

choice. The Direct'or/Manager shall be presented with the grievance form. The date of receipt of the compl~int shaH be 

within fifteen (15) working days of the occurrence of the alleged grievable act. In exceptional circumstances where ,the 
Union can demonstrate that It was unaware of the alleged grievable act, the. College agrees that the fifteen (15) working 

days shail be from the time that the Union could have become aware of the occurrence of the act. The 

Director/Manager shall explore the complaint verbally, The parties shall be given the maximum of five (5) working days 

to solve the grievance. The DirectoriManager shall submit a written response to the employee and the Union within 
seven (7} working days of the date of receipt of the complaint. 

If the grievance Is denied at Step 1 the Union and the Exempt SupervIsor or Manager shall meet to disCI.!$s posslble 

resQlutlon of the grievance. If no resolutJon can be reached the grlevance shall be advanced to Step 2. 

Step 2 

The Union has a maximum of five (5) working days from the date of receipt of the Director/Manager's response to 

advance a grievance to Step 2, which is a written referral to the StaAsiAg Grievance Committee and the College labour 

Committee. These committees shall meet within five (5) working days, upon receipt of the Union's written notice, to 

resolve the grievance. The College will provide a written response to the Union within five (5) working days of the 
Committees' meeting. 

Step 3 
If the grievance is not satisfactorily resolved at Step 2, the Union shall submit the grievance, in writing, to the College 

President within ten (10) worklng days of receipt of the reply as set out In Step 2. The Union President (or designate) 

and the College President (or designate) shall meet within five (5) working days of the receipt of the grievance. The 

College President (or designate) shall submit a written repfy within five (S) workIng days of the meeting. 

If the grievance is not resolved at Step 3, the Union may refer the grieva nee to Arbitration or to the Early Intervention 
Procedure, The Union shall submit a written notice of intent to proceed to arbitration to the College withIn five (5) 

workIng days of receiving the College's response of Step 3. 

Signed by the Employer 

Signed by the Union . Sign d by tne Employe 



17.04 PROFESSIONAL DEVELOPMENT lEAVE 

The College recognizes the prInciple of human resources development through skills upgrading as it relates to 
opportunity for in the services of the College. An educational Initiative deemed beneficial to the 
and the employee will fOf professional development I.eave. 

shall Leave Allowance of three hundred and (360) 
leave. The Leave Allowance will each to the level of three hundred and sixty (360) 
leave available. The I'rf"""c'l:"nn"'l Ue\felClDITle Lt;!i:lve Allowance shall be administered bV the 
Committee (POe) in >irrnrniAnl~p below: 

d. The Professional Development Committee (POe) ill!!!.J!U~~'!!:!!~m!J~~2!!!Jli9!!l!:!lli~'-.i!!fL!!!W! 
consist of a minimum of six (6) . three (3) aPPointed by the College and three 
Union, who shall to make deciSions on the allocation of the Professional 

of the PDe shall require at least two (2) appointed 
decisIon-making representatives of each party will be in attendance 

agree to schedulePDC meetings ~t agreed-upon 
minimum month to attend to any outstandlng professional development leave matters. Additional 
meetings may be scheduled to accommodate any backlog. When there is a direct or conflict of 
interest the committee member shall absent himself/herself from the discussion and from the 
making on development leave proposal. 

AGREED: 

Signed by the Employer 
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. 19.01 ANNUAL VACATION ENTITLEMENT 

a. Regular full-time employees shall be granted vacation with pay on the following basis: 

1. 1.25 days per month 11S days or 3 weeks annualized} from annIversary date (Article 25,03) to month 48 ~ 
yearsl. ' 

2, 1.67 days per month (20 days or 4 weeks anl'luallzeJlj from month 49 to 96 Inclusive (the Sill year to 8 vearsl. 

3. 2.08 days per month (25 shws or 5 weeks annualized I from month 97 to 156 inclu!iive (the 9th year to 13 years), 

4. 2.50 days per month 130 days or 6 weeks annualizeJU from month 157 to 216 inclusive, !the 14th year through 
18 years}. 

S. 2,92 days per month (35 days or 7 weeks annuallzedj from month 217 (the 19m'vea~) onwards. 

All regular part-time, seasonal full-time, and seasonal part-time employees working less than a thirty-five (3S) 
hour week or for less than twelve (12) months, wifl be entitled to vacation with pay on a pro rata basis as per 
(a) above, according to the actual hours worked in the calendar year. 

Only that vacation which has been earned may be taken at any given date subject to I below. 

b. Fixed term employees will not be entitled to the vacatIon outlined above (except as otherwise directed in Article 
3.06g), but to pay on each pay cheque for the vacatlon period on a pro rata basis as per (a) above, accord ing to the 
actual hours worked in the calendar year. . 

c. Probationary employees will not normally be allowed to take vacation until after their probationary period has been 
served, 

d. Vacation in excess of one year's entitlement shall not normally be carried forward from one (1} fiscal year to the 
.. next. Approval to carry the excess vacation entitlement forward may be requested by appl/cation to the appropriate 

Department Head by February 1 lit, 

AGREED: 

5ig~curd 
~ Signed bV the Union 

SIgned by the Employer 



19.02 Vacation Scheduling 

By April 30th of each year, an employee In a department will recommend a vacation to be 
submitted to the department head or for approval. Acceptance or rejection of such vacation 
requests will be given by May 31. 

