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ARTICLE 1 - DEFINITIONS
1.1 Permanent Worker
"Permanent Worker" means a worker who is employed for an indefinite period.
1.2 Temporary Worker

"Temporary Worker" means a worker who is employed on a temporary basis. A temporary worker will be
governed by the provisions of Article 5.

1.3 Part Time Workers

Part-time permanent, temporary or casual workers are defined as those employed for less than seven
hours per day or 35 hours per week. Such workers will be afforded all the terms and conditions of the
collective agreement, except that wherever a benefit is time related, a part-time workers entitlement will
be prorated according to the relationship that their work schedule bears to a full-time schedule.

Provisions of the collective agreement with salaries, allowances, benefits and leaves will be pro-rated in
a similar manner.

Permanent part-time workers who are ineligible for any of the Health and Welfare benefit coverage will
receive a premium in lieu. The premium will be 4% of their hourly rate for each hour worked.

Temporary part-time workers will receive 4% in lieu of all Health and Welfare benefits.
14 Spouse
"Spouse" means:
(a) aperson who is married to a worker; or
(b) a person who has cohabited with a worker for a continuous period of not less than12 months.
1.5 Singular and Plural

Wherever the plural is used in this Agreement, it will include the singular, and vice versa, when the context
requires it.

ARTICLE 2 - TERM OF AGREEMENT
(a) This Agreement is from May 1, 2021 to April 30, 2025, both dates inclusive.

(b) If no agreement is reached at the expiration of this Agreement and negotiations are continued,
this Agreement will remain in force up to the time a renewed agreement is reached, or a legal
strike/lockout commences.

(c)  This Agreement may be amended by mutual consent of the parties.

ARTICLE 3 - MANAGEMENT RIGHTS

The BCUWU acknowledges that the management and direction of workers in the bargaining unit are
retained by the CEU, except as may be otherwise provided in this Agreement. The CEU agrees that in
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exercising its management rights with regard to the administration of this Agreement, it will do so it a fair
and reasonable manner.

ARTICLE 4 - UNION SECURITY
4.1 Union Security

(a) Membership in the BCUWU is a condition of employment. The CEU recognizes the BCUWU as the
exclusive bargaining agent for all its workers as certified by the Labour Relations Board of British
Columbia.

(b)  All workers covered by the BCUWU's Certificate will pay union dues by payroll deduction.

(c)  This deduction will become effective on the first day of work but will be made only if the workers
are still employed on the final day of the first pay period.

(d) Deductions will be made for all further employment.
(e) The CEU will also deduct from workers any levies or assessments authorized by the BCUWU.

(f)  BCUWU members will have the right to display union insignias at the workplace and use the union
logo on outgoing correspondence and materials.

4.2 Appointment of Representatives

(a) The BCUWU Bargaining Committee will consist of up to two BCUWU members and any other
person as named by the BCUWU.

(b) The CEU acknowledges the right of the BCUWU to appoint workers as representatives of the
BCUWU as well as any other person so designated by the BCUWU.

4.3 Contracting Out

The CEU will maintain its current practice regarding contracting out of bargaining unit work. The current
functions performed by bargaining unit members will not be contracted out nor performed by non
bargaining unit workers. The foregoing is not intended to restrict the current practice of representation
and committee work by CEU members.

44 No Other Agreements

No workers will be required or permitted to make written or verbal agreements with the CEU or its
representatives which may conflict with the terms of this Agreement.

4.5 Union Leave
(a) Workers delegated by the BCUWU to attend to union affairs will be granted leave without pay.

(b)  Where the worker is required to leave the CEU workplace during their paid work hours, wherever
possible the worker will request the union leave at least five calendar days prior to the union leave.

(c)  This leave will be mutually agreed between the Business Manager and the BCUWU and will not
be unreasonably withheld.

(d)  Workers who are on union leave will maintain their seniority and will continue to accumulate
seniority for the duration of the leave.
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(e) A Bulletin Board will be made available in a convenient location for the BCUWU to post notices
and literature.

(f)  The CEU will provide each worker with a current copy of the Collective Agreement. Each new
worker will be provided with a current copy of the Collective Agreement and will spend up to 45 minutes
reviewing their rights with the appropriate representative named by the BCUWU. Such meeting will be
during normal working hours on the first day of employment.

ARTICLE 5 - TEMPORARY POSITIONS AND WORKERS
5.1 Temporary Positions and Workers
(a) The CEU may create temporary positions for a maximum of 12 months.

(b) Temporary positions may be extended beyond 12 months only with the agreement of the
BCUWU.

(c) The provisions of Articles 5.1(a) and 5.1(b) will not apply to positions which are created solely for
the purposes of replacing workers who are on sick leave, vacation or any other leave authorized by this
Agreement.

(d)  Permanent workers may be voluntarily promoted or transferred to temporary positions. They will
maintain permanent status and return to their permanent positions when the temporary assignment is
completed.

5.2 CEU Members and Temporary Assignments

(a) Members of the CEU who fill temporary assignments within the bargaining unit for a period in
excess of 30 days, pursuant to 5.1(a), (b) or (c) above, shall be covered by all the terms and conditions
of this collective agreement save and except that:

(1) these persons shall continue to be subject to the dues, benefit plan, leave and vacation
provisions, of the collective agreement in force and effect with the W.C.B. If the CEU and BCUWU
agree otherwise in writing, on a case by case basis, the applicable provisions of this collective
agreement shall prevail.

(2) these persons shall be entitled to the cash equivalent difference, if such difference exists,
to be paid bi-weekly, of the wage and vehicle entitlement of the BCUWU/CEU agreement unless
the CEU and BCUWU agree otherwise in writing, on a case by case basis.

(3) these persons shall be entitled to maintain any advantage in their favour, relative to this
collective agreement, which arises out of the collective agreement in force and effect with the
W.C.B.

(b) If the duration of the assighment is more than 30 days, the CEU member shall be a BCUWU
member and pay the applicable union dues to the BCUWU.

(c) If the duration of the assignment is 30 days or less, the CEU member will not become a BCUWU
member. The CEU will pay dues to the BCUWU on behalf of the CEU member.
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5.3 Temporary Workers - Less than Six Months

Temporary Workers who are scheduled to work less than six months and are not CEU members will be
entitled to all the provisions of the Collective Agreement except the following: 5.2, 8.2, 8.4, 8.5, 8.6(c),
9.1,10.1,10.2,10.3,10.7,10.9,15,17.5,17.7,17.8.

These employees will receive 12% of their hourly rate in lieu of all Health and Welfare benefits and
Vacation entitlement.

5.4 Temporary Workers - More than Six Months

Temporary Workers who are scheduled to work more than six months and are not CEU members will be
entitled to all of the provisions of the Collective Agreement except the following: 5.2. 8.4, 8.5, 10.7, 15,
17.5,17.8.

By mutual agreement, a Temporary Worker may continue to receive the 12% and provisions outlined in
5.3 in lieu of the benefits described in this clause.

Vacation entitlement under 9.1 will be prorated if the temporary worker works less than 12 months.

ARTICLE 6 - REMUNERATION
6.1 Salary Schedule
Schedule "A" of this Agreement contains the annual, bi-weekly and hourly rates, reflecting:

May 1, 2021 = 2.25%
May 1, 2022 = 2.25%
May 1, 2023 = 2.25%
May 1, 2024 = 2.2%

6.2 Calculations - Standard Work Week

Calculation of Annual, Bi-weekly and Hourly Rates are based on a standard 35 hour work week for a full-
time CEU worker.

6.3 Bi-weekly Rates
Based on a full-time worker, the bi-weekly rates contained in Schedule "A" will be calculated as follows:
Bi-weekly rate = Annual rate (to two decimal points)
26.089
6.4 Hourly Rates
The hourly rates contained in Schedule "A" will be calculated as follows:
Hourly rate = Bi-weekly rate (to two decimal places)
70
6.5 Acting Senior Capacity

The higher rate will be paid for each hour that the worker accepts the CEU's request to assume duties and
responsibilities of a higher paid position.
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6.6 Expenses

(a) Workers will be reimbursed for all approved actual expenses incurred in the performance of their
duties.

