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ARTICLE 1: DEFINITIONS OF EMPLOYEES
1.01 PROBATIONARY EMPLOYEES
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(c) In lieu of health and other bene�ts, casual employees shall receive an additional 
fourteen percent (14%) of their basic pay to be paid bi-weekly.

(d) Casual employees shall have all hours of service applied to the probationary period 
of nine hundred and thirteen (913) hours.

(e) Casual employees who apply for another position at the College shall have their 
hours considered as seniority under Clause 14.03 (a) provided there has not been a 
break in service of greater than one (1) year.

1.05  DEFINED POSITIONS

All positions held by employees covered by the Union’s certi�cation including the job 
classi�cations set out in Schedule “A” and as added to, amended or deleted by the Joint 
Advisory Job Evaluation Committee, shall constitute the de�ned positions at the College.

ARTICLE 2: MANAGEMENT RIGHTS
2.01 MANAGEMENT RIGHTS

The Union recognizes that it is the right of the College to exercise the regular and 
customary function of management and to direct the working forces, subject to the terms 
of this Agreement.

2.02  NON-DISCRIMINATORY

The College shall not exercise its rights to direct the working forces in a manner that is in 
bad faith, arbitrary or discriminatory.  Nor shall these rights be used in a manner which 
would deprive any present employee of their employment, except through just cause.

2.03  NO OTHER AGREEMENT

The College shall not make any decisions, or establish any policy, nor shall an employee 
request any action that will in any way change or nullify any clause or part of this Agreement.

ARTICLE 3: RECOGNITION AND NEGOTIATIONS
3.01 BARGAINING UNIT

The College recognizes the Canadian Union of Public Employees and its Local 2081  
as the sole and exclusive collective bargaining agent for all of its employees as certi�ed 
by the Labour Relations Board of British Columbia and hereby agrees to negotiate with 
the Union, or any of its authorized committees, concerning all matters a�ecting the 
relationship between parties, aiming towards a peaceful and amicable settlement of  
any di�erences that may arise between them.

3.02  BARGAINING UNIT DEFINED

The bargaining unit shall comprise all employees included in the bargaining unit as 
described in the certi�cate, 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.

(a) The question of inclusion or exclusion of a new position created by the Employer 
will be negotiated with the Union prior to any posting of the position.  In the event 
the parties cannot agree, the question of inclusion or exclusion may be referred 



CUPE Collective Agreement July 1, 2022 – June 30, 2025 5

 The Employer 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 �lled and worked in the jurisdiction in 
which the position is currently contained.

3.03  WORK OF THE BARGAINING UNIT

Persons whose jobs are not in the bargaining unit shall not be instructed by the College  
to work in any de�ned positions which are included in the bargaining unit, except in  
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4.02  HARASSMENT

(a) 
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(b) It is further agreed that:

(i) a list of names, phone numbers, home address, division, department, 
campus, job position, pay grade, step of pay grade and employment status 
will be sent to the Secretary of the Union when requested;

(ii) a copy of the letter of appointment to all new employees eligible for Union 
membership will be submitted to the Union.

6.03  DUES RECEIPTS

The College shall print, in the appropriate box on each employee’s T – 4 slip, the amount 
of Union dues paid by each Union member during the taxation year.

ARTICLE 7: COLLEGE AND UNION SHALL 
ACQUAINT NEW EMPLOYEES
7.01 NEW EMPLOYEES

The College agrees to acquaint new employees with the fact that a Union Agreement is 
in e�ect, and with the conditions of employment set out in the articles dealing with Union 
security and dues check-o�.

7.02  NEW EMPLOYEE ORIENTATION

The College will acquaint all new employees with its facilities, goals and policies and with 
all available bene�ts.  A representative from the Union shall be given reasonable time to 
speak to the new employee(s) during their regular work schedule.

ARTICLE 8: CORRESPONDENCE
8.01 CORRESPONDENCE

Unless otherwise speci�ed in clauses herein, all correspondence between the parties 
arising out of this Agreement or incidental thereto shall pass to and from the Executive 
Director of Human Resources or designate and the Secretary of CUPE Local 2081,  
or designate.
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The parties shall exchange written agenda items at least forty eight (48) hours in advance 
of a scheduled meeting of the committee.  Notwithstanding this, the parties may mutually 
agree to include other items on the agenda on an ad hoc basis.

ARTICLE 10: GRIEVANCE PROCEDURE
10.01 DEFINITION OF GRIEVANCE

A grievance shall be de�ned as any di�erence arising out of the interpretation, 
application, administration or alleged violation of the Collective Agreement,  
including any questions as to whether any matter is arbitrable.

10.02  SETTLING OF GRIEVANCES

Grievances shall be resolved without stoppage of work by the following procedure:

(a) Step 1: 
When it is alleged a violation has occurred, the shop steward shall, within forty  
(40) working days of the alleged violation with or without the aggrieved 
employee(s), discuss the matter with the immediate supervisor and the  
exempt manager and if it can be settled, that shall end the matter.

(b) Step 2:  
Where agreement is not reached under Clause (a) within ten (10) working days,  
the complainant shall submit to the other party a written statement of the  
particulars of the complaint and the redress sought and the College shall  
declare its position and render its solution to the complaint within ��een (15) 
working days a�er receipt of such notice.

(c) Arbitration: 
If the position and solution presented by the College are not acceptable to the 
complainant, then the Union may, within ��een (15) working days of obtaining  
the College’s written position and solution, and by giving written notice to the 
College, refer the matter to a board of arbitration as provided in Article 11.

(d) Time Limits: 
The time limits �xed by this procedure may be extended by consent of the  
parties to this Agreement.

10.03  DEVIATION FROM GRIEVANCE PROCEDURE

A�er a grievance has been initiated by the Union, the College’s representatives 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.

ARTICLE 11: ARBITRATION
11.01 COMPOSITION OF BOARD OF ARBITRATION

(a) In this Article the term “arbitration board” means a single arbitrator or a three (3) 
person panel.

(b) When a party has requested that a grievance be submitted to arbitration and either 
party has requested that a hearing date be set, a single arbitrator will be assigned.  
The arbitrator will be appointed by mutual agreement of the parties.
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(c) Notwithstanding Article 11.01 (b), when a single arbitrator has been appointed 
either party may deliver written notice within ten (10) calendar days of the 
appointment of the single arbitrator that it chooses to have the matter heard by  
a three (3) person panel. Both parties shall then have ten (10) calendar days to  
name their appointee to the three (3) person panel.  The single arbitrator  
appointed pursuant to Article 11.01 (b) shall act as chairperson.

11.02  
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(f) Any time prior to hearing either party may remove a matter from the expedited 
arbitration process and forward the matter through the arbitration process 
established pursuant to Clause 11.  In such an event, time limits shall not act  
as a bar to the grievance proceeding to arbitration.

(g) By mutual agreement, written submissions may be used in place of a hearing.

ARTICLE 12: DISCIPLINE, DISMISSAL  
AND RESIGNATION
12.01 BURDEN OF PROOF

No employee shall be disciplined except for just cause.  In cases of discipline the burden 
of proof shall rest with the College and all notices of discipline of just cause shall be in 
writing and copies given to the employee involved and the Union.

12.02  ADVERSE REPORT

(a) In order to form part of an employee’s personnel �le at the College, any expression 
of dissatisfaction concerning an employee’s work must be made in writing within 
��een (15) working days of the event of the complaint by the employee’s excluded 
supervisor, and a copy of the complaint must be submitted to the employee and 
the Union.  Extension to this time limit may be granted with the agreement of both 
parties.  This Article does not apply to employee appraisals prepared pursuant  
to Article 31.07.

(b) The employee has the right to reply to such a complaint and to have this reply �led 
in the employee’s personnel �le.  With the �ling of an adverse report the College 
shall specify the nature of the change in performance required of the employee  
and the period of time in which the performance change should occur.   
This time period will be reasonable and fair.  When the time speci�ed has elapsed, 
an updated evaluation report will be �led and a copy given to the employee.

(c) An adverse report is a reprimand and will not have copies circulated other than to 
the individual, the Union and the personnel �le unless it recommends suspension  
or possible dismissal.  The adverse report will be removed a�er eighteen (18) 
months from the date of the report provided there have been no further adverse 
reports during this period.

12.03  DISCIPLINARY MEASURES

(a) All disciplinary action shall be reported in writing to the President of the College  
or designate who has the authority to suspend and/or terminate an employee.   
The employee will receive two (2) weeks notice of termination, or one (1) week  
if the employee has not completed probation, or payment in lieu of notice  
subject to the remaining sections of this Clause.

(b) An action by an employee whom endangers themself, other sta� or students or 
jeopardizes the ability of the College to provide its services, may lead to immediate 
suspension or termination for just cause.

(c) Notwithstanding anything to the contrary contained in this Clause, the College 
reserves the right of the President of the College or designate to suspend or 
terminate an employee for just cause.