The schedule may be changed thereafter at the request of the employee if 

concerned·!n~TIll~~~llU~mru~~un~l~~~~~~~Lll~~~~QL~~Ln~~~ 

the request 15 received. 

Written requests submitted with less than sixty (60) days' notIce may be considered based on 
operational needs. 

Conflicts in vacation scheduling will be settled by the department supervisor, with seniority in the 
department as the prime consideration. 

When requested by an employee, s/he 
(15) consecutive working days. 

be entitled to schedule a minimum vacation of fifteen 

Where an employee wishes to split a vacation any other choice of vacation time shall made only 
after all other employees have made their initial selection. 

AGREED: 

by the Employer 

June 9, 2015 



20.02 SICK LEAVE ALLOTMENT 

A full-time employee shall accumulate sick leave credits on the basis of one-and-one-half (1 1/2) 
per month. Part-time shall accumulate sick leave credits on the 

basis to full-time based upon the actual hours worked In a calendar month. 

may accumulate up to one hundred and working sick time. 

In if an employee has used the ten of sick leave in an entitlement year 
(20.0l} and the employee requires up to twelve days of paid sick leave for use in a personal 
disa bility in the same year, then the agrees to grant up to four (4) of additional paid 
sick leave. It Is understood that there will be no banking of the additional sick leave into 

years except in the case of an who has used family sick leave to the 
extent s/he does not have a possible twelve (12) days of personal sick leave in an 
entitlement year. 

For the purposes of this Article, the entitlement year ~*HEHl-e-E~eG-Q.R.-tAll'K!-Mfl~~~AffI!iH 

AGREED: 

Signed by the Employer 



20.06 Status Re.port 

AGREED: 

Signed by the Union 

DATE: _~ ____ ---i'---::='-_ 



AFI empla'fee R'l3y flegotlate 'NItA tAt! Gelleg9 to elKiMAge POSitieA5 witI'! afl aA'll9lQyee 9f cOlflparal:ile Etl:l31ificatioAS aM 
e)(,erieRce from 6utsiae tl:le Gollege for a perl09 9# up to eni ,.eaF. A~"licatioA5 sAil! be maEle to ttle HYman Resowrees 

AGREED: 

Signed by the employer 



" 
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27.03 MODIFICATION OF 

Any change deemed 

AGREED: 

Signed by the Employer 



" 
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LEDER OF ..... '--''''-L .... - WELLNESS INCENTiVE PLAN 

It is 
and 

are the foundation of any In the belief that physical 
to Increased quality and productivity of operations} the parties have agreed to 

Plart) . 

The Plan is ,.;o"\,QUH;;n under the tn!l';"HAJ'II"I.D conditions: 

A. 

B. 
C. 
1. 

2. 
3. 

4, 

DEFINITIONS 
"DAyJ' 

Unles..s indicated as a Full-time shalt be defined as an employee's normal 
and may Include a full-time ,or a if a part·time normal 

workday Is 0.5 shall be the referred to for usage, I.e. one wellness If a full-time is 
working a rt"!odified wor.k week} 'flex time or self-directed hours the normal be calculated as 7,0 
ho urs for the pu rpo5e~ 0 f the Well ness Incentive PIa n. 

UQUARTERJ
, 

There shall be four (4) quarterly year u~ed in the Plan: 
First Quarter - September through November; induslvej 
Second Quarter - December through February, jncluslv~; 

March through 
Fourth Quarter - June through August, Il')duslve, 

ENTITLEMENT 

are for participation 1n the Plan upon entitlement, of a minimum of 
F.T.E. days (126 hours) of sIck leave credits. 

Participation in on a 
If an employee has earned the full sick leave 
to sick jeave Or family sick ledve~J 'the 
agreed that an absence(s) of less than two (2) hours to attend rnedlc«3l/d~ntal 
appointtnents or family emergencies shall not jeopardize an employeeJs entitlement to a 

shall not be earned or taken during any unpaid leaves of sick 

by the 

s~, 
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COLLEGE OF NEW CALEDONIA AND CANADIAN UNION OF PUBLIC EMPLOYEES (LOCAL 4951) 

26.03 Employee and Family Assistance Program 

All Employee and Family Assistance Program Is established for CUPE employees and their families. The cost of the 

benefit to the employee shall be shared equally between the College and the emplo't'ee Union. Terms and conditions of 

the program shall be as agreed in ~he EFA? contract. 

.• '- AGREED: 

I 
I 
I 
I 

.1 

.! . 
. 

" 

,., 

I 
I·~ 
! 

SIgned b the Union Signed by the Employer 

Sign~ 
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DELETE ARTICLE 8 LmER 
Page 99 & 100 

ReeardlRI ArUsle-8 

March 15, 20~ 

To: Ms. Jl:liie Carew 
Chief SpokeSfjCrSOA 
PPWC bacal 29 

I'rem: b)an BraeisRaw 

b)lrector, t1b1man ResouFC€5 
College of New Ci:lleaop,la 

Dl:lrlAg tlclecpl:lrse of 200!; Colleetive BargainiAg for tRo reFlewal af tAo 2Q03 os Collective l\greemcFlt betweel1 
tA€ Parties, lAe aoovc Rates matter was tRC sblbicct of aiscussioRS. I am writing to ','ou will:! reMarks il'1tenaee 

.to dari~ tRis matter. 