(b)  Workers who are required to work through a meal period or are required to be away from their
office during the meal period will be reimbursed expenses for meals as follows:

On and after May 1, 2021
Breakfast 16.00
Lunch 18.00
Dinner 28.00
Incidentals 14.00

(c) Anincidental allowance will be paid when overnight travel or accommodation is required.

ARTICLE 7 - OVERTIME
7.1 Full-Time Workers

(a) Any full-time worker required to work overtime will choose to be paid or be credited with
compensating time off.

(b)  Except as provided for in Articles 7.1(h) and 7.3 — Callout, overtime for full-time workers is defined
as time worked outside of a worker's daily scheduled hours of work.

(c)  Full-time workers who choose to be paid for overtime worked will be paid double their regular
hourly rate for all overtime hours worked.

(d)  Full-time workers who choose compensating time off will be credited with double the number of
overtime hours worked.

(e) The CEU will pay full-time workers for any unused compensating time off credits at the current
rate upon request from the worker.

(f)  There will be no mandatory overtime.

(g) Full-time workers may carry over compensatory leave credits from the calendar year earned until
December 31 of the following calendar year. The credits will then be paid pursuant to 7.1(e) above.

(h) Business Representatives will receive 12 days per calendar for overtime scheduled up to a total
of six (6) days in a calendar year. Any overtime scheduled beyond a total of six days in a calendar year
will be compensated as per Article 7.1(a) through (g).

7.2 Part-Time Workers

(a) Part-time workers will be entitled to overtime pay, at the rate of double their regular hourly rate,
for all time worked in a day beyond their regularly scheduled hours.

(b)  Part-time Office Administrators will be entitled to overtime, at the rate of double their regular
hourly rate, for all time worked on a Saturday or Sunday.

(c) Article 7.1(h) will apply to part-time Business and Communications Representatives on a prorated
basis, based on the full-time equivalent of the position they occupy.
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(d)  There will be no mandatory overtime.
7.3 Callout

Workers who are called back to work by the CEU at any time after they have finished their regular shifts
will be paid double time for time worked or of four hours, whichever is greater.

7.4 Meal Breaks

In addition to the rights contained in Article 6.6 when part-time and full-time workers are required to
work outside the normal hours of work as described in Articles 12.1(a) or (b), they are entitled to a paid
meal break of one-half hour at double their regular rates of pay (pursuant to Article 7.1(c) and (d) and
Article 7.2(a) and (b) as follows:

(a) after completing two hours of continuous work outside the normal hours of work;
(b) after the completion of each additional two hours of work;

(c)  where a worker works contiguous to and beyond their regular shift length, they will be entitled
to a 15-minute paid break at the appropriate premium, if any, prior to commencing the overtime.

ARTICLE 8 - LEAVES OF ABSENCE
8.1 Sick Leave

(a)  Full-time workers will accumulate one and one-half days credit on the first day of each calendar
month after their first calendar month of employment.

(b) A deduction will be made from accumulated Sick Leave credit of all working hours absent with
pay, taken in minimum one-quarter day increments, due to illness, including the iliness of dependents
living under the same roof, except those resulting from an accident covered by Workers’ Compensation
payments.

(c)  Permanent full-time workers with six months continuous service are entitled to an advance of up
to 10} days of Sick Leave with pay.

(d) In conjunction with Vacation Leaves, should a worker become ill, requiring hospitalization or
emergency treatment, and if they wish to convert their vacation leave to sick leave, they must provide
a medical certificate to the CLRO indicating the dates they were ill and received medical treatment, and
verification of the length of time this iliness disabled them from employment. When the worker returns
to work, they will submit the medical certificate to the CLRO. Provided the medical certificate meets
these conditions, the dates of disablement during the vacation period will be converted to Sick Leave,
taken in minimum one-quarter day increments. The period so displaced will be taken at a mutually
agreed upon time.

8.2 Special Leave

(a)  Full-time workers are entitled to one day per year of paid leave, taken in minimum one-half day
increments, to change their place of residence.

(b)  Full-time workers are entitled to one day per year of paid leave due to a serious household or
domestic emergency, taken in minimum one-half day increments.
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8.3 Maternity Leave
(a) Workers will be granted Maternity Leave without pay for up to 78 weeks.

(b) A worker requesting Maternity Leave will do so in writing and will provide a certificate from her
doctor stating the estimated date of birth.

(c) Maternity Leave will commence 11 weeks prior to the estimated date of birth or at a later date
the worker requests.

(d)  Maternity Leave will not end until at least six weeks following the date of birth unless the worker
requests a shorter period.

(e) If aworker desires a shorter period, she must notify the CEU in writing at least two weeks before
she wishes to return to work and must provide a certificate from her doctor stating she is able to resume
work.

(f)  Where a worker gives birth, or her pregnancy is terminated, in the 20" week of pregnancy or
later, and before maternity leave is requested or has commenced pursuant to Article 8.3, a leave of
absence for a period of up to six weeks will be granted, subject to appropriate medical certification.

(g) Where a pregnancy is terminated in the 19" week of pregnancy, or earlier, and before maternity
leave is requested or has commenced pursuant to Article 8.3, a leave of absence without pay for a
period of up to six weeks will be granted, subject to appropriate medical certification. When a worker
is incapable of performing her duties after the completion of this leave, an additional leave of absence
without pay for a period of up to six weeks will be granted, subject to the appropriate medical
certification.

(h)  Subject to other applicable provisions of this agreement, the CEU may require a worker to
commence a Maternity Leave when she cannot reasonably perform her duties because of the
pregnancy and to continue the leave until she provides a certificate from her doctor stating that she is
able to perform her duties.

(i)  The CEU will consider the services of a worker on the legislated paid portion of Maternity Leave
continuous for the purpose of any pension, medical or other plan beneficial to her.

(j)  Article 8.3(i) above applies to all insured benefits listed in Articles 8.1,9.1, 10 and 14.
(k)  Additional leave will be treated in accordance with Article 8.8(d).

() A worker who returns from Maternity Leave will return to her previous position with all wages
and benefits to which she would have been entitled had she not been on leave.

(m) If the provisions of the Employment Standards Act of BC are amended and provide superior
conditions to those contained in this Article 8.3, the superior provisions will apply.

8.4 Care And Nurturing of Children

(a) A full-time worker will be entitled to Leave Without Pay to a combined total of five years for the
care and nurturing of children.

(b) To receive this leave the worker will provide the CEU with 30 calendar days’ notice and will
indicate the period of leave.

(c) Leave pursuant to this Article will only be approved for blocks of time of three months or longer.
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(d) In addition to any leaves taken under (c) above, a full-time worker will be eligible for two 10-day
blocks of leave during the life of the Collective Agreement. No more than one worker will be off under
this Article without the approval of the employer.

(e) If a worker on such leave wishes to maintain their contributor status, they will pay their share of
benefits plans.

(f)  The parties agree that this provision is not intended to allow a full-time worker to create a part-
time job.

(g) Temporary and pat-time workers are not entitled to Care and Nurturing Leave under Article 8.4.
8.5 Maternity and Parental Leave Supplementary Pay

(a) The CEU will provide workers on Maternity and Parental Leave (including Adoption Leave under
8.6) with a Supplemental Employment Benefit (SUB) Plan.

(b) The SUB Plan is to supplement the Employment Insurance benefits received by workers for
temporary unemployment caused by Maternity and Parental Leave.

(c) Workers must prove that they have applied for and are in receipt of Employment Insurance
benefits in order to receive payment under the plan.

(d) SUB s payable for a period during which a worker is not in receipt of Employment Insurance if the
only reason for non-receipt is the worker is serving the Employment Insurance waiting period.

(e) (1) Where the Employee’s total combined leave period (i.e., Maternity Leave and Parental
Leave) is 52 weeks or less, the benefit paid under the SUB Plan is 85% of normal gross pay as
defined in Schedule "A" minus Employment Insurance maternity or parental benefits.

(2) Where the Employee’s total combined leave period (i.e., Maternity Leave and Parental
Leave) exceeds 52 weeks and is 78 weeks or less, the total SUB benefit amount otherwise payable
under Article 8.5(e)(1) above will be paid in reduced bi-weekly amounts distributed over this
longer leave period. For clarity, the total SUB benefit amount payable to the Employee will not
increase beyond the amount otherwise payable under Article 8.5(e)(1) simply because the total
leave period exceeds 52 weeks.