(d) All correspondence to and from the College President or designate under this 
Clause shall be copied to the Union.
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12.04  RIGHT TO HAVE SHOP STEWARD PRESENT

Notwithstanding the rights of a supervisor to supervise, evaluate and discipline 
employees, employees may, at their discretion, request the attendance of their shop 
steward at any discussion between an employee and a supervisor which the employee 
believes may result in an adverse report or discipline recommendation.  Employees may 
request at any time during such discussions that further discussion be postponed until 
they can arrange for their shop steward to be present.

12.05  ACCESS TO PERSONNEL FILE

(a) An employee may review the employee’s personnel �le at any time and may copy 
any documents therein.  An employee may provide written authorization for the 
Union to review the employee’s personnel �le.  The employee may respond in 
writing to any document and such reply shall become part of the employee’s 
personnel �le for the life of the documents.

(b) For o�cial College records and pursuant to Clause 12.02 (Adverse Report),  
there shall be only one personnel �le for each employee.  This �le shall be located 
in the Human Resources O�ce.

12.06  RESIGNATION

(a) Notwithstanding the College’s need to obtain as much advance notice as  
possible of an employee’s intention to resign from their position, any employee  
may terminate their employment upon giving the College ten (10) working days 
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ARTICLE 14: VACANCIES, PROMOTIONS  
AND STAFF CHANGES
14.01 JOB POSTINGS

(a) When a vacancy occurs, or a new position is created, either of which will be for a 
period of twelve (12) weeks or longer, or when a part-time position that has been 
encumbered for a period of less than two (2) continuous years changes to full-time 
regular status, or when a term position changes to a regular position other than 
under Clause 1.03 (d) (i) and (ii), the College shall notify the Union in writing and 
post the position on the College’s website for a minimum of �ve (5) working days.  
At the same time, but not prior to the above posting, the College may advertise 
externally for applications.

(b) An application from a regular employee or a term employee, who has successfully 
completed their probationary period as of the closing date of the posting, 
submitted a�er the �ve (5) working day posting period will be included in the 
competition process whenever possible, but will be considered on the same  
basis as applicants who lack the required status.

(c) (i) Appointments will not be made, nor applications from other applicants 
considered, until all applications from regular employees and term 
employees, who have successfully completed their probationary period as 
of the closing date of the posting, have been fully processed, considered 
and the quali�ed regular and eligible term applicants have been granted an 
interview. Consideration of the applications from other applicants will also 
be deferred until all regular and eligible term applicants have been verbally 
advised by the hiring supervisor, of the reason(s) for their unsuitability to 
�ll the posted position.  The applicants concerned may request that the 
reason(s) be given in writing.

(ii) Regular and term employees may apply for another posted position within 
their probationary period providing a leave of absence is not required to 
accept the other posted position.  Employees applying for another posted 
position within their probationary period will be considered on the same 
basis as applicants who lack the required status.

(d) When a position of less than twelve (12) weeks duration is to be extended past  
the twelve (12) weeks, the College shall post the position.  The posting requirement 
may be waived with the mutual agreement of the College and the Union.

(e) Notwithstanding Clause 14.01 (d) a vacancy arising from the replacement of  
an employee on sick leave shall only be posted when there is a medical prognosis 
for the return of the ill or injured employee that is twelve (12) weeks or longer  
in duration.

(f) Job postings shall contain the job description provided pursuant to Article 24  
and Article 25.
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14.02  INFORMATION IN POSTINGS

(a) Postings shall contain the following information::

•  nature of position;

•  quali�cations, required knowledge, education and skills;

•  shi�, wage rate and range; and

•  the department of the College in which the position is available.

(b) Such quali�cations, required knowledge, education and skills shall be those 
necessary to perform the job functions and may not be established in an arbitrary 
or discriminatory manner.  All job postings shall state “the College is an equal 
opportunity Employer”.

14.03  ROLE OF SENIORITY IN PROMOTIONS AND TRANSFERS

(a) Both parties recognize:

(i) the principle of promotion within the service of the College;

(ii) that job opportunity should increase in proportion to length of service.

Therefore, in making sta� changes, transfers or promotions, due and thorough 
consideration will be given to the following guiding factors: quali�cations, required 
knowledge, education, skills, ability to perform the work and seniority.  Where, in 
all other respects two candidates are deemed to be relatively equal, the candidate 
with the greatest seniority will be o�ered the position.

(b) Term employees who apply for another position at the College shall have their 
hours of service considered as seniority under Article 14.03 (a) provided there  
has not been a break in service of greater than one (1) year.

(c) Appointments from within the bargaining unit shall be made within three weeks  
of the ending of the posting period

14.04  INTERNAL APPLICATIONS TO TERM POSITIONS

To ensure the principle of opportunity and promotion within the College, while 
maintaining the existing levels of service provided, the College may, at its discretion, 
permit any regular employee to apply for and be awarded a term position of three (3) 
months or greater except as outlined in Clause 14.01 (c) (ii).  The College will exercise its 
discretion in a reasonable manner and will deny permission only where there is a valid 
operational reason to do so.  Upon completion [including extension(s)] and subsequent 
terms of the term appointment, the employee shall be returned to the employee’s regular 
position or to a comparable position.  Such term appointments shall not interrupt the 
normal progress through the increment steps in the regular position.

14.05  TRIAL PERIOD FOR SUCCESSFUL APPLICANTS FROM WITHIN  
 THE BARGAINING UNIT

(a) A successful applicant from within the bargaining unit who has completed a 
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(b) Conditional on satisfactory service, the employee shall be declared appointed 
upon completion of the trial period as described in Clause 14.05 (a) above.  
Satisfactory service includes the ability to do the job following an appropriate 
familiarization period.

 In the event the successful applicant proves unsatisfactory in the position and/
or the employee is unable to perform the duties of the new position during the 
employee’s trial period,

(i) a regular employee shall be returned to their former position and wage rate 
without loss of seniority.  Any other employees promoted or transferred 
because of the rearrangement of positions shall also be returned to their 
former positions and wage rate and without loss of seniority.

(ii) a term or casual applicant shall return to their previous status without loss 
of seniority and be eligible to apply for other posted positions or casual 
assignments, as applicable.

(c) Where necessary, and with the mutual agreement of the College and the Union, 
the trial period in a position may be extended by the College for a period not 
exceeding two (2) months.

(d) Any leave from the position of longer than ten (10) consecutive working days during 
the trial period for sick leave, vacation or general leave of absence may extend the 
trial date by the length of that leave.

(e) When an employee returns to the same position as that previously held within the 
last year, the time spent in the previous position shall be applied to the trial period.

14.06  NOTIFICATION TO UNION

Within �ve (5) working days of the date of appointment to a vacancy or new position 
created, the name of the successful applicant shall be provided to all employees who 
were interviewed for the position.  The Union shall be noti�ed of all appointments,  
hiring, layo�s, transfers, recalls and terminations of employment.

14.07 INTERVIEW PANELS

(a) When the College deems it necessary to interview applicants for any position, 
an interview panel shall be formed.  At no time shall any member of the interview 
panel be related to any applicant being interviewed.  All interviews must be done 
by panels.  The panel will ordinarily include the hiring manager/supervisor, a 
co-worker and a representative from another department.  An interview panel will 
ordinarily consist of not more than four (4) people.  Additional people will require 
mutual agreement between the College and the Union.  Except in extraordinary 
circumstances, all applicants will be interviewed by the same panel comprised of 
the same members.  All applicants shall receive the same questions in the interview 
and be rated in accordance with the guiding factors identi�ed in Clause 14.03 (a).

(b) Internal applicants who have been selected for an interview for a position within  
the bargaining unit shall, with a minimum of 24 hours advance notice to their 
exempt leader, be granted reasonable time o� work to attend the interview  
without loss of pay, seniority or other bene�ts.
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14.08  Eligibility f or Postings

Casual and Term employees shall have such hours of service, from the �rst date  
of their employment, recognized for the purposes of applying for a position.   
In the event the selection process requires a tiebreaker, the hours of service shall  
be the determining factor.

ARTICLE 15: LAYOFFS AND RECALLS
15.01 LAYOFF

Layo� includes an involuntary cessation of employment or a reduction in hours of work 
due to lack of work, lack of funding or a reduction or discontinuation of services,  
but does not include dismissal, suspension, leave of absence or resignation.

15.02  ROLE OF SENIORITY IN LAYOFFS

(a) Both parties recognize that job security shall increase in proportion to length  
of service.  Therefore, in the event of a layo�, employees shall be laid o� in the 
reverse order of their bargaining-unit-wide seniority, providing that the retained 
employees are able to perform the available work.

(b) The layo� process will occur in accordance with Appendix “A” - Layo�/Recall  
Policy and Procedures.  In no case may this policy override a right or condition 
outlined within this Collective Agreement.

15.03  RECALL PROCEDURE

(a) Employees shall be recalled in the order of their seniority, providing that they  
are able to perform the available work.

(b) An employee on layo� may apply for any position posted during their layo�  
period with full con�dence that their application will receive the same  
consideration as that provided for all regular applicants.