Tlcle FOIG sf ~umaFl RC59im;;es (I-IR) 15 to assist 11'\ the dC'olClofJmcnt) review and re\'isiQA efje!:l eesGrlptlens. IA 
profJlaiRg this assistance !-Ill. rntlst attcnel to tt:le follo'JJiAg n aees: 

.. ensure tll;:}t the job dcscrlptleR, Both wltA f'cgartl to eluties aM ql:lali~Gatio"s, aCCl:lratei'r e'esGrlbe the 
job. ThIs Is critical from.the College's perspective In ti:lat an J€€llrately dessrieeei jol9 caR make a 
SlgFlif'iC3Rt esntriautloo to reerl:lltmel'lt efferts and to setting mit dear e~(~eGtatieA5 ti'-iat assist a-A 

em~lo!;ee if! tl:le periormaAco of their ]&19. ~F€lm tf:te CFfli3lovce's f:lers(3ectivo t~ere is that same Reed 
for clear e!)(pcctations as weU a5 tfie aatlitioRal and appropFiate Reed to t:la'lo an accurately elesEFibed 
job for tRo f*lFpese of setting C9mf:'leRSJ~On, 

It ERSUr€ ti1at the JOB' description Is a)9ji}f9j3Flatcly aligReEi wltA tl=le overall Sd'lCMe of job gcscriptieRS 
..... al:tln the College. Simf3ly put! tetRe ewtent t"'at any-giveR joe Is alffereRt from tAO neKt) theA those 
differCRGCS shol:lld ee eal3tl:lrcd ifHIoth t""e duties ClAEi Elua~ifisatleASj l\t lAC same tiFFlC, wRere tl'1cre 
are flO SblCR differeflces If! dl:ltles and "'llall~eatioFlS frsm one jO& to the neKt) theR lRere is no Reed far 
eiffercFlees In joa descriptioAS. Th-e mare that we <lFC able to aCRievc that balance the gl=eateF tAe 
certalnt', tl1at we c;:}R41-a'le I", tRO (l'Ieralllntcgrltl' of our Jel7 descr1f3tlon anEieorApensatisA s-sl:leme. 

+jo,e HR DepartR-lcnt carries 94:lt its role aRe meets the Aoeas descrlaea aGove BY: 

It Re'tliewing revised DRd RCW jaB dessril3tions iA order to uru:lerst.uH; any ("'enges +Ft rC\oIised lobs or the 
overall ~urp05e and Reeds of new laes, 

• Re'ilew!ng aRa eommcAting OR revises and new Job descriptions in order to CASl;.lre allgRflu!Flt 
eetweel?: 



positloAsj. 

far tl:l e College} 5 job EiescripticlI!ls. It is tl1e resJloAsi~lIIty sf tl:le ~R DepartmeRt to e FlAg tRilt broader 

1(I'1owledga' aRe responsibUlt?p' lAte tt:.e e~uatioR of tl:le iJ.reJij3ratlol'l €If 3FVI gi\'en Jab sescril'!tieR IF! .a .... ·'3'1 

tl:lat Balances aAG meets beth IR9hils~al ane iAstitwtleFlal Reeds and the HR Departmeflt will meet tha~ 
t:€spenslbillt'(. 

" .. ~ " " .. 
, ~. " '" 

". 

, .. ' !,' . '". :_. l:. " .' 

... . .' 

• • ,'-•• 1 0 

' .. ' . ,. . 
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, .. 
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COLLEGE OF NEW CAl;EDONIA AND CANADIAN UNIQN OF PUBLIC EM PLOVEES [LOCAL 4951! 

DELETE ARTICLE 8 LEDER 

Page 101 & 102 

Marci:12006 

To: Ms. Jlllie Carew 
Chief Spokesperson, 
IlPWC boca I 29 

F-fomi gaR Bradshaw 
DireGtar, Human ResOI:lrces 

--College of New Caiesen!a 

SLlbjIilA; AppllGatloFi of AFtlele 9,01 Elf lhs eN' PPVJ, lGGal29 C;lIeGtI",e AtreemeFl\ 

Dtlrlng the COOFse of 2006 GaUectlvc BargainiRg for the rene'lAtal Gftne 200& as Co~lectl'.'e AgrccmeRt betweefl 
the Parties, tne abEwe noted matter was the sl::IBject of disGI:Issions, The eonGlldsion of tRose dlSGU5Slons was 
agrecmcAt tl:iat the FAost ~eAeflclal6ourse of aetieR • .... as for the College te f:lrepare this letter and iRcil,lee It at 
tAo l3ack of tRe FCMwcd Col/actlN,e AgreemcRt so that it .... 'as 3'o'ailaele for tAe infOH~atiofl of operational staff 
cFFll'llo\;ees aFu:l tl:leir FFlanagers, 

The f)I:IF!3ose ofthe letter is-to descriBe asclearly as it is practical to do so, tAe Gollege' 5 upplicatien e~ Article 

9.01 of tl=le Collective Agreement. TRat 313pllcatien is as follows: 

a" The College's fJrimar'f coRsiecratioR In HllIng a vaC3A0t' Is to hire tAo FJlost Ettiali~eEi 3Jll'lileaAt to perferm 
tAe dt:ltles and meet lAe rcqulrefNents of the f:)osltion. An 3pplleant's qualifications are maae u~ of 
his/her job related kno'oYledge) slEWs aAd abilities. 