(f)  The SUB benefit will be paid for the time the worker is in receipt of Employment Insurance
Maternity or Parental benefits.

(8) Workers do not have a right to SUB payments except for supplementation of Employment
Insurance benefits for the unemployment period as specified in Article 8.5(f).

8.6 Adoption Leave
(a) Upon request, workers will be granted Adoption Leave without pay for up to one year.

(b) The services of workers who are absent on Adoption Leave will be considered continuous in
compliance with applicable statutes.

(c) Workers may opt to continue benefit coverage by paying their portion of the premium costs.
(d)  Workers will advise the CLRO as early as possible of an anticipated leave under this Article.

(e) Workers who return from Adoption Leave will return to their previous positions.
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8.7 Compassionate Leave

(a) Compassionate Leave in the case of the death of a worker's spouse or equivalent, child or ward,
grandparent, brother, sister, parent, guardian, parent-in-law (including common law or equivalent) or
other relative if living in the worker’s home will be granted five days (35 hours) with pay.

(b) If a worker does not qualify for 8.7(a), when required, full-time workers are entitled to one day
per year of paid leave to attend a funeral as a pall bearer or mourner. This leave is available only for the
day on which the funeral occurs.

(c)  Workers who qualify for Compassionate Leave without loss of pay will be granted such leave when
on annual vacation upon request.

8.8 Leave of Absence Without Pay

(a) Subject to operational requirements, workers will be granted short term leave of absence upon
written application.

(b)  Subject to operational requirements, workers who have completed two consecutive years of
service with the CEU may apply for, and will be granted a leave of absence without pay for up to one
year. Except in exceptional circumstances no further leaves of absence will be granted until the expiry
of three consecutive years of service following return from leave.

(c)  Workers will return to their previous positions when the leave is completed.

(d) The CEU will consider the services of workers who are on a Leave of Absence Without Pay
continuous for full-time workers for the first 20 days aggregate leave taken under this Article for the
purpose of any pension, medical or other plan beneficial to the worker, including vacation, sick leave
and seniority accumulation.

(e) Leavesover 20 days require 30 calendar days’ notice. When on such leave the worker will continue
to accumulate seniority but will not continue to accumulate length of service for the purpose of Article
9 and Article 10.

(f)  Workers will have the option to continue benefits coverage while on unpaid Leave of Absence
pursuant to Article 8.8(d) above by reimbursing the CEU for their contributions.

(8) Where adispute arises as to whether an operational requirement exists, the issue will be referred
to Brian Foley as a Mediator/Arbitrator. The Mediator/Arbitrator will meet within seven days to resolve
the dispute. Failing a satisfactory resolution, she or he will render a final and binding decision. The cost
of the Mediation/Arbitration will be shared equally between the parties.

8.9 Jury and Witness Duty

A worker who is called on to perform jury duty or subpoenaed to be a witness, in a matter in which the
worker is not the plaintiff or defendant in a civil case or the accused in a criminal matter, will be allowed
time off with pay to the extent necessary to perform his/her duties. Arrangements for such time off will
be made in advance with the CLRO. Jury and witness fees received by workers who take time off as
provided herein will be paid to the CEU excluding fees paid in excess of five calendar days per week. Where
the worker is excused from duty the worker must return to work if he/she could by doing so perform not
less than two hours work that day.
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8.10 Medical/Dental Leave — Office Administrators

Where it is not possible to schedule medical and/or dental appointments outside of regular scheduled
working hours, reasonable time with pay for medical and dental appointments for the Office
Administrators will be permitted subject to operational requirements. This will include time where it is
necessary to accompany a dependent or spouse who resides with the employee to such appointments.
Medical/Dental Leave will be taken in minimum one-quarter day increments. The maximum time
permitted with pay in any calendar year for full-time Office Administrators is 21 hours.

8.11 Domestic and Sexual Violence Leave

(a) The employer shall grant up to five days (up to 35 hours) of paid leave to permanent full-time
workers where the worker, or worker’s child under the age of 19, is the victim of domestic or sexual
violence. This benefit will be prorated for permanent part-time workers.

(b) A permanent full-time worker shall be granted a further unpaid leave of absence for up to 17
weeks where they, or their child under the age of 19, is the victim of domestic or sexual violence. This
benefit will be prorated for permanent part-time workers.

(c) The employer will consider the services of permanent workers who are on Domestic and Sexual
Violence Leave, pursuant to Article 8.11(a) and (b), continuous for the purpose of any pension, medical
or other plan beneficial to the worker, including vacation, sick leave, extended health and benefits
coverage, and seniority accumulation. The employer, however, will only continue to contribute to the
Municipal Pension Plan on behalf of the worker during a leave taken pursuant to Article 8.11(b), where
the worker also continues to make their employee contributions to the Municipal Pension Plan during
the 8.11(b) leave period.

(d) Temporary workers are not entitled to domestic and sexual violence leave under Article 8.11.

ARTICLE 9 - VACATIONS AND PUBLIC HOLIDAYS
9.1 Vacations

(@)  Full-time workers will be credited with five weeks (175 hours) vacation time on January 1° of each
calendar year.

Workers will further be entitled to the following:

Completed Years of Service Total Vacation Entitlement

Ten (10) years 26 working days (182 hours)
Eleven (11) years 27 working days (189 hours)
Twelve (12) years 28 working days (196 hours)
Thirteen (13) years 29 working days (203 hours)
Fifteen (15) years 30 working days (210 hours)
Twenty (20) years 35 working days (245 hours)

(b)  Workers will take Vacation Leave in minimum one-half day increments.

(c) A full-time worker may carry over up to five) days’ vacation leave per year, except that such
vacation carry over shall not exceed 15 days at any one time.
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(d)  Annual vacation time periods will be granted by the employer, in accordance with operational
requirements, to workers on the basis of seniority within their job classification. Workers will submit all
annual vacation requests to the CLRO on or before March 15 for their seniority to be considered in the
selection of vacation periods. Workers who wish to take more than one unbroken vacation period in
the calendar year will designate their requested vacation periods as first, second, third choice etc. A
vacation period will be granted in the first round, and then in each subsequent round, to each worker
in order of seniority based on their ranked requests. Following the CLRO’s approval of vacation requests
submitted on or before March 15, all subsequent vacation requests for the calendar year will be
approved on a first come, first served basis, in accordance with operational requirements.

(e) Temporary Part-Time Workers who are scheduled to work more than six months and Permanent
Part-Time Workers will continue to accrue vacation pay at the premium rate of 8% on each regular hour
of work performed for CEU that is over and above their scheduled FTE hours. In no event will a part-
time worker accrue additional vacation time on hours worked over and above the FTE of the position
they occupy.

9.2 Public Holidays

(a) Workers are entitled to a day off with pay on the following Public Holidays:

New Years Day British Columbia Day
Family Day Labour Day

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

and any other day appointed by the Federal, Provincial or Vancouver Civic governments to be a
Public Holiday.

(b)  When a Public Holiday falls on either a Saturday or a Sunday, and no other day is proclaimed in
lieu of the holiday, the CEU will designate either the Friday preceding the holiday or the Monday
following the holiday as the day to observe the holiday.

(c) Workers required to work on a Public Holiday will receive a compensating day off with pay and
will be paid double time for the hours worked. Workers may elect to take time off rather than pay.

ARTICLE 10 - BENEFITS
10.1 Maedical Services Plan

(a)  Workers will be eligible for Medical Services Plan of British Columbia coverage effective the first
day of the calendar month following the date of employment.

(b)  Premiums for this Plan, if any, will be paid 100% by the CEU.
10.2 Extended Health Benefits

(a) An Extended Health Plan, Dental Plan, Group Life Insurance Plan, Short Term Disability, and
Long-Term Disability will be provided by the Employer to:

(1) Permanent full-time workers;
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(2) Permanent part-time workers who own a 0.46 FTE position, or greater; and,
(3) Temporary full-time workers who are scheduled to work for longer than six months.

(b)  The current plans may be amended by mutual consent.
(c)  Premiums for these plans will be paid at 100% by the CEU.
10.3 Same Gender Benefit Coverage

The CEU will ensure that all benefit contracts it enters into will provide coverage for same gender
relationships.