(c) It shall be the responsibility of the employee to keep the College informed of  
their current address.  An employee recalled for employment of less than one  
(1) month at a time when the employee is employed elsewhere shall not lose  
recall rights for refusal to return to work.

15.04  ADVANCE NOTICE

(a) The College shall notify employees who are to be laid o� for thirteen (13)  
weeks or less, twenty (20) working days prior to the e�ective date of the layo�.  
Notice of a layo� for longer than thirteen (13) weeks shall be according to the 
following schedule:

           SERVICE    NOTICE PERIOD   
             4 years and less...................................20   days

             5 years...............................................25   days

             6 years...............................................30   days

             7 years...............................................35   days

             8 years and longer...............................40   days

(b) If the employee has not had the opportunity to work the full period a�er notice  
of layo� is given, they shall be paid in lieu of work for that part of the notice  
period during which work was not made available.
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15.05  SEVERANCE PAY

An employee may choose to be paid severance pay at the time of layo� or at any time 
within the two (2) year period following the layo�.  When an employee chooses to  
accept regular employment made available under right of recall, or bumping action,  
any entitlement to severance pay is forfeited.

A regular employee who has elected severance pay rather than the right to recall shall  
be entitled to severance pay in a prorated amount equal to two (2) weeks pay for every 
year of service to a maximum of six (6) months pay.  An employee electing severance pay 
will be deemed to have resigned and will have no further recourse to recall privileges.

15.06  LABOUR ADJUSTMENT

(a) College Commitments

IIt is agreed that the College will make every reasonable attempt to minimize  
the impact of funding shortfalls and reductions on the work force.

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

It is incumbent upon the College to communicate e�ectively with their  
employees and CUPE Local 2081 as soon as the impact of any funding reduction  
or shortfall or pro�le change has been assessed.

If a work force reduction is necessary, the Joint Labour Management or Joint 
Adjustment committee will canvas employees in a targeted area or other areas  
over a fourteen (14) day period, or such other period of time as the committee 
agrees, to �nd volunteer solutions that provide as many viable options as  
possible and minimize potential layo�s.

(b) Menu of Labour Adjustment Strategies
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(c) Layo�s May Occur

Once strategies other than layo� have been explored, the institution may proceed,  
if need be, to layo�s.

(d) No Stacking of Entitlements

While various options may be considered and o�ered, there will be no stacking  
of entitlements.

(e) Labour Adjustment Fund

 The parties agree to request the Ministry of Advanced Education, Training  
and Technology to maintain a Labour Adjustment Fund for the bene�t of all  
employees and institutions.

 The purpose of the Fund is to accommodate the needs of the employees  
and institutions in achieving targeted labour adjustments at an institution.

 The parties recommend that the Ministry consult with them on the eligibility 
requirements for an institution to gain access to the Fund.

15.07 EARLY RETIREMENT INCENTIVE

In the event of layo�s, the College may o�er employees an Early Retirement Incentive.  
The College may also o�er employees an Early Retirement Incentive in other 
circumstances where the parties agree. If so, the College will determine the maximum 
number of o�ers it will make, and o�ers will be done on the basis of seniority as  
described below provided they:

(a) are age 55 or over;

(b) have a minimum of ten (10) years’ of service with the College;

(c) are regular employees at the time of early retirement.

The College will advise the Union of any o�er of Early Retirement Incentive made  
to employees, and will advise employees of their right to consult with the Union.

An employee has the right to accept or decline an Early Retirement Incentive o�er  
made by the College within thirty (30) days of the o�er being made unless that  
period is extended by mutual agreement.

If an employee accepts an Early Retirement Incentive o�er, they will resign for the  
purpose of retirement.  Their retirement date will be mutually agreed upon between  
the employee and the College.

Agreement will be in writing and will specify the early retirement date, payment date, 
speci�c dollar amount of the incentive and the payment schedule, if any.

The Early Retirement Incentive will be a prorated amount equal to one (1) week’s pay  
for every year of service, to a maximum of six (6) months’ pay.

ARTICLE 16: HOURS OF WORK
16.01 WORK DAY

(a) The regular work day shall consist of not more than seven (7) consecutive hours  
per day and not less than two (2) hours per day.

(b) The regular work day for Facilities Services sta� shall consist of not more than seven 
and one-half (7½) consecutive hours per day and not less than two (2) hours per day.
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16.05  CAMPUS CLOSURE

Where the College declares an o�cial campus closure due to an emergency or  
inclement weather, employees who are required by the College to work during the 
closure shall be paid at the rate of double time and receive equivalent time o� to a 
maximum of one working day in lieu per day of closure, at straight time, scheduled  
at a mutually agreeable time.  Employees not required to work during the closure  
shall be paid according to their regular rates as though they were at work.

16.06  MODIFIED WORK WEEK PROGRAM

(a) Participation in the Modi�ed Work Week Program shall be by work group subject  
to the following:

(i) Participation in the Modi�ed Work Week Program requires the agreement of 
the work group manager and the majority of employees in the work group.

(ii) Not all employees in a work group are required to participate.

(iii) Full time regular and full time recurring regular employees are eligible to 
participate.  A term employee may only participate when replacing a  
regular or recurring employee who is participating in the Modi�ed Work 
Week Program or at the discretion of the supervisor when operational 
requirements permit and no additional cost will be incurred by the College.

(iv) Participating employees shall make up the hours of one (1) regular shi� over a 
fourteen (14) day period in minimum blocks of thirty (30) minutes, in order to 
be eligible to take one (1) regular shi� o� within a twenty-one (21) day cycle.

(v) Work groups wishing to participate in the Modi�ed Work Week Program 
shall apply annually on the prescribed Labour Management application  
form no later than November 15th of each year.  The forms shall be reviewed 
by the Labour/Management Cooperation Committee.

(vi) The Modi�ed Work Week Program will operate on a calendar year basis.

(vii) Participation in the Modi�ed Work Week Program shall not result in any 
change to an employee’s compensation.

(viii) In the event that existing levels of service cannot be maintained the 
College and the Union will seek to resolve the matter before the Labour/ 
Management Cooperation Committee.  Where no resolution can be 
achieved the College may terminate the participation of employees or work 
groups in the Modi�ed Work Week Program on one (1) month written notice.

ARTICLE 17: OVERTIME
17.01 RIGHT TO REFUSE OVERTIME

Employees shall have the right to refuse overtime except in exceptional circumstances.  
Exceptional circumstances means a rare, unusual and extraordinary circumstance.

17.02  OVERTIME RATES

Where conditions necessitate overtime and where the work is authorized and permission 
granted, such overtime will be paid for at the rate of time and one-half for the �rst two (2) 
hours in excess of the hours of a full-time employee Monday to Saturday and therea�er  
at double time.  All work on the two (2) regularly scheduled days of rest each week and 
any hours worked beyond a normal full-time work schedule on statutory holidays shall be 
paid for at double time.
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18.02  REST INTERVAL

An employee shall be entitled to ten (10) clear hours between the end of one shi� and the 
start of the next shi�.  If ten (10) clear hours are not provided, overtime rates shall apply to 
all hours worked on the next shi�.

ARTICLE 19: HOLIDAYS
19.01 PAID HOLIDAYS
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19.03  PAY FOR REGULARLY SCHEDULED WORK ON A DESIGNATED HOLIDAY

An employee who is required by the College to work on a designated holiday shall  
be paid at the rate of double time plus another day o� with pay at a time acceptable  
to the College.

19.04  LIBRARY STAFF PAY ON EASTER SUNDAY

The parties agree that Library sta� shall be compensated at time and one-half (1 ½) times 
the regular pay rate for working Easter Sunday.

ARTICLE 20: ANNUAL VACATIONS
20.01 ANNUAL VACATION ENTITLEMENT

(a) All employees shall be entitled to an annual vacation in each year of service  
to the College as follows:

(i) Fi�een (15) working days per annum during the employee’s �rst �ve (5)  
years of continuous service or six percent (6%) of gross pay per annum.

(ii) Twenty (20) working days per annum a�er the employee’s ��h (5th) year  
of continuous service or eight percent (8%) of gross pay per annum.

(iii) One (1) additional working day for each year of continuous service over  
ten (10) years up to a maximum of �ve (5) such additional days.

(iv) Thirty (30) working days a�er twenty-�ve (25) years of continuous service  
or twelve percent (12%) of gross pay per annum.

(v) One (1) additional working day for each year of continuous service over 
twenty-�ve (25) years up to a maximum of �ve (5) additional days.

(b) (i) Employees who are entitled to an annual vacation of at least ��een (15) 
working days will be required to take two (2) continuous vacation periods  
of at least �ve (5) days each in duration each year.

 (ii) Employees may access vacation entitlement in one (1) hour or in one-half 
(1/2) day increments with prior approval of their supervisor.

(c) For purposes of calculation, vacation adjustments will occur on January 1st of  
each year.  Employees who work less than twelve (12) months each year may  
be paid vacation pay at the appropriate percent rather than receive days.   
Upon termination, adjustments for unused or over-used vacation entitlement  
will be made to the employee’s �nal pay.