TAe eWi:ent to WAlen the balletic will gi'''!' weight dns place importance OPt job related ImEWfledge If€rs~s 
5ki~5 versus abilities "'will vary from posalon to f:)ositiofl. What is critical In OHler far the College to make 
tl:1€ best posslla(e hiring aeeision as '.'",ell as to ensure fairAcss In its selection f;JrDcess is to aFlpl'l the d~95e~ 
weighting cEJl:lally in tAB ease of aU applicants to a giveR position. 

*-" Selecting the most l:1ualifled applicaAt for a ,",osition reql:llres the College te prepare aAd implement a 
F.gOHH1S seleGtIEln process tl:lat at a minimUM will involve a 'Hell ~rel'ared and .!7tFuctureEllfltCf\I!ew. lAC 
c'Jall:lation process ma', also in'Jol'i€ other forms of evall::latien incll:lding tests, written Elf oral 
f:)reseAtations, role plaIt/lAg and hands on GiomonstratioAs of tl:le skills ClAd abilities ret:jl:lircd to perklrm t~e 
flositiOA. 

In order to make the best possible hiring decisIon as well as to ensure fairness in its seleEtien process, the 
College must evaluate Bpl'lli€JRts against the job relatec:l knowledge, skills ana Cll:Hlities tl:lat ilrc A10St 
critical to success in the pasltloR, and not simp IV agaiAst those that are easiest to meaSl;jre. 

3. W~ere at the eendusion of the selection process the College determines that 
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t' .... o sr A'lore applicants are relatiyely e~ual. tRcn <lAd SRI" tt:lCfl shall seniority I:lccome a fa.ctOF 111 
the seiectioA ~FOcess, namel'" that t~e POSltiOA will ee a'wilnled to tAC seAler JppiicaFit wltl:lin the 

bargalfliRg \:IRk. TAls use aRd applicatloR of seAlority should be CORslstcAt in all selection decislon-s 
fegardles5 of whether tl:le applicaRts are Internal or exterFlal to the bargalAlng unit. 

4. Vll:\ere at the Eendtlsiol1 of tFlC selection process tAo College derermiRcs that all cJmAidates kave 
demonstrates tRcmsel¥cs to be dCH€icRt it=! some reql:lirorRcAt(sl oft~e f1esltion tl=le Gallego may 
ei:loose ~o either Fe ",est the f'JositieR or to select OAC eftRe a 1'1 I'IIIc3 nts to the position. 11=1 tRC latter 
case the (allege ml:;lst stili select the FRost ~uallf:ietl contUse,,!!! ans WAere t\!JO SF A:tOFe al3l'llicants' 

qualifieatioRs are relatively eqtla~ then aware! tl:!e position ia ti'-le seRler a~~icaRt wi~i:l!n the 
bargalRifig linit, 

Where the sl:Iccesswl applicant iias demoAstFa~d hIR'l/~er5elf to be eeficlent in seme 

reE!i:fifCA'leAt(s~ af the j3ositioFlj t~e C911ege shou Id (Iearl'/ldentity those-detkieneies to t~e 
stlEccssftll ap~lieaRti +~e College sr.el:llEl also Gonduc(c witl=l tA_C Clfll'lliC3Rt OR tl10se l3iafls and 
cl(pectations tRot may Be fJb!t into Illace for tRe a~JlllcaAtto address ti:lose aefkiencics. 

I tFblst that tl=lc abo't'c meets the fill:lF130Se It is~nte!'l~ed fur, namely to eescrlae the College's al'lplkation 
of lwtlsle fl.01 of the Collectlt;c As,eefficnt. 

CO~OpNBW:~· 
·£';k·~·:··· ,:>.;".-.: 

, .. '. .' ,,:, '.. .• ' .1 :': •. ~ ~ i.' .': ~:. ~ 
, .. ' . . . 

:.~ ....... , ......... . 
• ,"t. • 

'... . : 

. \ 

; . 
'. ' 

This MCffioranelum af /\greement was Fe sigflea 91:lFiAg the 2010 HHIAd of Gf:lllective bargaiRil'lg in oHier to 
refleet tRe- c~aFlge In certlficatiGfI as areerca 9¥ the labouF Re~atieRS Qaard on September 2't, 2009, The 
parties agree tt:lat tRls 15 a hOl:lsel{ceplng chaRge only ClAS that the-partlcs are Rat altering tl=lc interpretation or 

ap13lkation of any of the ~ro"'isloRS of the Memorandum. 