10.4 Workers' Compensation Benefits

Workers receiving Workers' Compensation wage loss benefits will pay all moneys received from the WCB
to the CEU who will continue to pay the workers their full wages.

10.5 Parking

All workers will be provided a free parking space at the CEU office address.

10.6  Quit Smoking

The CEU agrees to pay the cost of any quit smoking program that may be mutually agreed to.
10.7 Pension Plan

The CEU will pay the Employer's portion of membership to the Municipal Superannuation Pension Plan
for permanent full-time workers and for permanent part-time workers deemed eligible by both Article 5.2
and the Pension Corporation to contribute.

10.8 Employee and Family Assistance Plan (EFAP)

Workers will be eligible to participate in an Employee and Family Assistance Program available to CEU
members, contingent on the continued agreement of the WCB.

10.9 Blue Net Card
The CEU will provide a Direct Pay Insurance card covered workers.

The CEU will provide covered members with FAS cards, or equivalent if coverage is with another insurance
company.

ARTICLE 11 - TRANSPORTATION
11.1 Transportation
(a)  Full-time Representatives and Communications Representatives will:
(1) receive a transportation allowance of $625 per month; and,

(2) have actual annual insurance premiums up to the base rate minus any safe driver
discounts where applicable paid by the CEU.

(b)  Workers who do not receive the transportation allowance will have the option of using personal
vehicles to conduct CEU business.



CEU and BCUWU (04/2025) Page 13

(c) Workers who elect to use their personal vehicle will be entitled to mileage as outlined in (d)
or $11.10 per occasion, whichever is more.

(d) Mileage

On May 1% of each calendar year, the mileage rate payable to eligible workers will be equivalent
to the maximum allowable under CRA limits for taxable income.

(e) Mileage for Business Representatives and Communications Representatives will also be paid
when using their cars outside of the lower mainland.

"Outside of the lower mainland" is defined as:

West of UBC, North of Squamish and East of Abbotsford/Mission

ARTICLE 12 - HOURS AND DAYS OF WORK — OFFICE ADMINISTRATORS
12.1 Hours and Days of Work — Office Administrators

(a) The workschedule will be Monday to Friday with 70 hours of work completed over each two-week
cycle for full-time Office Administrators. The normal daily hours will be seven and one-half consecutive
hours including a minimum one-half hour unpaid lunch and two, 15-minute paid breaks.

(b)  Workers will have the option of combining their paid breaks with their lunch.

(c) A worker will have the right to work flexible or staggered hours between 7:30 a.m. and 6:00 p.m.,
ensuring 8:30 a.m. to 4:30 p.m. coverage is provided.

(d)  For greater clarity some of the options available to full-time Office Administrators, pursuant to
Article 12.1(a) above are:

(1) 10 days of equal length over each two week cycle

(2) nine days of equal length over each two week cycle with a day off (9-day fortnight
system).

(e) The administrative details regarding the above will be determined or modified with the
agreement of the workers and the CLRO.

(f)  The CLRO may allow Office Administrators to work at home from time to time. To work at home
on a given day, an Office Administrators must receive preapproval from the CLRO. Permission to work
at home on any given day remains within the sole discretion of the employer, noting that the Richmond
CEU office location is the primary work location for all Office Administrators.

12.2 Implementation

The implementation of any variation in hours will not result in any additional overtime work or payment
solely resulting from this varied schedule.

12.3  Hours and Days of Work — Business and Communications Representatives

Full-time Business and Communication Representatives under this Agreement will be expected to work
the equivalent of 35 hours per week (Monday to Friday), exclusive of a minimum one-half hour unpaid
lunch break per day and two, 15-minute paid breaks per day. Alternatively, Business and Communication
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Representatives may opt to work a 9-day fortnight schedule which is defined as working 70 hours over
nine consecutive work days, with the 10" work day off (i.e., every other Friday off), exclusive of one-half
hour unpaid lunch break per day and two, 15-minute paid breaks per day. Workers will have the option
of combining their paid breaks with their lunch. A Business and Communications Representative who
wishes to work the 9-day fortnight schedule may request to have the 10" work day off on a non-Friday.
The CLRO will consider such requests in light of operational requirements.

The CEU’s normal hours of operation are from 8:30 a.m. to 4:30 p.m., Monday to Friday. Daily hours for
each Business and Communications Representative shall depend on individual workloads, which may vary
because of the nature of the Employer’s operation, that of a trade Union servicing a large, widespread
membership. Business and Communications Representatives will inform the Employer of their
whereabouts, recognizing the regular office starting time for days they are scheduled to work in the office.

While the Richmond CEU office is the designated workplace for all CEU Employees, upon preapproval by
the CLRO, Business and Communications Representatives may work at home. When reviewing the
request, the CLRO will consider Business and Communications Representatives coverage in the office
during the time requested, among other operational considerations. Provided that business needs, office
coverage, and service to CEU Members are not compromised, permission to work at home by the CLRO
will not be unreasonably withheld. Where there are multiple work at home requests for the same time
period, and the CLRO decides that not all requests for a particular work at home time can be granted,
permission to work at home will be granted to Business and Communications Representatives on the basis
of seniority.

ARTICLE 13 - VACANT POSITIONS
13.1  Filling Vacancies

(a) Before filling any vacant position, notice of the vacancy will be received by each worker at least 10
working days prior to the closing date for the posting.

(b)  Where more than one qualified worker applies for a vacant position, the senior worker will be
given the position.

13.2  Probationary Period

(a) New full-time workers will be placed in a probationary capacity until the completion of up to six
months service. New part-time workers will be placed in a probationary capacity until the completion
of 910 work hours.

(b) Continuous temporary service will count toward the probation period.

ARTICLE 14 - SENIORITY
14.1 Seniority

(a) Seniority is defined as length of uninterrupted service in the Bargaining Unit and will be applied
on a Bargaining Unit wide basis.
(Please refer to the 2020 LOU between the parties at Appendix E for the Calculation of Seniority)
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(b)  Seniority will be applied in the following instances where preferences between workers are to be
determined:

(1) promotions - acting or permanent

(2) access to preferred hours and work schedules

(3) vacation

(4) overtime

(5) and any other working condition where preferences need to be determined.

(c)  No workers will suffer loss of seniority due to absence resulting from injury, sickness or any leave
of absence, provided that this provision will not apply to any workers who have voluntarily resigned or
been legitimately discharged for cause.

(d) The CEU will maintain a seniority list that will be provided to BCUWU upon request.

ARTICLE 15 - JOB SECURITY AND DUTIES (SEE LOU)
15.1 Job Security and Duties

(a) No permanent worker will be laid off during the life of the Collective Agreement. There will be no
reassignment of workers beyond 40 km of the current work site.

(b)  Upon written request, workers will be provided with a complete and current statement of duties
and responsibilities for their position.

(c) The CEU will provide workers with the statement referred to in Article 15.1(b) within 10 days of
the request, upon hiring, or anytime there is a change in duties.

(d) If there are substantive changes in duties the parties will negotiate new wage rates.

(e) Workers involuntarily moved from one position to another will be deemed for all purposes to
retain their substantive position.

(f)  In order to address issues of changing duties, work volume and training, the CEU agrees to meet
with the BCUWU within 30 days of receiving notice of an issue(s) to consult and consider
recommendations to address the issue(s) brought forward.

ARTICLE 16 - HEALTH AND SAFETY
16.1 Health and Safety Committee

(a) There will be a Health and Safety Representative in accordance with the requirements of
section 45 of the Workers Compensation Act at any given time.

(b) The Employer and Health and Safety Representative will meet upon the request of either party.
(c) The parties will adhere to the Workers' Compensation Board regulations.

(d)  The parties will attempt to resolve all occupational health and safety issues according to Workers
Compensation Act and Regulations.

(e) Nothing in this Article restricts the right of workers or the BCUWU to contact the Workers'
Compensation Board when there is reasonable cause to do so.
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(f)  Workers have the right to refuse to perform work they reasonably believe to be unsafe.

ARTICLE 17 - WORKER RIGHTS AND PROTECTIONS
17.1 Human Rights

The CEU will not discriminate against workers on the grounds of race, creed, colour, age, sex, marital or
parental status, religion, nationality, ancestry or place of origin, union membership or activity, political
affiliation or activities, sexual orientation or any other prohibited ground contained in the BC or Canadian
Human Rights Codes.