(d) The College recognizes the period April 16th to August 15th as prime vacation 
time.  All vacations will be scheduled by mutual agreement in wr or in one-half 
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(g) Employees on paid leaves for sickness and/or workers’ compensation will earn 
vacation entitlement only on the �rst six (6) months of the leave.

20 .02  VACATION SELECTION PRINCIPLES

(a) Vacation selection principles are intended to :

 (i) guide the approval of vacation scheduling,

 (ii) ensure that employees take their earned vacation, and

 (iii) recognize the responsibilities of managers as they strive to meet the needs  
of individual employees and their work units.

(b) In order to provide fairness and equity within the context of the Collective 
Agreement, vacation scheduling requests may be considered in the following 
manner, which does not preclude vacation requests from being submitted and 
considered on either shorter or longer notice.

 (i) Departments will post and advise employees of periods of time that sta�ng 
level requirements may limit vacation approvals.

 (ii) Employee applications for vacations made prior to February 28th of each 
year shall be given preference in order of seniority.  Applications for vacation 
made a�er February 28th will be on a �rst-come-�rst-serve basis only.

 (iii) The supervisor when applicable will post vacation schedules advising of 
con�icting dates and the workgroup will try to resolve con�icts within itself  
by no later thaBDC  9 0 0 e1 Tm [((b)30 ())]TJ ET BT /Span .
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20.04  VACATION SCHEDULES

Vacation schedules, once approved by the College, shall not be changed other than  
in cases of emergency, except by mutual agreement in writing between the employee  
and the College.  Where necessary, vacation time schedules shall be determined in  
order of seniority.

20 .05  VACATION PAY

Payment for vacations will be made at an employee’s regular rate of pay, except if an 
employee has been working in a higher paid position than their regular position for a 
majority of the sixty (60) working days preceding the employee’s vacation, in which  
case the employee shall receive the higher rate.

20 .06  APPROVED SICK LEAVE DURING VACATION

In cases where an employee is bedridden due to illness of three (3) or more days during 
their vacation period, the period of vacation so displaced may be taken at a mutually 
agreed upon alternative time.  A request for such replacement vacation time must be 
supported by a certi�cate from a medical practitioner.  The employee must inform the 
College of the claim as soon as possible during the vacation period and no later than  
one (1) week of returning to work.

20 .07  COMPENSATION FOR HOLIDAYS FALLING WITHIN VACATION SCHEDULES

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

ARTICLE 21: SICK LEAVE PROVISIONS
21.01 SICK LEAVE ENTITLEMENT

(a) Eligible regular employees shall be entitled to leave with pay for the �rst thirty  
(30) calendar days of absence due to illness or injury.  A�er thirty (30) calendar  
days of a single and continuous illness or injury, the provisions of the Short Term 
Disability and Long Term Disability plans apply.

(b)]TJ EMC  /P <</Lang (en-US)/MCID 2067 >>BDC  ( )Tj E4 sability01 Tm [(�[ con((D1 (V4hasgCApSC  9 0 0 laureenor.Pe8an <</ActualText (þÿ�	)>D 2081 >an<)3 82elilitynuous6 286.000[d schedud [(alendar daign(.  001 Tm 5.940 (e with pay for the �r)15 (st thirty 83TJ ET EMC  BT /P58 228-US)/MCIDtua 0 Td [(egular employ)10.1 (ees shall be eled DC  T* [(a(5ry) /P <</Lan -1.2td [((30) calendar day)20.1 (s 0.1 pro)20.1 (visions of the Short T)125 4dar )]TJ EMC  /P <</Lang (en-US)/MCID 2079 >>Bt be )]TJ EMC acco)3 82elida2 Tdes sher)90 (.  The employ)10.1 (ee must infor86ULES)]TJ EMC3 <</La[(Et (þÿ(.  AS>BDC  T*a1 (.o leads dueleact)125.1 (erm Disability plans apply)100.2 7T)]TJ EMC  ET /P <</Lang (en-US)/M0lTen-US)/MCID 082 >co lea>BDC  BT 9 0 0 9 36 238.8001 Tm [((b)30 ()]TJ EMC  /P4.3eleM0lTen-US)/MCID 2067 >>BDC  ( )Tj E4 sability0lTen-US)/MCJoi  AEarly In4hasgCApSC  9 0 00lTen-US)/M7.553 <</Actualn[(WheProgrus illnama()- >>BJEIP>BDC  BT 9 The employee must infor88T
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(d) Employees who receive sick leave bene�ts pursuant to Article 21.01 (a) who for  
the same period receive compensation for lost wages from the Insurance 
Corporation of British Columbia, or from any other entity, or as the result of a legal 
action initiated against any third party, shall be obligated to notify and reimburse  
the College an amount equal to that which was paid during the period by the 
College pursuant to Article 21.01 (a).

(e) Employees shall retain sick leave accrued up to but not beyond December 31, 
2003 including any entitlement to payout of such sick leave entitlement pursuant  
to Clause 21.09.

21.02  RECURRING ILLNESS OR INJURY

(a) Employees who return to work within the �rst thirty (30) days of leave and within  
ten (10) work days again become unable to work because of the same illness or 
injury shall be considered to be within the original thirty (30) day period referred  
to in Article 21.01 (a).

(b) Employees who return to work within the �rst thirty (30) days of leave and within 
fourteen (14) consecutive calendar days again become unable to work as a result 
of a new illness or injury unrelated to the illness or injury that caused the previous 
absence shall be entitled to a further thirty (30) days of sick leave pursuant to Article 
21.01 (a).

21.03  EMPLOYEES TO INFORM COLLEGE

The employee shall make every reasonable e�ort to inform the employee’s immediate 
supervisor or the divisional secretary as soon as possible of the employee’s inability to 
report to work because of illness or injury.

21.04  SICK LEAVE REPORT

The College may request documentation from a quali�ed medical practitioner when 
an employee is returning to work following a sick leave absence of more than four (4) 
working days.  The College may also request a report from a quali�ed medical  
practitioner when it appears that a pattern of absence is developing.

21.05  FAMILY ILLNESS

A�er notifying the employee’s immediate supervisor, a regular employee shall be entitled 
to a leave of absence without loss of pay or bene�ts for up to three (3) days at any one 
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21.08  MEDICAL AND DENTAL APPOINTMENTS

(a)
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(c) Wherever possible, the requirements for time o� shall be scheduled by the  
Union o�cer or representative to occur during slower work periods so as to 
minimize the disruption to the College’s operation.

(d) Permission to leave work during working hours for the purposes described above 
shall �rst be obtained from the immediate supervisor.  Such permission shall not be 
unreasonably withheld.  Time taken as leave from the job under this Clause will not 
be required to be made up.

(e) Time o� with pay, at Union expense, shall be granted to delegates of the Union to 
participate in Union activities.  Application for approval of such leave shall be made 
to the appropriate supervisor at least ten (10) working days prior to the intended 
leave whenever possible.  Approval will normally only be granted to one member 
of any College service area at any one time unless sta�ng allows for greater 
representation.  The College will invoice the Union for total salaries and bene�ts 
paid in respect of the time the employees were away on Union business no earlier 
than the �rst day of the month following the month when the leave was taken.

22 .02  LEAVE OF ABSENCE FOR COLLEGE COMMITTEES

An employee whose assigned work schedule would prevent them from attending 
meetings of a College committee to which the employee has 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).
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22 .06  BEREAVEMENT LEAVE

An employee may be granted up to �ve (5) regularly scheduled consecutive work days, 
and under exceptional circumstances, additional time without loss of wages or bene�ts 
in the case of the death of a parent, step-parent, spouse, common-law spouse, �ancé, 
sibling, child, step-child, mother-in-law, father-in-law, brother-in-law, sister-in-law,  
son-in-law, daughter-in-law, grandparent, grandchild, niece, nephew, or any other  
relative who has been residing in the same household.
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  1.    the College pays the total costs of the plan; or

  2.   the employee elects to continue to pay the employee’s share of the cost    
  of a plan that is paid for jointly by the College and the employee.

22 .09  PARENTAL AND ADOPTION LEAVE

(a) Upon four (4) weeks written notice and submission of a medical certi�cate or proof 
of adoption, an employee is entitled to a parental leave of absence without pay,  
and with continued accrual of seniority, as follows:

(i) For a parent who takes leave under Clause 22.08 they are entitled to up 
to sixty-one (61) consecutive weeks of unpaid leave, which must begin 
immediately a�er the end of the leave taken in Clause 22.08 unless the 
College and the employee agree otherwise.

(ii) For a parent, other than an adopting parent who does not take leave under 
Clause 22.08, they are entitled to up to sixty-two (62) consecutive weeks 
of unpaid leave, which must begin within seventy-eight (78) weeks a�er the 
birth of the child or children.

(iii) For an adopting parent, they are entitled to up to sixty-two (62) consecutive 
weeks which must begin within seventy-eight (78) weeks a�er the child or 
children are placed with the parent.