AGREED: 

Signed b the Union ~ 

~-
Signed by the Union 

Signed by the Employer 

DATE: ~/3115 



COLLEGE OF NEW CALEDONIA AND CANADIAN UNION OF PUBLIC EMPLOYEES [LOCAL 4951) 

Renew 

Renew 

Renew 

Renew 

AGREED: 

letter 

Letter of 

letter of 

Letter of 

"'y"''''' ..... ''''MT - Re: College Security 

- Re: college 

- Job Sharing 

- Pyramiding Transition 



COLLEGE OF NEW CALEDONIA AND CANADIAN UNION OF PUBLIC EMPLOYEES I lOCAL 4951) 

Renew 

Delete 

Delete 

AGREED: 

Letter of Agreement - Re: Conversion to Full-Time Positions 

Memorandum of Agreement - Re: Minimum Scheduled Hours of Work per Day 

Memorandum of Agreement - Re: Establishment of Bi-Weekly Semi-Monthly Periods for 

Employees who Work Self-Directed Hours and Modified Work Weeks 

Signed b the Union Signed by the Employer 

5~- Signe by the Employer 

DATE: _-=~=-U=-II"e.,-=------,'7:"""'If-'" ~=--6-,-1~-",--



MEMORANDUM OF UNDERSTANDING 

BETWEEN: COlLEGE Of NEW CALEDONIA 
AND: 

4Ior4o"'""""1It. LOCAL 4951 

RE: BARGAINING UNIT EXCLUSIONS 

The parties agree that in accordance with the interpretations of the Labour Board of 
British Columbia relating to manal'lerial and/or confidential positions, the following positions are not 
Included in the bargaining unit: 
A~miAis:tFative AssistaRt to rAe ~)(e€l:.Iti"'e Offiec 
Advisor, Atll:;ri~flal isucatien 
Assist3Rt MimageJ) Facilities SeFVices 

Associate School of Health Sciences 
Associate Dean, School ofTrades & Technolo8ieS 

Associate BfFe€1:&1'-Ue:an. 

Education 
Associate Director, COFltiAuing ~et:lcatlGA 

Associate Registrar 
Associate Vice Academic 

Regional Campuses 
Information Officer 

DeaA, SERoal £If Academic FOllRsation & ~R 
DeaR, SCRoel of Acasemle StllElles 

School of CommunIty & International Education 
School of Health Sciences 

June 9, 2015 



Dean, School of Trades & Technologies 
Dean, University Studies & Career Access 
Director, Aborillnal Education 
Qlrettcr. Applied Research & Innovation 
Director, Communications & Development 
Director, COffil'1'lut'llty, Ilu.il;lstry & 8b1siness Initiatives 
Director, Facilities Services 
glrClctcF, fRINA'8 

Directar, l-IumaA ResouF€€s 
Director, Centre IRstitl:lte faF beaFRiRg3RdTeact'iiRg for Teaching and lea rning 
Directer, learniRg Support 
Dire6ters, RegioRal Call'lJ'll:fs 
Director, Resource Centres 
Director, Special Projects 
Director, Student Services 
Executive Admin Support, H~man Resources 
Executive Assistant Human Resources 
Executive Assistant, Vice-President Academic 
Exec;:utlve Assistant', VIc:t-Pre5Ident Administration & Finance 
Executive Director, Human Resources 
Exe(;l.Itlve DIrector. External Relations 
Executive Office Administrator 
E)(ecl:1ti ... e Vice President, AcaaeFRiE 
Financial Analyst 

lo4ead of Ref.eFcREc Services 
Human Resources Administrator 
Human Resources Assistant 
Human Resources Advisors 
Lallol.:lf Relations CeereiAater 
Manager, Aboriginal Resource Centre & SeAler Pelicy 
Manager, Campus Development 
MaRagcF, CoUege Store 
Manager, Communication Services 
MaRilgeF, ~FlterFlrise Oe ... ele~meRt Centre 
Manager, Facilities Services 
Manager, FiRance & AdministratioA 
Manager, Financial Planning & Operations 
Manage", Fees §.eF\liees 
Manager, Fundraising 
Manager, International Recruitment & Marketing 
Manager, Marketing & Enrolment Services 
MaAager, Media Services 
MaRager) GaFRJjItlS Develepment 
Manager, Purchasing 
Manager, Public Relations & Student Information 
Manager, Retail & Dining Services 
Manager, Safety & SC€l-iFltv 

June 9, 2015 



MaAager, small Vioealaf\B!> 
Manager, Student Residence 

Operations Manager, International Education 
Operations Managers. Regional Campuses 
Operatloiu Manager. Schoo-! of Trades & Technologies 
President 
Principals Regional DiFectors, Regional Campuses 
Registrar 
Safety Coordinator 
Vice-President, Academic 
Vice-President, Administration & Finance Finance/Admin/Bursa-l' 
Vice-President, Community & Student Services 
Vice-President Student Services 

AGREED: 

SIgned by the Employer 

s;gi!i&J.1f1 ) 
DATE: ;YUill(...: [6/($ 

June 9, 2015 



-----_._----------------

COLLEGE OF NEW CALEDONIA AND CANADIAN UNION OF PUBLIC EMPLOYEES [LOCAL 4951) 

To renew the following agreements: 