17.2  Personal or Sexual Harassment

The CEU and the BCUWU will comply with the Compensation Employees Union (CEU) Harassment Policy
dated September 11, 2018.

17.3  Personal Duties

Workers have the right to refuse to perform personal duties.
17.4  Picket Lines

Workers have the right to refuse to cross picket lines.

17.5 Job Protection

In the event that the CEU merges, amalgamates, affiliates or combines all or any part of its operations or
functions with another organization, all benefits and conditions of employment will be integrated and will
not be adversely affected, or, at their option, workers will be compensated in a mutually acceptable
manner.

17.6  Right to Decline
Workers will have the right to decline acting capacity or promotion.
17.7 Yearly Statement

Workers will receive a statement of their balance of vacation, sick leave, compensating time off for
overtime, and any other credit on a quarterly basis, via electronic format.

17.8 Severance Pay

Permanent workers will receive severance pay benefits as calculated on the basis of a full-time worker’s
entitlement in (a), (b) and (c) below at the workers current rate of pay for each completed year of
continuous employment:

(a) one (1) week on retirement;
(b) one (1) week on resignation with 2 or more years of continuous employment;
(c) one (1) week if the worker dies.
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17.9
(a)

(b)

Termination of Employment and Discipline
Just Cause and Burden of Proof

(1) No disciplinary measure in the form of a notice of discipline, suspension or discharge or
in any other form will be imposed on any worker without just, reasonable and sufficient cause
and without his/her receiving beforehand or at the same time a written notice showing the
grounds on which a disciplinary measure is imposed.

Notification to BCUWU

The CEU will provide to the BCUWU written documentation, including reasons, no later than 48 hours
after such written notification has been given the worker.

(c)

(d)

Suspension of a Worker During Investigation

(1) A worker will not be held out of service unnecessarily in connection with an investigation
but, when necessary, the time out of service will be with pay.

(2) Employer investigations will be conducted in a timely manner and employer decisions
flowing from such investigations will be made within a reasonable period.

Burden of Proof and Evidence

In the case of discharge and/or discipline, the burden of proof of just cause will rest with the CEU.

(e)

(f)

Notice of Disciplinary Interview

(1) The CEU must advise a worker and the BCUWU 24 hours in advance of a disciplinary
interview or disciplinary counselling session and indicate the purpose of the meeting, including
whether it involves the worker's personnel file. The CEU must remind the worker of his/her right
to have an Authorized Representative of the Union accompany him/her.

(2) A worker is entitled to all statements or evidence relied upon by the CEU as a result of the
investigation. A worker will be given an opportunity to offer comment or rebuttal.

Personnel File
(1) There must be only one personnel file for each worker.

(2) No disciplinary report, or document relating to a worker's conduct or performance will be
placed on that file or constitute a part thereof unless a copy of said report or document is given
to the worker within 10 days after the date of the alleged infraction or its coming to the attention
of the President or CLRO.

(3) No report or document relating to a worker's conduct or performance may be used
against him/her in the grievance procedure or at arbitration unless such a report or document is
part of the worker's personnel file.

(4) The CEU must not introduce at any hearing any report or document from the file of the
worker of which the worker was not aware at the time of filing.

(5) Any information relating to a worker’s attendance will not be publicly disseminated.
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(g) Incompetence

The CEU may terminate the current job of a worker in a particular position for failing to maintain a
satisfactory work performance, but the CEU will not exercise this right until:

(1) The worker has been given a warning in writing setting forth the reasons that termination
of his/her current job is contemplated; and a copy of this notice will be provided to the
BCUWU within 48 hours.

(2) A reasonable effort has been made by the CEU to enable the worker to improve his/her
work performance. The supervisor and the worker will work together, for a period of not less than
three months in an endeavour to raise the workers performance to an acceptable level of
competency.

The worker will be apprised of his/her progress during the aforementioned period at intervals of
not less than one month.

(h)  Release for Incapacity
(1) No worker will be terminated for reasons only relating to sick leave, LTD or WCB claims.

(2) Where the CEU intends to release a worker for incapacity, it will notify the worker
pursuant to Article 17.9(i) below and a copy of this notice will be provided to the BCUWU within
48 hours.

(3) If a grievance is submitted prior to the end of the notice mentioned above, the worker
will not be released until the grievance has been settled or disposed of by the BCUWU.

(4) The arbitrator seized of a grievance in relation to the release for incapacity may render
on any issue any decision that they consider just and equitable according to the circumstance.

(i)  Termination Notice
Termination by the CEU under Article 17.9(h) will be by notice, or pay in lieu of notice, as follows:

(1) where the worker has three months', or less, service with the CEU, a notice period of not
less than five days;

(2) where the worker has more than three months' service with the CEU, a notice period
of 90 days.

17.10 Indemnity

The CEU confirms its policy that where an action is brought against an employee as a result of the
employee carrying out a function of his/her employment, the CEU will conduct the action and may settle
or defend the claim and will indemnify the employee for and save the employee harmless from the costs
and any damages awarded; but the CEU is not required to give such protection when the conduct giving
rise to the action was wanton or reckless. Any dispute as to whether the conduct was wanton or reckless
is arbitrable.

17.11 Estate Payments

If a worker dies, payout for any outstanding wages or earned leave credits (including vacation, CTO, ETO,
and Article 17.8 - Severance Pay) will be made to the worker’s surviving spouse, or if none, to the worker’s
estate.
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ARTICLE 18 - GRIEVANCE AND ARBITRATION PROCEDURE
18.1 Definitions
In this procedure:

(a) Grievance means a difference between the parties respecting the interpretation, application,
operation or alleged violation of a provision of the Agreement. A grievance is also a dispute involving
the discipline of an employee bound by this Agreement.

(b)  Authorized Representative of the Union - is a person designated by the BCUWU.

(c) Shop Steward - is a worker appointed or elected to act as an Authorized Representative of the
Union. When a Shop Steward is unable to perform his/her function, the BCUWU will designate another
worker to act on their behalf.

(d) CEU - is any person authorized by the CEU to exercise the authority of the CEU.
(e) Days - means calendar days excluding Saturdays, Sundays and Holidays.
18.2  Right to Present a Grievance

(a)  An Authorized Representative of the Union may submit a grievance if they believe that a worker,
a group of workers, the workers as a whole or the BCUWU have been aggrieved or treated in an unjust
or unfair manner.

(b)  Right to Present a Policy Grievance

An Authorized Representative of the Union may present a policy grievance in order to obtain a
declaratory decision. A policy grievance may be presented in the following cases:

(1) where there is a disagreement between the CEU and the BCUWU concerning the
interpretation or the application of the Collective Agreement;

(2) where the BCUWU is of the opinion that a policy, directive, regulation, instruction or
communication of the CEU has or will have the effect of contravening any provision of the
Collective Agreement or of causing prejudice to workers or the BCUWU or of being unjust or unfair
to them.

18.3  Rights and Responsibilities of Shop Steward

A Shop Steward will not be prevented or impeded in any way in the performance of their BCUWU duties
while investigating a complaint or representing workers in accordance with the provisions of this Article.

18.4  Irregularities

The Authorized Representative of the Union will present grievances in the manner prescribed in this
Article but a grievance will not be invalid due to the fact it had not been dealt with at Step 1 or defeated
by reason of technical irregularity or the fact that it is not written on or in accordance with grievance
forms approved by the parties and provided by the CEU.

18.5 Presentation of Grievance

A worker who wishes to submit a grievance will transmit their grievance through the Authorized
Representative of the Union who will submit it to the CEU CLRO.
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18.6  Processing of Grievances - Levels
By mutual agreement, the time limits expressed in this Article may be extended.
Step 1

(a)  All grievances shall be discussed with the CLRO or designate (who shall be outside the bargaining
unit) in the presence of a shop steward within 25 calendar days of the occurrence of the difference, or
within 25 calendar days of when the employee first became aware of the difference.

(b)  If no resolution is achieved at Step 1, the grievance will be advanced to the Step 2 by submitting
the matter in writing, on the prescribed grievance form, stating the violation of the collective agreement
and the proposed resolution. The written grievance will be submitted to the CLRO or designate within
14 calendar days of the discussion in (a) above.