(b) Return from Leave

 On return, an employee shall be reinstated in all respects in the position previously 
occupied or in a comparable position and with all increments to wages and bene�ts 
to which the employee would have been entitled had the leave not been taken.

(c) Bene�t Plans
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(a) The employee’s bene�t coverage will continue for the duration of the 
compassionate care leave, to a maximum of twenty-seven (27) weeks, and the 
premium payment shall be on the same basis as if the employee were not on leave.

(b) Where an employee elects to buy back pensionable service for part of all of the 
duration of the compassionate care leave, to a maximum of twenty-seven (27) 
weeks, the employer will pay the employer portion of the pension contribution  
in accordance with the Pension Plan regulations.

(c) Compassionate care leave, up to a maximum of twenty-seven (27) weeks,  
shall be treated as continuous employment for the purposes of seniority accrual 
under this Agreement.

(d) An employee who returns to work following a leave granted under this provision 
shall be placed in the position the employee held prior to the leave or in a 
comparable position.

22 .16 DEFERRED SALARY LEAVE PLAN

The parties agree that members of the bargaining unit have access to any Deferred Salary 
Leave Plan the College makes available to other employees.

ARTICLE 23: PAYMENT OF WAGES  
AND ALLOWANCES
23 .01 PAY DAYS

The College shall pay salaries and wages bi-weekly in accordance with schedules 
attached hereto and forming part of this Agreement.  On each pay day each employee 
shall have access to an itemized statement of the employee’s wages, overtime and  
other supplementary pay and deductions.

23 .02  EQUAL PAY FOR WORK OF EQUAL VALUE

Employees shall receive equal pay for work of equal value.

23 .03  RATE OF PAY ON PROMOTION

When an employee is promoted, consistent with Article 14, to another classi�cation  
and such promotion would not otherwise result in any increase in salary at the time,  
such an employee shall be placed in an increment step in the employee’s new 
classi�cation which will provide an immediate increase over the employee’s previous 
salary rate.  The date of promotion to the new classi�cation shall become the  
anniversary date for application of the salary progression.

23 .04  PAYMENT FOR TEMPORARY RELIEF IN HIGHER CATEGORY

When an employee is assigned in writing to temporarily relieve in or perform the  
principal duties of a higher pay position that employee shall be paid at the following rate:

(a) For relief within the bargaining unit:

(i) The higher of seven and one-half percent (7½%) of the employee’s  
current rate of pay or the salary for Step A of the appropriate pay grade  
for the position.

(ii) When the higher pay position is to continue for a period longer than  
three (3) months, it shall be considered a term position and will be posted.   
With mutual agreement from the College and the Union the relief  
assignment may be extended without a posting.
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(b) For relief outside the bargaining unit:

(i) Fi�een percent (15%) higher than the employee’s current rate of pay and no 
overtime entitlement can be accumulated during the relief period.

(ii) When the higher pay position is to continue for a period longer than six (6) 
months, it shall be considered a term position and be posted. With mutual 
agreement from the College and the Union, the relief assignment may be 
extended beyond six (6) months, without a posting and shall then receive 
thirty percent (30%) higher than the employee’s current bargaining unit  
rate of pay.

23 .05  SPECIAL ADDITIONAL PAY

(a) Where designated, the following added payment will be made over the 
incumbent’s base rate of pay:

- First Aid Certi�cate (Level 2 or Level 3) 
 (WorkSafe BC)         $1.34/hour 
 (E�ective June 30, 2022, see Schedule “C” for updated rates) 

(b) Where and when required, and processed on time sheets when used, the following 
added payments will be made over the incumbent’s base rate of pay.  A full day of 
added payment will be made for any day during which the certi�cation is used.

- Pesticide Certi�cate         $1.06/hour 
 (E�ective June 30, 2022, see Schedule “C” for updated rates)

- Maintenance Technician II – Field Service Representative         $1.30/hour 
 (E�ective June 30, 2022, see Schedule “C” for updated rates)

(c) Second Language Stipend

 Individuals in positions identi�ed by the Joint Advisory Job Evaluation Committee 
as requiring the knowledge and regular use of a second language shall receive a 
stipend of three percent (3%) of their regular hourly rate.

(d) Teaching Stipend

 Individuals in positions identi�ed by the Joint Advisory Job Evaluation Committee  
as meeting the criteria, shall receive a teaching stipend of three percent (3%)  
of their regular hourly rate.  An additional rate of ��een dollars and sixty-three cents 
($15.63) per hour (e�ective June 30, 2022, see Schedule “C” for updated rates) 
will be paid on submission of timesheets for any hours beyond one hundred and 
four (104) in a teaching year. Any assignment involving teaching in excess of three 
hundred and twelve (312) hours per year shall require mutual agreement of the 
parties.  For purposes of this calculation, the teaching year shall be de�ned  
as September 1 to August 31.

(e) The above noted hourly rates shall be increased by the average percentage 
increase re�ected in the attached schedules when they come into e�ect  
(see Schedule “C”).

23 .06  INCREMENT STEP PROGRESSION

The �rst salary increment applicable under Schedule “B” shall be granted upon the 
completion of twelve (12) months of service.  Therea�er, salary increments shall  
continue to be granted a�er serving twelve (12) months of service at the previous step.
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23 .07 AUTOMOBILE ALLOWANCE

The College will pay mileage as per “Guidelines for Reimbursement of Domestic Travel”, 
which will be reviewed annually.

ARTICLE 24: JOB DESCRIPTIONS  
AND JOB EVALUATION PLAN
24 .01 JOB DESCRIPTIONS AND CLASSIFICATIONS

(a) Each job classi�cation shall have a recognized job description.   
All job descriptions will be reviewed in accordance with the procedures  
adopted by the Joint Advisory Job Evaluation Committee.

(b) The description of a job shall re�ect the general details considered necessary  
to describe the principal functions and requirements of the job and shall not  
be construed as a detailed description of all of the functions and work  
requirements that may be inherent in the job.

(c) Existing job descriptions shall not be eliminated or changed without noti�cation  
to the Joint Advisory Job Evaluation Committee.

(d) Whenever possible job descriptions will be prepared by the supervisor in 
consultation with incumbent(s).  The College shall establish the necessary 
education and experience requirements of the position.  Such requirements  
shall be fair and reasonable in line with the duties to be performed.

24 .02  JOB EVALUATION

(a) Establishment of a Joint Advisory Job Evaluation Committee

A Joint Advisory Job Evaluation Committee shall be established and consist of  
two (2) representatives of the College and two (2) representatives of the Union.   
The College shall provide the necessary secretarial and support functions to  
ensure meetings are held, minutes and agendas are compiled and that  
necessary documentation is distributed.

(b) Disagreement on Job Content

When the incumbent, supervisor and/or Dean or Vice President, as appropriate, 
cannot reach agreement on any aspect of job content, or when disagreements 
arise during the job analysis procedures, such disputes are not the responsibility 
of the Job Evaluation Committee and must be resolved before the job evaluation 
process is undertaken.  Disputes over job content may be referred to the Labour/
Management Cooperation Committee.  If the dispute is not resolved within three 
(3) weeks, it shall be referred to the grievance procedure as provided for in Article 
10. This time limit may be extended by mutual agreement of the parties in writing.

(c) Functions of Committee

(i) The Committee’s function shall be to review changes to the principal 
functions and requirements of an existing job or the principal functions 
and requirements of new positions created within the bargaining unit by 
measuring the content of the jobs. The content is de�ned as the knowledge, 
skill, responsibility, e�ort, working conditions and other elements of each  
job or position.  It is the jobs or positions alone that are compared without 
regard to the individuals or the personal performance of the incumbents 
�lling the occupations.
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(ii) The Committee shall provide advice to the College for administering  
the entire job evaluation plan including:

(1) Amending concise job descriptions for each job within the bargaining unit.

(2) Evaluating each job based on a questionnaire completed by the incumbent(s)  
and supervisor, according to the Camosun College Job Evaluation Manual,  
which forms part of this Collective Agreement.

24 .03  DISAGREEMENT ON COLLEGE ACTION

In cases where the College does not implement the recommendation of the Committee 
or when the Committee is not able to reach agreement, the Union reserves the right to 
refer the matter to the grievance procedure in accordance with Article 10.

24 .04  RATE OF PAY ON REVALUATION

On revaluation of any employee’s position to a higher pay grade, the employee shall 
move to the next highest rate of pay on the grid or to the same increment step in the pay 
grade to which the employee has been re-evaluated, whichever is the higher pay amount.  
No employee as a result of job evaluation or revaluation shall su�er loss of pay or loss of 
rights to wage increases by means of normal increment steps, negotiation wage increases 
or stipends.  The anniversary date for increments shall remain the same as before 
revaluation for that employee.

24 .05  SPECIAL ADDITIONAL PAY CERTIFICATES

It is agreed that the certi�cates named in Clause 23.05, Special Additional Pay, will not 
also be included through the job evaluation process as essential quali�cations within  
job descriptions.