MEMORANDUM OF AGREEMENT Re: VALT and Appendix A and B 

LErrER OF AGREEMENT Re: Self-Directed Hours 

AGREED: 

sr::ff:t.7JdCACPt cI 
Signed by the Employer 

.DATE: SLJ~/O//~ 
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2014 – SUPPORT STAFF MULTI-EMPLOYER TABLE (“MET”) 
 

between 
 

POST-SECONDARY EMPLOYERS’ ASSOCIATION (“PSEA”) 
 

(“the Employers”) 
 

and 
 
 

BRITISH COLUMBIA GOVERNMENT AND SERVICE EMPLOYEES’ UNION  (“BCGEU”) 
 

and 
 

CANADIAN UNION OF PUBLIC EMPLOYEES (“CUPE”) 
 
 
The parties have agreed that the following items will form part of the Memorandum of Agreement 
(“MOA”) between them for the renewal of the local parties’ collective agreements that expired in 2014. 
The parties agree to recommend this template to their respective principals. 
 
All of the terms of the local collective agreements that expired in 2014 continue except as specifically 
varied below and by the other additions, deletions and/or amendments agreed to during local 
bargaining. 
 
 
1. BC Provincial Pharmacare Formulary Process Improvement Committee (FPIC) 

 
While not to be included in the Collective Agreement: 

 
(a) Effective the date of ratification, a joint committee called the “BC Provincial Pharmacare 

Formulary Process Improvement Committee” (“FPIC”) will be formed. The FPIC will: 

i. be comprised of eight (8) members. Two (2) of the members will be appointed by the 

Canadian Union of Public Employees, two (2) of the members will be appointed by the 

British Columbia Government and Service Employees’ Union, and four (4)  of the 

members will be appointed by the Post-Secondary Employers’ Association (“PSEA”); 

ii. the FPIC will complete their work by December 31, 2015 (the “Completion Date”) and 

shall  meet at the call of either party, but no more than four (4) times per year  following 

the Completion Date. ; and 

iii. Each appointing party will be responsible for all costs related to their members’ 

involvement in the FPIC. 

The purpose of the FPIC will be to: 
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a. identify process problems that have been experienced since the transition to the BC 

Provincial Pharmacare Formulary (“Pharmacare Formulary”) including issues related to 

customer service by the insurance carrier; 

b. recommend solutions to the issues and communicate those to PSEA and the union 

representatives who will be responsible for jointly discussing issues with the insurance 

carrier;  

c. investigate the feasibility of implementing electronic filing of Special Authority claims; 

and 

d. develop a process flow chart and other communication tools to assist employees in 

understanding the benefits claims process. 

(b) Effective the date of ratification of the MOA, where an individual covered by the extended 

health care insurance plan is covered for a Formulary drug (the “Formulary Drug”) and that drug 

was recently  delisted from the Formulary (the “Delisted Drug”) and the individual requires a 

period of time to transition from the Delisted Drug to a Formulary Drug the Employer will 

instruct the insurance carrier to cover the Delisted Drug for that individual for a period of up to 

three (3) months following the date the Delisted Drug was denied by the insurance carrier. 

(c) Effective November  1, 2015 or the date of ratification, whatever is later, the Employers and 

Unions agree that where an individual who is covered by the extended health care insurance 

plan is: 

i. prescribed a drug that it not part of the Pharmacare Formulary (“Non-Pharmacare 

Formulary Drug”); or 

ii. prescribed a drug that  is on the Pharmacare Formulary but which requires “Special 

Authority” (“Special Authority Drug”) and the individual either: 

1. does not want to go through the approval process to obtain the Special 

Authority Drug; or  

 
2. does go through the approval process and is unsuccessful in being granted 

the Special Authority for coverage of a particular drug, 

the individual shall be eligible to receive coverage for the Non-Pharmacare Formulary Drug or 

the Special Authority Drug provided that the individual pays fifty percent (50%) of the cost of the 

Non-Pharmacare Formulary Drug or Special Authority Drug. The insurance plan will pay the 

remaining fifty percent (50%) of the cost of the Non-Pharmacare Formulary Drug or Special 

Authority Drug. 
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2. Administrative Service Delivery Transformation Project (ASDTP): 
 
The Employer and the Union agree to authorize the PSEA and the CISSBA to write a joint letter to the 
Ministry of Advanced Education seeking agreement to include representatives from the support staff 
unions in a consultation process involving shared services undertaking. 

 
3. Provincial Job Evaluation / Classification Plan:  
 
The Employer and the Union agree to participate with other willing employers and unions in a joint 
steering committee to better understand their respective job evaluation (JE) plans currently in place 
with a view to: 
 

- identifying what works well; 
- identifying what could work better; and  
- developing a set of recommendations as to how to move forward. 

 
The findings of the Committee will be submitted to the parties’ respective principals for review, and if 
required, ratification. Costs for leaves and expenses to be borne by each party. 
 
 

4. Joint Early Intervention Program (“JEIP”) – Housekeeping Proposal 
 
(a) Effective the date of ratification, the Employers and the Unions agree, as per Appendix A of the 

agreed to November 14, 2014 MET Protocol Agreement, to add the following provision under the 
sick leave provisions for each of the Parties’ applicable local agreements, and existing provisions 
renumbered accordingly. It is agreed that this housekeeping proposal does not change the intent of 
the JEIP Letter of Understanding as negotiated at the 2010-14 Support Staff Compensation Template 
Table.  