(c) Inthe case of a termination, the union will present the grievance within 14 calendar days and it
will automatically proceed to Step 2.

Step 2

(a) The union will present the grievance to the Business Manager and President or delegate within
14 calendar days after its submission pursuant to Step 1(b).

(b)  The CLRO or designate will reply in writing to the shop steward within seven calendar days of the
meeting, and if the grievance is denied, the reasons for the denial will be stated.

(c) The parties agree that if at all possible, the grievance will be resolved at this stage.

(d) If the grievance is not resolved at Step 2, either party may refer the matter to a single arbitrator
within 30 calendar days.

18.7 Abandonment or Failure to Reply

If the BCUWU fails to submit a grievance within the time limits stipulated in this Article, the grievance will
be deemed abandoned. Similarly, if the CEU fails to reply to a grievance in writing within the time limits
stipulated in this Article, the grievance may be referred to arbitration.

The time limits stipulated in this procedure may be extended by mutual agreement in writing between
the CEU and the BCUWU.

Furthermore, the BCUWU may withdraw a grievance, without prejudice, at any time.
18.8 Notification of Decision

The CEU will forward to the appropriate Authorized Representative of the Union a copy of the CEU's
decision at the same time the CEU's decision is conveyed to the worker(s) on whose behalf the grievance
was filed.

18.9 No Threats or Intimidation

No person who is employed in a managerial capacity will seek by intimidation, by the threat of discharge
or by any other threat or inducement, or by any other means, to cause a worker to refrain from processing
a grievance in accordance with provisions of this Article. When a grievance has been initiated at Step 1 of
this procedure, no representative of management will enter into discussion with respect to the grievance,
either directly or indirectly with the grieving worker(s), without the consent of the BCUWU.
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18.10 Distribution of Grievance Copies

When a grievance is submitted the CEU CLRO will immediately sign and date all copies of the grievance
and will be distributed forthwith by the CEU as follows:

Copy 1:to Management
Copy 2: to Secretary BCUWU
Copy 3: to Shop Steward
Copy 4: to the Worker

18.11 Arbitration

(a)

Right to Arbitration

When a grievance has been submitted and has not been dealt with to the satisfaction of the BCUWU,
the BCUWU may refer such grievance to arbitration if it is a complaint concerning:

(b)

(2) the interpretation, application or alleged violation of the Collective Agreement, including
discipline, discharge or separation of employment for any reason whatsoever;

(2) any alteration of an existing working condition concerning the payment to a worker of a
premium, an allowance or other financial benefit, or any discriminatory application of such
premium, allowance or financial benefit.

Referral to Arbitration

(1) When a grievance has not been resolved to the satisfaction of the BCUWU, it may refer
such grievance to arbitration within 30 days of receipt of the reply, failing which, the grievance
will be considered to be abandoned.

(2) When the BCUWU decides to refer a grievance to arbitration it will notify the CEU in
writing of each referral to arbitration. Such referral notice will contain the name of the proposed
arbitrator [in rotation from the list under 18.14(c)], the BCUWU's representatives' names and
addresses and the city where the hearing will be held.

18.12 Authority of Arbitrator

In all cases of discipline or discharge, the arbitrator will have the authority to rescind or to reduce such
discipline or discharge as it seems just and reasonable in the circumstances.

18.13 Arbitrator Fees

Costs of arbitration will be shared 50% by the CEU and 50% by the BCUWU.

18.14 List of Arbitrators

(a)

The arbitrators appearing on the list hereinafter will act in rotation and in the order in which their

name appears on the list. In the event that the arbitrator selected in accordance with these procedures
is unable to act, the case will be referred to the next named arbitrator on the list.

(b)

Where the list has been exhausted and none of the arbitrators designated therein is able to hear

the grievance, the parties will appoint another arbitrator as a substitute. If the parties are unable to
agree on the selection of an arbitrator within seven days, either party may apply to the Director of the
Collective Agreement Arbitration Bureau as indicated by Labour Code who will appoint an arbitrator.
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(c) The following is a list of agreed upon sole arbitrators:

John Hall
Chris Sullivan
Corinn Bell
Judi Korbin
Joan Gordon

18.15 Grievor's Right To Attend

Where grievor(s) attend at any level of the grievance procedure including arbitration they will suffer no
loss of regular salary for attendance. Reasonable preparation time to maximum of one day with no loss
of regular salary will be granted. They will be granted reasonable travel time and expenses with no loss of
regular salary to attend at any level of the grievance procedure including arbitration, where the hearing
is not held in the locale where the grievor works.

ARTICLE 19 - TECHNOLOGICAL CHANGE
19.1  Definitions
For this Agreement, the term "technological change" will mean:

(a) The introduction by the CEU of a change in the work, undertaking or business or a change in the
equipment or material from that previously used; or

(b) A change in the manner in which the CEU carries on the work, undertaking or business related to
the introduction of that equipment or material, which affects one or more workers.

(c) The CEU agrees to consult meaningfully with the BCUWU on technological change to seek to
eliminate adverse effects.

ARTICLE 20 - TERMS AND CONDITIONS OF EMPLOYMENT
The following terms and conditions will continue to be in full force and effect.

Free pop, juice, coffee etc.

ARTICLE 21 - SCHEDULES

All Appendices or Schedules of this Agreement form an integral part of this Collective Agreement.
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SCHEDULE "A" WAGES
Office Administrators as of May 1, 2021
Step 1 2 3 4 5 6 Special
Increment
Biweekly 2205.83 2287.63 2370.69 2456.76 2545.96 2638.38 2734.19
Monthly 4782.90 4956.53 5136.49 5322.99 5516.25 5716.50 5924.09
Annually 57394.86 | 59478.33 | 61637.81 | 63875.93 | 66195.01 | 68598.02 | 71089.05
Office Administrators as of May 1, 2022
Step 1 2 3 4 5 6 Special
Increment
Biweekly 2255.46 2339.10 2424.03 2512.04 2603.24 2697.74 2795.71
Monthly 4890.52 5068.05 5252.06 5442.76 5640.37 5728.12 6057.38
Annually 58686.24 | 60816.59 | 63024.66 | 65313.14 | 67684.40 | 70141.48 | 72688.55
Office Administrators as of May 1, 2023
Step 1 2 3 4 5 6 Special
Increment
Biweekly 2306.21 2391.73 2478.57 2568.56 2661.81 2758.44 2858.61
Monthly 5000.56 5182.08 5370.23 5565.22 5767.28 5857.00 6193.67
Annually 71890.64 | 62184.96 | 64442.71 | 66782.69 | 69207.30 | 71719.66 | 74324.04
Office Administrators as of May 1, 2024
Step 1 2 3 4 5 6 Special
Increment
Biweekly 2358.10 2445.54 2534.34 2626.35 2721.70 2820.50 2922.93
Monthly 5113.07 5298.68 5491.06 5690.44 5897.04 5988.78 6333.03
Annually 73508.18 | 63584.12 | 65892.67 | 68285.30 | 70764.46 | 73333.35 | 75996.33
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Business Representatives and Communications Representatives as of May 1, 2021
Step 1 2 3 4 5 6 Special
Increment
Biweekly 3242.82 3327.02 3458.59 3737.64 3885.59 4039.47 4241.47
Monthly 6800.16 7208.54 7493.62 8098.23 8418.80 8752.19 9189.86
Annually 84313.50 | 86502.61 | 89923.45 | 97178.83 | 101025.68 | 105026.28 | 110278.27
Business Representatives and Communications Representatives as of May 1, 2022
Step 1 2 3 4 5 6 Special
Increment
Biweekly 3315.78 3401.88 3536.41 3821.74 3973.02 4130.36 4336.90
Monthly 6953.16 7370.73 7662.23 8280.44 8608.22 8949.11 9396.63
Annually 86210.55 | 88448.92 | 91946.73 | 99365.35 | 103298.76 | 107389.37 | 112759.53
Business Representatives and Communications Representatives as of May 1, 2023
Step 1 2 3 4 5 6 Special
Increment
Biweekly 3390.39 3478.42 3615.98 3907.73 4062.41 4223.29 4434.48
Monthly 7109.61 7536.57 7834.63 8466.75 8801.90 9150.46 9608.05
Annually 88150.29 | 90439.02 | 94015.53 | 101601.07 | 105622.98 | 109805.63 | 115296.62
Business Representatives and Communications Representatives as of May 1, 2024
Step 1 2 3 4 5 6 Special
Increment
Biweekly 3466.67 3556.68 3697.34 3995.65 4153.81 4318.31 4534.26
Monthly 7269.58 7706.14 8010.91 8657.25 8999.94 9356.35 9824.23
Annually 90133.67 | 92473.90 | 96130.88 | 103887.09 | 107999.50 | 112276.26 | 117890.79

May 1, 2021 = 2.25%
May 1, 2022 = 2.25%
May 1, 2023 = 2.25%
May 1, 2024 = 2.25%

When a position is filled on a permanent basis, it will not be filled at a rate below step 6. The increments
below Step 6 are there to allow the employer the ability to fill positions on a temporary basis.