ARTICLE 25: NEW POSITIONS  
OR CHANGED DUTIES
25 .01 REVISION OF JOB DESCRIPTIONS OR ADDITION OF NEW POSITIONS

(a) The College may change the principal functions and requirements of an existing  
job or it may add new positions. The College shall propose a revised job 
description and/or point evaluation for the new or changed position and shall 
submit same to the Joint Advisory Job Evaluation Committee for evaluation.

(b) When the College determines that the posting process must be expedited for 
good and valid operational reasons the College may post the new, or substantially 
altered position with a dra� job description and/or tentative point evaluation.  
Appointment to the position will not occur before a preliminary review of the dra� 
job description and/or tentative point evaluation by at least one (1) representative 
of the College, one (1) representative of the Union from the Joint Advisory Job 
Evaluation Committee.  If the preliminary review results in a change of more than 
one (1) pay grade the posting shall be withdrawn and the job description and/or 
pointing shall be revised and the position re-posted.

(c) Any resulting change in evaluation or pay grade shall be e�ective from the date  
the College revised the job or added the new position, as the case may be.
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25 .02  UNION MAY CLAIM CHANGE IN JOB CONTENT

If the Union claims that the duties of an existing job have been changed to an extent 
su�cient to alter the description and/or the evaluation or pay grade of the job,  
the Union may request the Joint Advisory Job Evaluation Committee to review the 
submitted questionnaire.  The committee shall meet within two (2) weeks to perform  
this review.  The date of retroactivity for any changes in pay grade will be the date  
the questionnaire was signed by the employee.

25 .03  EXTENSION OF TIME LIMITS

The time limits referred to in this Article may be extended by mutual agreement of  
the parties in writing.

ARTICLE 26: GROUP BENEFITS
26 .01 HEALTH AND WELFARE BENEFITS

(a) Extended Health Bene�ts

1. Total lifetime coverage level will be unlimited.

2. Hearing aid bene�t claims will be a maximum of $1000 every three years.

3. Vision care bene�t claims will be a maximum of $650 every two years.

4. Eligible employees will be entitled to be reimbursed a total of one  
hundred dollars ($100) every two (2) years for vision exams.

(b) Dental Plan

Plan A includes dental recall exams (polishing, application of �uoride and recall)  
to once every nine months except dependent children (up to age 19) and those 
with dental problems as approved by the Plan.

(c) Bene�t Entitlement for Part-time Regular Employees

Part-time employees with regular appointments of at least 17.5 hours per week  
(35 hours bi-weekly) will be entitled to group life insurance, extended health,  
dental and medical bene�ts as set out in the local collective agreement.

(d) Bene�ts for Regular Recurring Employees on Layo�

(1) Employees who elect not to participate in the group bene�t plan may, on a 
one-time basis with the carrier’s approval, elect to participate in the plan.

(2) Employees who elected not to participate in the plan because they had 
alternate coverage through a spouse may elect to join the plan if the  
alternate coverage is lost.

26 .02  EXTENDED HEALTH

All regular employees shall be covered by the Extended Health Bene�t Plan.   
The College shall pay one hundred percent (100%) of the premium for the Extended 
Bene�t Plan.  In the case of part-time employees, the College share of premium costs  
shall be reduced and prorated. Coverage shall commence on the �rst day of the  
month following their appointment to regular status.
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26 .03  DENTAL PLAN

All regular employees shall be eligible to participate in the College’s dental plan upon 
the completion of their probationary period.  The College shall pay one hundred percent 
(100%) of the premium costs for full-time employees. Premium costs will be shared on 
a prorated basis for part-time employees.  The plan shall provide for payment of one 
hundred percent (100%) of costs for items listed under Plan A; eighty percent (80%) of 
costs for items listed under Plan B and sixty percent (60%) for items listed under Plan 
C to a maximum of three thousand dollars ($3,000.00).  All eligible employees with 
appointments of half time or more must participate in the plan unless the employee is 
covered by another dental plan.  Participation in the plan by eligible employees with 
appointments of less than half time shall be optional.

26 .04  WORKSAFE BC

(a) Where an employee is on a claim recognized by WorkSafe BC, the employee shall 
be entitled to leave at the employee’s regular rate of pay up to a maximum of six 
(6) months per claim.  An employee shall continue to accrue seniority and shall 
be maintained on College paid bene�t plans during the leave.  Vacation shall be 
earned during the �rst six (6) months of the leave only.

(b) A�er the �rst six (6) months, compensation payments from WorkSafe BC will be 
sent directly to the employee.  All employee bene�t premiums normally paid  
by the College shall continue during this leave.

26 .05  GROUP LIFE INSURANCE

The College shall pay one hundred percent (100%) of the premium costs of a group life 
insurance policy which provides for bene�ts payable on the basis of two (2) times of the 
annual salary rate rounded to the next higher $1,000.00, or twenty-�ve thousand dollars 
($25,000.00), whichever is greater, on the death of an employee.  Regular employees 
with an appointment of half time or more, are eligible to participate in the plan upon the 
completion of their probationary period.  Participation of eligible employees shall be a 
condition of employment. Premiums for regular, part-time employees will be shared  
on a prorated basis.

26 .06  MUNICIPAL PENSION PLAN

(a) Full-time regular employees shall participate in the Municipal Pension Plan upon 
completion of their probationary period.

(b) Full-time term employees shall participate in the plan upon the completion of one 
(1) year of continuous employment by the College.

(c) Part-time term and part-time regular employees may apply for enrolment in the plan 
upon the completion of two (2) years of continuous employment by the College.

26 .07 PENSION PLAN BUY BACK

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 Employer agrees to 
provide payroll deduction in an amount suitable to the employee and to provide the 
administration necessary to enable such buy back.
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26 .08  GROUP DISABILITY INSURANCE

(a) The College will pay the costs of a group disability insurance plan that provides a 
bene�t level at one hundred percent (100%) for the �rst thirty (30) calendar days, 
short term disability bene�ts at seventy percent (70%) weekly indemnity for the next 
twenty-one (21) weeks, and long term disability bene�ts at seventy percent (70%)  
of the employee’s gross monthly salary as de�ned on the basis of two (2) year  
own occupation and any other occupation therea�er.

(b) Enrollment in the plan is mandatory for all regular employees with a workload of  
��y percent (50%) or greater.

(c) Regular employees who work less than a ��y percent (50%) workload shall be 
entitled to the same College provided sick leave for the �rst thirty (30) days for  
any single illness or injury as other regular employees.  The provisions of the Short 
Term and Long Term disability plans bar such employees from participating.

(d) For the length of time that the disability carrier covers an employee’s disability claim 
under “own occupation” protection, an employee shall accrue seniority, retain the 
right to return to the same or equivalent position, and shall be entitled to all rights 
and bene�ts under this Collective Agreement.  Employees’ extended health and 
dental bene�ts, shall continue to be paid by the College while the employee is 
disabled.  Where an employee chooses to apply to purchase pensionable service 
for the period of their short term disability, the College will pay its portion of 
pension contributions, subject to applicable pension regulations.  Employees no 
longer covered by the “own occupation” protection (normally a maximum of two 
(2) years) shall no longer accumulate seniority, be eligible to participate in College 
bene�t plans, or have a position saved for them at the College.  Pensionable  
service time will continue to accrue in accordance with the Municipal Pension Act.

(e) An employee who is no longer deemed disabled under the provisions of the 
disability income maintenance programme shall be placed in the employee’s 
former position with the College or equivalent, provided medical evidence 
indicates the employee is able to perform the work.  An employee who is no longer 
receiving Long Term Disability bene�ts, but who is not able to return to their former 
position (or equivalent), will maintain regular status for a period of one (1) year for 
purposes of applying for posted vacancies and sta� development funds only.  
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27.02  UNION-COLLEGE HEALTH AND SAFETY COMMITTEE

The College shall establish a College Health and Safety Committee comprised of 
representatives of College management and employee groups.  Committee membership 
shall include not less than three (3) representatives from CUPE Local 2081.   
The College shall endeavour to include one �rst aid attendant from each College  
campus on the committee.

27.03  HEALTH AND SAFETY COMMITTEE PAY PROVISIONS

(a) The Health and Safety Committee shall meet regularly at least once each month.   
In addition, the committee shall hold meetings as requested by the Union or by the 
College to deal with all unsafe, hazardous or dangerous conditions.  Meetings shall 
be scheduled during normal College hours of operation.  Representatives of the 
Union shall su�er no loss of pay for attending such meetings, workplace  
inspections or accident/incident investigations.

(b) Time spent by designated committee representatives attending Health and Safety 
meetings held on their days of rest shall receive equivalent time o� at straight time.  
As required, Union designated committee representatives shall be allowed one (1) 
hour preceding meetings to prepare documentation or reports.

(c) Time spent by designated committee or Union Health and Safety representatives  
to attend to related business, as directed by the Health and Safety Committee,  
on their days of rest or outside regular scheduled hours of work shall receive 
equivalent time o� at straight time.

(d) For the purpose of calculating time spent by designated representatives in (b)  
and (c) above, travel time between campuses and to respond to emergency 
situations shall be included.