 
“Joint Early Intervention Program 
 
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: 
 

a. Jointly Managed – The program will be jointly managed by the Employer and the Union. 
 

b. 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.  

 
c. Rehabilitative – The JEIP is rehabilitative in nature. 

 
d. Confidential - The parties involved in the program will maintain confidentiality of all 

information.”  
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(b) Effective the date of ratification, the Employers and Unions agree, as per Appendix A of the agreed 
to November 14, 2014 MET Protocol Agreement, that the following Letter of Understanding on the 
Post-Secondary Joint Early Intervention Program that was negotiated at the 2010-14 Support Staff 
Compensation Template Table, will be deleted from each of the Parties’ applicable local 
agreements. 

 
“Letter of Understanding 

 
Post-Secondary Early Intervention Program 

 
The Parties agree to develop an Early Intervention Program (EIP) with the following characteristics: 
 

 The purpose of the program is rehabilitative; each employer covered by this agreement will 
develop an administrative approach to implement the program that will be reviewed with its 
local union; 

 Where an employee is absent for five (5) or more consecutive days of work or where it appears 
that there is a pattern of consistent or frequent absence from work, the employee may be 
referred for participation in the EIP. If an employee is referred, the employee must participate in 
the EIP; 

 Assessment of an employee’s eligibility for the EIP will continue through the period of the 
employee’s absence; 

 The employee will provide the information necessary for the employer, the union, and the 
disability management services provider to determine the employee’s prognosis for early 
managed return to work;  

 The parties jointly must maintain the employee’s medical records and related records as 
confidential; managers will only be provided with information necessary for rehabilitative 
employment; and 

 An employee enrolled into the program is entitled to union representation; the union agrees to 
maintain the confidentiality of the employee’s medical and related records. 
 

The parties will establish a committee of five (5) members each that will develop detailed 
implementation plans for the Early Intervention Program. 
 
The committee will commence meetings by January 5, 2013 and will conclude by January 31, 2013. In 
the event that the parties are unable to reach agreement on the program by January 31, 2013, they 
agree to submit their differences to an arbitrator agreed to by the parties, by February 14, 2013. The 
arbitrator must adhere to the principles outlined above, and the parties will request that the arbitrator 
will issue his/her decision on the design of the plan by February 21, 2013 for implementation by March 
1, 2013.” 
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5. Term of Agreement 
 
The term of the new collective agreements shall be for sixty (60) months, effective from July 01, 2014 to 
June 30, 2019. 

The continuation language of each local collective agreement’s Term of Agreement provision, if any, 
shall remain as it is in the agreement currently in force. 

 
6. Wage Increase 
 
All wage scales for classifications or positions in the collective agreements shall be increased by the 
following percentages effective on the dates indicated:  
 

(a) Effective the first day of the first full pay period after July 01, 2015 or the first day of the first 
full pay period after the date of ratification of the MOA (whichever is later), all wage scales 
in the collective agreements which were in effective on June 30, 2015 shall be increased by 
one percent (1%).  The new rates shall be rounded to the nearest whole cent or dollar as 
applicable. 
  

(b) Effective the first day of the first full pay period after May 01, 2016, all wage scales in the 
collective agreement which were in effect on April 30, 2016 shall be increased by the  
Economic Stability Dividend*.  The new rates shall be rounded to the nearest whole cent or 
dollar as applicable. 

 
(c) Effective the first day of the first full pay period after July 01, 2016, all wage scales  in the 

collective agreement which were in effect on June 30, 2016 shall be increased by one-half of 
one percent (0.5%). The new rates shall be rounded to the nearest whole cent or dollar as 
applicable. 

 
(d) Effective the first day of the first full pay period after May 01, 2017, all wage scales in the 

collective agreement which were in effect on April 30, 2017 shall be increased by one 
percent (1%) plus the Economic Stability Dividend*.   The new rates shall be rounded to the 
nearest whole cent or dollar as applicable. 

 
(e) Effective the first day of the first full pay period after July 01, 2017, all wage scales in  the 

collective agreement which were in effect on June 30, 2017 shall be increased by one-half of 
one percent (0.5%). The new rates shall be rounded to the nearest whole cent or dollar as 
applicable. 

 
(f) Effective the first day of the first full pay period after May 01, 2018, all wage scales in the 

collective agreement which were in effect on April 30, 2018 shall be increased by one 
percent (1%) plus the Economic Stability Dividend*.   The new rates shall be rounded to the 
nearest whole cent or dollar as applicable. 
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(g) Effective the first day of the first full pay period after July 01, 2018, all wage scales in the 
collective agreement which were in effect on June 30, 2018 shall be increased by one-half of 
one percent (0.5%). The new rates shall be rounded to the nearest whole cent or dollar as 
applicable. 

 
(h) Effective the first day of the first full pay period after May 01, 2019, all wage scales in the 

collective agreement which were in effect on April 30, 2019 shall be increased by one 
percent (1%) plus the Economic Stability Dividend*.   The new rates shall be rounded to the 
nearest whole cent or dollar as applicable. 
 

These wage increases shall apply to all current employees who are members of the bargaining 
unit. 