If the CEU hires someone at Special Increment and there is a current permanent employee(s) at Step 6 in
that classification, the employee(s) must be moved to Special Increment.
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APPENDIX A
BARGAINING UNIT JURISDICTION

The CEU and the BCUWU agree to the following with regard to certain bargaining unit work performed by
individuals not agreed to by the parties to be workers or management/exempt.

1. The current work performed by the bookkeeper, by the janitor and by the students will not be
covered by the Collective Agreement.

2. A significant change or expansion of the work or personnel outlined in 1. above may only occur
with the agreement of the BCUWU.

3.  The current personnel engaged in the work outlined in 1. above will not be required to hold
BCUWU membership nor will any dues be payable.

APPENDIX B
SENIORITY FOR ASSIGNMENTS

1. The CEU recognizes the principle of seniority as it applies to assignments.
2. The BCUWU recognizes the need for flexibility given the CEU is a small employer.

3. Where the parties disagree around duties assigned to a given position, they will consult and
attempt to arrive at consensus.

APPENDIX C
Compensation Employees' Union (CEU) Harassment Policy, dated September 11, 2018

Harassment Policy
Purpose

The purpose of this policy is to assist all CEU members and employees to identify and prevent
discriminatory and personal harassment regarding all CEU business, activities, and events, and to provide
procedures for handling and resolving complaints. This policy seeks to promote the well-being of all
members and employees by valuing the integrity and trust of all.

Definitions:

Complainant — An employee or member who has brought forward or filed a complaint under the terms
of this policy alleging an act of discrimination or personal harassment has occurred.

Respondent — An employee or member who is alleged to have discriminated against or personally
harassed a complainant.

Investigator — An individual named to investigate, through fact finding, formal complaints of
discriminatory or personal harassment.
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Discriminatory harassment is contrary to the law and may occur at or away from CEU places of business,
activities, or events and:

1. Is based on or related to a prohibited ground of discrimination set out in the Human Rights Code
of British Columbia, namely: race, colour, ancestry, place or origin, political belief, religion, marital
status, family status, physical or mental disability, sex, sexual orientation, age, or conviction for a
criminal or summary conviction offence that is unrelated to employment; and

2. Is unwelcome or is of such a nature that it would be reasonable to assume that it is unwelcome;
and

3. Detrimentally affects the work environment or leads to adverse job-related consequences for the
complainant.

Examples of discriminatory harassment may include, but are not limited to:

o Displays of offensive, derogatory, or sexually explicit pictures, photographs, cartoons, drawings,
symbols, and other material

. Unwanted and unnecessary touching, patting, pinching, or other suggestive physical contact
o Offensive remarks about sexual orientation

. Racist language, slurs, derogatory comments, or stereotypes

o Telling racist or ethnic jokes that are by their nature embarrassing or offensive

. Threats or abuse based on colour, language, or ethnic background

. Displaying or distributing racist cartoons, posters, graffiti, books, or pamphlets

Sexual harassment most commonly occurs in the form of behaviour by males toward females; however,
sexual harassment can also occur between males, between females, or as behaviour by females toward
males. Sexual harassment is defined as unwelcome sexual advances, requests for sexual favours, or other
verbal or physical conduct of a sexual nature when:

1. Submitting to or rejecting this conduct is used as the basis for making decisions which affect the
individual; and

2. Such conduct has the purpose or effect of interfering with an individual’s performance; and
3. Such conduct creates an intimidating, hostile, or offensive environment.

Personal harassment can take many forms — behaviours, words, or actions. It can consist of a single
incident or several incidents over a period of time. Personal harassment prohibited by this policy is
conduct that meets the following two criteria:

1. May or may not be intended to cause harm to the recipient(s); and
2. Would be reasonably known or expected to be offensive or humiliating.

Personal harassment does not include every conflict or interaction that an employee or CEU member may
find unpleasant. The harassment process should not be used to vent feelings of minor discontent or
generalized dissatisfaction within the context of CEU business, activities, or events.
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Personal harassment may include bullying, ostracism, or hazing. Examples of specific behaviours that may
constitute personal harassment include, but are not limited to:

. Epithets, derogatory comments, slurs, jokes, gossip, innuendo, abusive comments or yelling

o Condescending, paternalistic, or patronizing behaviour, which undermines self-esteem,
diminishes performance, or adversely affects the environment

. Unwanted touching, patting, blocking movement, or gestures
. Written or verbal threats or demands

. Practical jokes, which cause awkwardness or embarrassment, endanger a person’s safety, or
negatively affect performance

Retaliation — Any action with a negative impact against an individual for having filed a complaint under
this policy, for participating in any procedure under this policy, or for having been associated with a person
who files a complaint or participated in any procedure under this policy. Acts of retaliation will not be
tolerated and will be treated as harassment. Examples of specific behaviours retaliation that may
constitute retaliation include, but are not limited to:

o Negative changes in terms of conditions of employment
o Denial of opportunities, including training or committee work

o Personal harassment, including ostracism or exclusion from normal social and professional
interactions

. Threat of removal from committees or steward activities
Policy
Commitment Statement

1. Every CEU member and employee has the right to work in an environment free of harassment.
This right includes the responsibility to eliminate harassment in our workplace, either as a participant
or as an observer. Harassment not only poisons our union for the individual(s) being harassed but for
all of those who witness the harassment. The CEU will not tolerate it.

2. This policy and procedure outlines the commitment of the CEU and its Executive to ensure a
harassment free workplace as required under the applicable legislation. The policy and procedure will
act as a guide to union members and employees. The CEU also acknowledges their responsibility to
support and assist persons subjected to harassment by outside stakeholders.

3. In keeping with the spirit of this commitment, the CEU does not tolerate any form of harassment
on the basis of race, religion, ancestry, place of origin, colour, ethnic origin, citizenship, creed, sex,
sexual orientation, disability, age, marital status, family status, or record of offence, by other members
or employees.

4. A copy of this policy has been reviewed at the Union’s Annual General Meeting. It is also posted
on the CEU website and written copies are available for members and employees on request.

5. Any member of the CEU who is found to be in breach of this policy may be disciplined in
accordance with this Policy. Similarly, any staff member who is found to be in breach of this policy may
be disciplined in accordance with the Collective Agreement in place between the CEU and BCUWU.
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Policy Statement and Scope

6.

This policy applies to all employees, directors, and members of the CEU, as well as those with

whom the CEU does business. It applies to all situations where harassment occurs during the course of
any CEU business, activities, and events. All incidents of harassment, regardless of who the offender is
will be investigated.

7.

The CEU will not tolerate discriminatory or personal harassment in any interactions connected to

business, activities, and events within or external to the CEU. This policy is not intended to constrain
normal social interactions, inhibit free speech, or interfere with the Union’s rights and responsibilities
when carrying out its duties pursuant to the Constitution and Bylaws.

Procedures

8.

These procedures will apply regardless of who the complainant or the respondent is. In instances

where an Executive of the CEU or the CLRO, or his/her designate, is party to a complaint, these
individuals will recuse themselves from involvement in the procedures.