(e) Copies of minut
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27.06  PROTECTIVE WEAR AND SPECIAL CLOTHING

(a) The College shall provide adequate rainwear for employees in the grounds, 
maintenance, and child care departments.

(b) The College shall provide regular employees who work in tool-cribs, grounds, 
shipping/receiving, including bookstore receivers, cook’s training and 
maintenance, with adequate safety footwear up to a non-accumulative maximum  
of two hundred and ��y dollars ($250.00) annually, plus taxes.

(c) The College shall provide regular Custodial employees with adequate non-slip 
footwear up to a non-accumulative maximum of one hundred and twenty-�ve 
dollars ($125.00) annually, plus taxes.

(d) The College shall provide regular employees who work in dental with an  
allowance of one hundred dollars ($100.00) every two years to assist in the 
purchase of puncture resistant footwear.

27.07 EMERGENCY EVACUATION PROCEDURE

The College will include, as part of its employee orientation program, information 
on Emergency Preparedness and Procedures. Periodic events shall be held to test 
emergency preparedness.

27.08  FIRST AID SERVICES

When an employee is designated to be a College First Aid Attendant, the cost of 
obtaining and renewing the Occupational First Aid Certi�cate shall be borne by the 
College.  Leave to take the necessary courses shall be granted with pay.

ARTICLE 28: TECHNOLOGICAL CHANGE  
AND OTHER CHANGES
28 .01 ADVANCE NOTICE

Three (3) months before the introduction of any technological change or new methods  
of operation which a�ect the rights of employees, conditions of employment,  
wage rates or work loads, the College shall notify the Union of the proposed change.

28 .02  CONSULTATION

The parties agree to meet within ten (10) working days of the College’s notice to  
the Union pursuant to Clause 28.01

To facilitate this, the College will provide the Union with details of the proposed 
technological change or new method of operation with the notice and the Union  
will notify the College in writing of the representatives who will be available to meet.

Any such change shall be made only a�er the Union and the College have attempted  
to reach agreement.

28 .03  DISPUTES

(a) If a dispute arises in seeking agreement pursuant to Clause 28.02 before the  
expiry of the three (3) month notice period, the parties may mutually agree to  
seek mediation/arbitration pursuant to section 105 Consensual Mediation/
Arbitration of the BC Labour Code.  Failing that, a�er the expiry of the three (3) 
month-notice period, either party may apply for Mediation/ Arbitration section  
105 Consensual Mediation/Arbitration of the Labour Code and the other party  
will co-operate in seeking a resolution through this process.
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(b) Where the Union feels that an employee(s) rights under this Collective Agreement 
have been violated, the matter shall be referred to the grievance procedure.

28 .04  TRANSFER ARRANGEMENTS

An employee who is displaced from their job0(b)
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(d) The Union and the College agree to identify areas where contracted out work could 
subsequently be performed by bargaining unit employees.  Such opportunities will 
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SCHEDULE “A”

Job titles and respective pay bands will be made available on the HR Website 
and updated regularly .
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SCHEDULE “B”
E�ective July 1, 2022 - June 30, 2023*
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E�ective July 1, 2023 – June 30, 2024
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LETTER OF AGREEMENT # 1

�����U�I �.�B�Z

LETTER OF AGREEMENT #1 

between 

CAMOSUN COLLEGE 

and 

CANADIAN UNION OF PUBLIC EMPLOYEES 
LOCAL NO. 2081 

Re: Service Improvement Fund 

There shall be a Service Improvement Fund established 
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LETTER OF AGREEMENT # 11

LETTER OF AGREEMENT 
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LETTER OF AGREEMENT # 11 - Continued

LETTER OF AGREEMENT #11 - Continued 

1. Where possible, opportunities to be included on a department's Call-In list will be posted to 
allow the department 
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LETTER OF AGREEMENT # 12

LETTER OF AGREEMENT #12 

between 

CAMOSUN COLLEGE 

and 

CANADIAN UNION OF PUBLIC EMPLOYEES 
LOCAL NO. 2081 

Re: ECE Wage Enhancement 

The BC Government announced on September 5, 2018 funding to support its Early Care and Learning 
Recruitment and Retention Strategy. This announcement included funding available for qualified 
providers to support a $1 .00 per hour wage enhancement in early 2019 and another $1.00 per hour 
wage enhancement on April 1, 2020 for Early Childhood Educators (ECEs). 

In order to qualify for this funding , providers and staff must meet the eligibility criteria provided by the 
government. Provided the institution meets all the conditions set out by government, is eligible, and is 
in receipt of the funding under the program the EGE Wage Enhancement will occur and be provided to 
qualified EGE employees, in accordance with the following : 

1) Contingent on the institution receiving the funding through this program, eligible EGE employees 
in the following positions in Child Care Services will receive the EGE Wage Adjustment of $4.00 
per hour (up to a maximum of 195 hours per month): 

Early Childhood Educator 
Infant and Toddler Educator 
Special Needs Educator 

If additional increases are granted by the government, wage enhancements will be automatically 
applied. 

2) To be eligible, employees must: 

a) hold a valid Early Childhood Educator, Infant and Toddler Educator, and/or Special Needs with (receive )TTj
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LETTER OF AGREEMENT # 15

LETTER 
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LAYOFF / RECALL POLICY
Decision Chart
At all times, except severance, employees retain the right to recall to their own job  
for two (2) years from the time the layoff occurs.

All employees affected by this policy retain the right to apply for any posting during  
the process.

College Decision

Employee Decision

Employee Decision

Eliminate Job Layo� Notice Reduce Hours

Forfeit Employment

Severance
Maintain 

Employment

External Recall

•  To own position only

•  2 years from layoff

•  Can change to Severance

Bump
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APPENDIX “A”
LAYOFF / RECALL POLICY AND PROCEDURES

 
A – POLICY:
A.1 This policy is cr
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A.12 Employees who are to be laid off shall be advised, as part of their formal notification, 
of their four options under the terms of the Collective Agreement and this Policy 
and Procedures:

 (a) they may accept the layoff and retain internal and external recall rights to  
their laid off position according to the Layoff and Recall Policy & Procedures  
(this includes the ability to convert from the recall to severance option at a later  
date while on the external recall list awaiting re-employment); or

 (b) they may accept a severance package on their initial layoff date and  
terminate their employment rights and benefits with the College; or

 (c) they may accept the option to bump into another position (maintaining 
internal recall in accordance with Sections C.3 – C.8) and request the Labour/
Management Cooperation Layoff Sub Committee to identify the appropriate 
position in accordance with #16 of this Procedure; or

 (d) they may request that the Layoff Sub Committee investigate alternate 
employment opportunities for them within the College.  Employees shall be entitled, 
at the conclusion of alternate employment opportunities, to exercise their rights 
under (a), (b) or (c) above or they may exercise their rights under Article 15.03 and 
Section C of this Policy.  This includes the ability to convert from the recall to severance 
option at a later date while on the external recall list awaiting re-employment.

A.13 A term employee’s options include recall, bumping and alternate employment 
opportunities only to term positions.  A term employee does not have a  
severance option.

A.14 A recurring regular employee as defined in Article 1.02 (b) would have full 
entitlement to these options in the event that there is a reduction in regular 
scheduled working hours.

A.15 The Layoff Sub Committee shall be comprised of regular membership of the  
Labour / Management Cooperation Committee plus one member from 
management and one from the Union.  A quorum will consist of attendance of  
three members from each side.

A.16 In defining alternate employment opportunities, the sub-committee shall consider 
both the employee’s preferences for employment and the College’s need to 
maintain efficiency and effectiveness.

A.17 An alternate employment opportunity shall not normally be to a classification which 
is placed at a higher pay band, except as set out in the procedures.

A.18 A regular employee may accept alternate employment in any position regardless  
of its employment status (regular, recurring regular, or term) or working hours  
(part-time or full-time).

A.19 A regular employee who is placed into a term appointment as part of the alternate 
employment process shall retain all rights of their regular appointment status. 

A.20 An employee on layoff with recall rights when not holding any position with the 
College may, at their request, remain on any existing benefit plan, except disability 
and pension, during their layoff by paying the full premium for the benefit(s) 
monthly in advance.

A.21 Communication and consultation with the employee, the current supervisor and 
prospective supervisors will occur throughout the process.
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B.8 An alternate employment opportunity shall include consideration of the  
following actions: 

•  Waiving of the posting requirement for current vacancies.

•  Building employment bridging through the use of vacancies, term positions 
and/or unpaid leaves of absence to place the employee in a future vacancy.

 As well, the Layo� Sub Committee may canvas other employees who may  
wish to trade positions with the laid o� employee during the alternate  
employment opportunity.

B.9 When a regular employee is placed in an alternate employment opportunity,  
the employee shall have their wage, bene�ts, increments and right to wage 
increases protected in the pay band they were receiving at the time of layo�.