 
* See Appendix A for the Memorandum of Understanding on the Economic Stability Dividend 
(ESD).” 

 
 

Signed by the Parties at Burnaby, British Columbia on November 21, 2014. 

 

For the Employers:    For the Unions: 

 

_______________________   _________________________ 

Anita Bleick, PSEA CEO   Linsay Buss, BCGEU Staff 

 

_______________________   _________________________ 

Rhonda Bender, PSEA     Ian McLean, CUPE Staff 
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Appendix A - Memorandum of Understanding on the Economic Stability Dividend (NEW) 
 

Re ECONOMIC STABILITY DIVIDEND 
 
Definitions 
 
1. In this Letter of Agreement: 
 
“Collective agreement year” means each twelve (12) month period commencing on the first day of the 
renewed collective agreement. For example, the collective agreement year for a collective agreement 
that commences on April 1, 2014 is April 1, 2014 to March 31, 2015 and each period from April 1 to 
March 31 for the term of the collective agreement. 
 
 “Economic Forecast Council” means the Economic Forecast Council appointed under s. 4 of the Budget 
Transparency and Accountability Act, [S.B.C. 2000] c. 23; 
 
“Forecast GDP” means the average forecast for British Columbia’s real GDP growth made by the 
Economic Forecast Council and as reported in the annual February budget of the government; 
 
“Fiscal year” means the fiscal year of the government as defined in the Financial Administration Act 
[1996 S.B.C.] c. 138 as ‘the period from April 1 in one year to March 31 in the next year’; 
 
“Calendar year” Is a twelve (12) month period starting January 1st and ending December 31st of the same 
year based upon the Gregorian calendar. 

 
“GDP” or “Gross Domestic Product” for the purposes of this LOA means the expenditure side value of all 
goods and services produced in British Columbia for a given year as stated in the BC Economic Accounts; 
 
“GWI” or “General Wage Increase” means a general wage increase resulting from the formula set out in 
this LOA and applied as a percentage increase to all wage rates in the collective agreement on the first 
pay day after the commencement of the eleventh (11th) month in a collective agreement year; 
 
“Real GDP” means the GDP for the previous fiscal year expressed in constant dollars and adjusted for 
inflation produced by Statistics Canada’s Provincial and Territorial Gross Domestic Product by Income 
and by Expenditure Accounts (also known as the provincial and territorial economic accounts) and 
published as “Real Gross Domestic Product at Market Prices” currently in November of each year. 
 
The Economic Stability Dividend 
 
2. The Economic Stability Dividend shares the benefits of economic growth between employees in the 
public sector and the Province contingent on growth in BC’s real GDP. 
 
3. Employees will receive a general wage increase (GWI) equal to one-half (1/2) of any percentage gain 
in real GDP above the forecast of the Economic Forecast Council for the relevant calendar year. 
 
4. For greater clarity and as an example only, if real GDP were one percent (1%) above forecast real GDP 
then employees would be entitled to a GWI of one-half of one percent (0.5%).  
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Annual Calculation and publication of the Economic Stability Dividend 
 
5. The Economic Stability Dividend will be calculated on an annual basis by the Minister of Finance for 
each collective agreement year commencing in 2015/16 to 2018/2019 and published through the PSEC 
Secretariat. 
 
6. The timing in each calendar year will be as follows: 
 

(i) February Budget – Forecast GDP for the upcoming calendar year; 
(ii) November of the following calendar year – Real GDP published for the previous calendar 

year; 
(iii) November - Calculation by the Minister of Finance of fifty percent (50%) of the 

difference between the Forecast GDP and the Real GDP for the previous calendar year; 
(iv) Advice from the PSEC Secretariat to employers’ associations, employers and unions of 

the percentage allowable General Wage Increase, if any, for each bargaining unit or 
group with authorization to employers to implement the Economic Growth Dividend. 

 
7. For greater clarity and as an example only: 
 
For collective agreement year 3 (2016/17): 
 

(i) February 2015 – Forecast GDP for calendar 2015; 
(ii) November 2016 – Real GDP published for calendar 2015; 
(iii) November 2016 - Calculation of the fifty percent (50%) of the difference between the 

2015 Forecast GDP and the 2015 Real GDP by the Minister of Finance through the PSEC 
Secretariat; 

(iv) Direction from the PSEC Secretariat to employers’ associations, employers and unions of 
the percentage allowable General Wage Increase, if any, for each bargaining unit or 
group with authorization to employers to implement the Economic Growth Dividend 

(v) Payment will be made concurrent with the General Wage Increases on the first pay 
period after respectively February, 1, 2016, February 1, 2017, February 1, 2018 and 
February 1, 2019. 

 
Availability of the Economic Stability Dividend 
 
8. The Economic Stability Dividend will be provided for each of the following collective agreement years: 
2015/16 (based on 2014 GDP); 2016/17 (based on 2015 GDP); 2017/18 (based on 2016 GDP); and, 
2018/19 (based on 2017 GDP). 
 
 Allowable Method of Payment of the Economic Stability Dividend 
 
 9. Employers must apply the Economic Stability Dividend as a percentage increase only on collective 
agreements wage rates and for no other purpose or form. 
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