Process

9.

a. Complaint is filed: an employee or CEU member may file a verbal or written complaint. In the
case of a verbal complaint, the CLRO or delegate, along with the complainant will fill out the
complaint form. All written complaints must indicate the name of the complainant and the
respondent, along with information on the particulars of the complaint.

b. The CLRO, or his/her designate, will receive all verbal or written complaints filed under this
policy, and the complainant will be contacted within three business days to confirm the receipt
of said complaint.

c. The CLRO, or his/her designate, will make all decisions concerning the scope and timeliness
of a complaint.

d. The CLRO, or his/her designate, will provide the respondent(s) with the name of the
complainant, information on the particulars of the written complaint, and the respondent(s) will
have an opportunity to respond.

e. The CLRO or his/her designate will assign an investigator(s) as required under this policy.

f. Investigator(s) assigned: an investigator will be appropriately trained. The investigator will act
as a fact-finder. They will also have the authority to initiate a dispute resolution process.

g. An external investigator(s) may be appointed to investigate the complaint, prepare a report
setting out the allegations, responses, and findings of fact. At the discretion of the CLRO, or his/her
designate, the external investigator can determine if a breach of this policy has occurred and
impose a penalty.

h. Investigation is conducted: an investigation will be undertaken as quickly as possible. In all
cases, the complainant will be contacted by the investigator within two weeks of a complaint
being accepted for investigation.

i. Interviews: the complainant and the respondent, as well as other potential witnesses able to
provide relevant information, will be interviewed individually. At all stages, each party has the
right to be accompanied by a lay-person of their choice.
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j.  Investigator(s) report: when a dispute resolution process is initiated and successfully
concluded, the contents of the report will reflect the remedy.

k. Investigator(s) report: when a dispute resolution process is not initiated and/or successfully
concluded, the investigator will file a report setting out the allegations, the responses, the findings
of fact, and recommendations made by the investigator(s).

I. Investigator(s) report will be sent to the CLRO, or his/her designate, for final dispensation.

m. Final outcome: the CLRO, or his/her designate, will review the findings of the investigator.
Determining culpability and discipline will be the sole responsibility of the Business Manager, or
his/her designate. The Business Manager, or his/her designate, will inform the complainant and
the respondent, in writing, of the final outcome of the investigation.

Appeal Process

10. A CEU employee can grieve any decision under this policy but does not have the right to appeal.
The employee may grieve any action taken by the CEU using the grievance procedure pursuant to the
Collective Agreement in force between the CEU and BCUWU.

11. Should the CLRO be a named as a respondent, he/she has the right to appeal any decision made
under this policy provided they submit a written appeal notice to the CEU President, or his/her
designate, within 15 days from the date the written decision was sent to them. An external investigator
will be assigned by the CEU President, or his/her designate. The investigator will determine the outcome
of the appeal and prepare a written decision. A copy of the decision will be forwarded to the CEU
President, or his/her designate, the complainant and the respondent.

12. Members have the right to appeal any decision made under this policy provided they submit a
written appeal notice to the CLRO, or his/her designate, within 15 days from the date the written
decision was sent to them.

13. Upon receipt of the written appeal notice the CLRO, or his/her designate, will appoint an external
investigator to dispose of the appeal. The investigator will be appointed within 15 days of receipt of the
appeal. The investigator will determine the outcome of the appeal and prepare a written decision. A
copy of the decision will be forwarded to the Business Manager or his/her designate, the complainant
and the respondent.

14. No further appeal may be made under this policy.
Contravention of Policy

15. If there is a finding of harassment the CLRO, or his/her designate, may impose a penalty. The
consequences for breaching this policy may include, but are not limited to: an apology; counselling;
education and/or training; a verbal or written reprimand; suspension; with or without pay, termination
of employment; placing conditions on a member’s ability to hold office; removal from office; fine, or
some other form of discipline.

16. In the event there is a finding of harassment where the CLRO is named as the respondent, the
CEU President may impose a penalty.

Time limit for filing a complaint
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17. The CLRO, or his/her designate, will not pursue a complaint when it is initiated more than six
months after the date of the incident(s) on which the complaint is based. The limitation period may be
extended if the delay was incurred in good faith or if the delay does not result in prejudice against any
of the individuals involved. A decision concerning the timeliness of a complaint is subject to the appeal
process.

Frivolous or vexations complaints

18. Complaints investigated under this policy may not constitute a breach of this Policy. In such cases,
that does not automatically mean the complaint was frivolous or vexatious in nature.

19. Frivolous or vexations complaints are those where the complainant or others know there is no
foundation in fact suggesting a breach of this policy and where the complaint is filed for the purpose of
bringing an adverse consequence to the respondent or others. Such complaints are a breach of this
policy and any employee or member engaged in the presentation or filing of such a complaint may be
subject to discipline.

Confidentiality

20. The CEU recognizes it can be extremely difficult to come forward with a complaint of harassment,
and that it can be devastating to have allegations of harassment made against an individual. The CEU
recognizes the interests of both the complainant and the respondent in keeping the matter confidential.

21. The CEU shall not disclose to outside interests/parties the name of the complainant, the
circumstances giving rise to the complaint, or the name of the respondent unless a disciplinary or other
remedial process requires such disclosure.

22. Records of the investigation, including interview, evidence and recommendations will be securely
maintained within the offices of the CLRO, or his/her designate.

Review of policy

23. The policy will be reviewed as needed and will comply with the appropriate legislation and/or
OHS policies.

APPENDIX D
LETTER OF UNDERSTANDING

It is recognized that both Office Administrators are involved in a significant amount of administrative and
setup work for the out of town Shop Steward School. It is also recognized that there is a certain amount
of administrative and other work that could be performed during these schools. It is further recognized
that the Office Administrators have shown an interest in attending these events. To facilitate voluntary
attendance and participation the parties agree:

If the Office Administrators attend an out of town Shop Steward School their travel, accommodations and
meals will be provided. In addition, they will be provided a day off for each day of attendance on the
Saturday and Sunday of the seminar. They will he required to assist where necessary in various duties that
may occur during the seminar.

Itis understood by the parties that attendance at the school requires pre-approval of the CLRO. It is further
understood that attendance is voluntary.
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APPENDIX E
Letter of Understanding

CALCULATION OF SENIORITY
Whereas:
a)  The parties are covered by a Collective Agreement covering the period of May 1, 2017-
April 30, 2021.
b) During negotiations, the parties agreed that they would meet to determine the method of
calculation of seniority.
The parties agree to the following terms:
1)  Seniority shall be calculated based on all paid hours, excluding overtime.
2)  Seniority shall continue to accrue while workers are on leave due to sickness, injury or

any other approved leave of absence including while in receipt of WCB Benefits,
Long-Term Disability Benefits or pregnancy/parental leave.

3) Within 30 days of signing, the Employer will provide the workers and the Union a seniority
list as per 1) above. The workers and the Union will have 30 days to review and report any
errors.

4)  Thereafter, the Employer shall provide a seniority list to the workers and the Union
annually calculated as per 1) and 2) above.

This Memorandum of Agreement will remain in effect until replacement language is negotiated by the
parties.

APPENDIX F
Letter of Understanding

CEU MEMBERS — MENTORSHIP AT CEU OFFICE

CEU may opt to provide mentorship to CEU Members in the Union office. In such circumstances, the
following terms will apply:

(a) Each mentee will be appointed to the Union Office for a period of six weeks ("Mentorship
Period");

(b)  During the Mentorship Period, CEU will pay dues to BCUWU on behalf of the mentees;
(c) Each mentee will be assigned to a Business Representative or Communications Representative

as a mentor. No Business Representative or Communications Representative will be forced to
mentor. The decision to act as a mentor will be strictly voluntary on the part of the Staff
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Member. Where the number of volunteer mentors exceeds the number of mentees at any given
time, Business Representatives and Communications Representatives will be assigned the
mentorship opportunity in order of seniority.

(d)  Where a Business/Communications Representative has acted as a mentor, for each Mentorship
Period performed, the Business/Communications Representative will be provided with:

(i)  an educational credit of $3,000 to be used within 2 years to attend one or more
educational opportunities, as approved by the CLRO. This credit may be used to pay for
course fees; travel related to attendance at the course/training; and, lodging related to
the course/training;

(i) 5 days (35 hours) of employer-paid education leave, including meal expenses, to attend
these approved courses/training; and,

$3,000 gross, paid as additional salary over the remaining pay periods in the calendar year, in lieu of
anticipated daily overtime hours worked by the Business/Communications Representative in, and
immediately prior to, the Mentorship Period while planning/arranging mentorship experiences;
debriefing mentee events and tasks; liaising with the CLRO etc.
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