B.10 Salary protection shall be for the basic pay band assigned to the layo� position 
only.  Salary protection will not be extended to cover any stipends for teaching, 
B.C. stationary engineers certi�cate – 4th class, journeyman trades certi�cate, or 
pesticide certi�cate when that work is not actually being performed.   
Salary protection shall occur for a maximum of six months in a twelve month period, 
beginning with the �rst alternate opportunity placement.

B.11 In identifying alternate employment opportunities, the Layo� Sub Committee 
shall review all vacancy opportunities for positions which the employee is “able to 
perform”.  Where a temporary or permanent placement in a vacancy is possible, 
the supervisor of the vacant position shall be consulted about the requirements 
of the job.  Where the Committee agrees that the employee could be reasonably 
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APPENDIX “B”: 
HUMAN RESOURCES DATABASE

Where required and applicable for issues pertaining to the provisions of the Human 
Resource Database, the Post Secondary Employer Association (“PSEA”) shall as the 
employer’s bargaining agent make every e�ort to ensure that this Article is applied with 
the same e�ect as they have had in the Support Sta� Common Agreement. 

The Parties agree to provide and support the accumulation and dissemination of available 
data to the Centre for Education Information Standards and Services, or some other 
mutually agreed-upon organization.  The Parties may undertake joint projects for the 
comparative analysis of such data.

The Parties recommend that the Ministry of Advanced Education, Training and Technology 
provide funding to assist in the gathering, analysis, and maintenance of such data through 
the agreed-upon organization.

The Parties believe that their ongoing and collective bargaining relationships are 
enhanced through useful, timely and accessible data on relevant human resources 
matters, including those listed below.

Relevant Matters Include: 

Health and Welfare

•  Types of coverage

•  Participation rates

•  Premiums

•  Cost sharing

•  Commission costs

•  Available studies commissioned by Government agencies e.g.,  
comparative bene�t analysis

•  Carrier contracts

 
Collective Bargaining

•  Wage information and any other bargaining unit compensation  
information requested

•  Demographics:  age, sex, salary, placement, status

•  Analysis of local Collective Agreements within the system

•  Pension Plan participation rates

 
Contract Administration

•  Arbitration, Labour Relations Board and other decisions and costs  
thereof for the system

•  Local Letters of Understanding
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2022 “MET” LETTER OF UNDERSTANDING #1

2022 SUPPORT STAFF CUPE Multi-Employer Template (“MET”) Agreement

Between

POST-SECONDARY EMPLOYERS’ ASSOCIATION (“PSEA”)

Representing those employer-members participating in the 2022 MET

And

CANADIAN UNION OF PUBLIC EMPLOYEES (“CUPE”)

representing those of its local unions participating (and whose employers are 
participating) in the 2022 CUPE Multi-Employer Table (“the Union”)

RE: JOINT GENDER-NEUTRAL JOB EVALUATION STEERING COMMITTEE

1. The following are the participating employers and local bargaining units (CUPE)  
in this Letter of Understanding.

•  Camosun College -CUPE 2081

•  College of the Rockies - CUPE 2773

•  College of New Caledonia - CUPE 4951

•  North Island College - CUPE 3479

•  Vancouver Island University - CUPE 1858 

2. The Parties agree to establish a Joint Job Evaluation Steering Committee 
(“Committee”) whose purpose is to develop a Standardized Joint Gender-Neutral 
Job Evaluation Plan (“Plan”) and a common wage grid that could be applied in all 
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 d) The committee will review of a variety of Gender-Neutral Job Evaluation plans  
 including a benchmarking classi�cation plan.

 e) Subject to mutual agreement and rati�cation by the local parties:  
 Develop new job evaluation language which will replace or amend the   
 following existing and applicable Local provisions and any other relevant Local  
 provisions, and parts thereof, for those Parties who adopt the new Job  
 Evaluation Plan in the future:

 i. Camosun College - CUPE 2081: Articles 24 Job Descriptions and Job    
 Evaluation Plan and Article 25 New Positions or Changed Duties and LOA #2  
 Re: Job Evaluation

 ii. College of the Rockies - CUPE 2773 - Article 7.1 Position Descriptions and  
 Salary Classi�cation

 iii. College of New Caledonia and CUPE 4951 - Article 8 Position Descriptions  
 and Job Evaluation Procedures

 iv. North Island College and CUPE 3479 - Article 25 Job Classi�cation  
 and Reclassi�cation

 v. Vancouver Island University and CUPE 1858 - Article 27 Job Classi�cation  
 and Reclassi�cation

 Local agreement language concerning issues not related to the job evaluation 
process will be continued in other clauses/articles.

 f) Meet at least six times per year. Additional meetings may be scheduled with  
 the agreement of the majority of the Committee members.

 g) Identify and engage in-house expertise from the Union and the PSEA  
 (as applicable}. It is understood the Employers may use consultant(s).

5. The Committee will report out to the Parties, the participating employers and local 
unions at key milestones during the development of the plan.

6. The target for completion of the development of a Standardized Joint Gender-
Neutral Job Evaluation Plan to the point of testing and modelling is December 31, 
2024.

7. Any concerns that arise during the development of the plan will be referred by the 
Committee to the Parties for resolution.

4P
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2022 “MET” LETTER OF UNDERSTANDING #2

2022 SUPPORT STAFF CUPE Multi-Employer Template (“MET”) Agreement

Between

POST-SECONDARY EMPLOYERS’ ASSOCIATION (“PSEA”)

Representing those employer-members participating in the 2022 MET

And

CANADIAN UNION OF PUBLIC EMPLOYEES (“CUPE”)

representing those of its local unions participating (and whose employers are 
participating) in the 2022 CUPE Multi-Employer Table (“the Union”)

RE: JOINT GENDER-NEUTRAL JOB EVALUATION STEERING COMMITTEE - 
DISCUSSIONS WITH OTHER UNIONS AND PSEA EMPLOYERS

1. As appropriate, the parties agree to meet with BCGEU and any other interested 
Support Sta� unions and the PSEA member employers for the purpose of 
discussing the mutual bene�t of developing one common job evaluation plan that 
would apply to all participating parties.

2. In the event these discussions result in agreement to develop one common job 
evaluation plan, then the parties to this agreement will follow the process laid 
out in letter of understanding #1 in a joint manner together with the designated 
Union representatives and the PSEA member employers that agreed to form a joint 
gender neutral job evaluation steering committee during the 2022 to 2025 term.

3. In the event the parties are unable to agree on a committee structure to develop a 
common job evaluation plan, then this letter of agreement will expire and be of no 
further force and e�ect.
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2022 “MET” LETTER OF UNDERSTANDING #3

2022 SUPPORT STAFF CUPE Multi-Employer Template (“MET”) Agreement

Between

POST-SECONDARY EMPLOYERS’ ASSOCIATION (“PSEA”)

Representing those employer-members participating in the 2022 MET

And

CANADIAN UNION OF PUBLIC EMPLOYEES (“CUPE”)

representing those of its local unions participating (and whose employers are participating)  
in the 2022 CUPE Multi-Employer Table (“the Union”)

RE: COST OF LIVING ADJUSTMENT

De�nitions

“General Wage Increase” or “GWI” means the overall general wage increase expressed as a 
percentage.

“Cost of Living Adjustment” or “COLA” means a percentage-based general wage increase 
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2022 “MET” LETTER OF UNDERSTANDING #4

2022 SUPPORT STAFF CUPE Multi-Employer Template (“MET”) Agreement

Between

POST-SECONDARY EMPLOYERS’ ASSOCIATION (“PSEA”)

Representing those employer-members participating in the 2022 MET

And

CANADIAN UNION OF PUBLIC EMPLOYEES (“CUPE”)

representing those of its local unions participating (and whose employers are 
participating) in the 2022 CUPE Multi-Employer Table (“the Union”)

RE: PUBLIC SECTOR WAGE INCREASES

1. If a public sector employer, as de�ned in s. 1 of the Public Sector Employers Act, 
enters into a collective agreement with an e�ective date a�er December 31, 2021 
and the �rst three years of the collective agreement under the Shared Recovery 
Mandate includes cumulative nominal (not compounded) general wage increases 
(GWls) and Cost of Living Adjustments (COLAs) that, in accordance with how 
GWls are de�ned and calculated in this LOA, are paid out and exceed the sum 
of the GWls and COLAs that are paid out in the 2022-2025(er)15mmur (en-US)/2022-2025(er)ceed the sum 
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3. For certainty, a general wage increase is one that applies to all members of a 
bargaining unit (e.g. everyone receives an additional $0.25 per hour, $400 per 
year, or 1% increase) and does not include wage comparability adjustments, lower 
wage redress adjustments, labour market adjustments, �exibility allocations, 
classi�cation system changes, or any compensation increases that are funded by 
equivalent collective agreement savings or grievance resolutions that are agreed to 
in bargaining.

4. A general wage increase and its magnitude in any agreement is as con�rmed by the 
Public Sector Employers’ Council Secretariat.

5. This letter of Understanding will be e�ective during the term of the 2022 - 2025 
Local CUPE Agreements party to this memorandum of settlement.
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