






































































































































































































































































































































APPENDIX “A” — Continued
—=——=—=4 A - Lontinued

B.8

B.S

B.10

B.11

B.12

B.13

‘Sub B - Layoff Procedures (Continued ) .

An alternate empl’oymeht opportunity shall include consideration of the following
actions: : ‘

o

- . Waiving of the posting requirement for current vacancies.

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

As Well, the Layoff Sub Commnittee may canvas other employees who rhay wish to
frade positions with the laid off employee during the alternate employment
Opportunity. . :

When a regular employee is placed in an alternate employment opportunity, the
employee shall have his/her wage, benefits, inérements and right to wage ‘
increases protected in the pay band he/she was receiving at the time of layoff,

Salary protection shall be for the basic pay band assigned to the layoff position
only. Salary protection will not be extended to cover any stipends for teaching,
B.C. stationary engineers certificate — 4" class, journeyman trades certificate, or
pesticide certificate 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 first alternate opportunity placement. '

In identifying alternate employment opportunities, the Layoff 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

expected to.perform the duties of the position after a basic orientation, the posting

requirement for the position will be waived and the employee shall be placed in the
position. ' . ,

Should either the employee or the supervisor identify, within the first four months of
the alternate employment opportunity placement, in the same or lower pay band,
that there are serious problems occurring in the ability to perform the work of the
new position, the Layoff Sub Committee will cancel the placement and process an

alternate employment opportunity if possible. When placement is in a higher pay .

band, a trial period as defined in Article 14.05 shall apply.

When an alternate employment 'opportuni‘cy has been actioned, both the employee
and the supervisor will be requested to provide feedback to the Layoff Sub
Committee regarding the appropriateness of the placement and the effectivenass
of the Policy. = ‘ .
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" APPENDIX “A” - Continued

Sub B - Lavoff Procedures (Continued)

Bumping Options:

B.14 Should the Layoff Sub Committee be unable 1o identify any alternate émployment

- B.15

B.16

B.18

Opportunities, the employee must choose one of the other identified options.

When an employee chooses the severance option, the severance amount as
calculated under Article 15.05 shall be reduced by the additional wages required to
provide salary protection. ’ : '

In the following order, the Layoff-Sub Committée shall identify the position(s) the

employee is.able to perform and the related pay band(s) that the employee will
move to: -

(@)  Wherever possible, a junior position in the same pay band with the same or
greater hours.

- (b)  Where (a) is not possible, the following options will be considered in order to

minimize the economic impact to the Jaid off employee:

- A junior position in a higher pay band with the 'same or greater hours,
when the employee has previously held the position and successfully
completed a probationary or trial period therein.

- A junior posiﬁqn in the same pay band with less hours.

- A junior position in a lower pay band closest to the employee's pre-
layoff pay band with the same or greater hours.

- A Jjunior position in a lower pay band,clos_eét to the employee's pre-
layoff pay band with less hours. . ' .

A junior position will be the most junior position that satiéfies the intent, not

necessarily the junior position in the pay band.

Where more than one position is feasible, but they are significantly differentin
nature, the Layoff Sub Committee shall consult with the employee prior to making
the final decision.

Where the bumping situation defined in #16 is to a position at the same or higher
pay band as that currently received by the employee, the employee shall be placed .
at the pay step that is equal to the employee's current rate. If no rate is equal, the
employee will be placed at the next pay step which is higher than the current rate.

/
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APPENDIX “A” — Continued .

- Sub B - Layoff Procedures (Continuedl

B.19

' B.20

If the employee is placed at a pay step that is equal to their current rate, the
employee shall receive credit for service in the step of the original pay band,
towards their next increment. : : :

The employee shall maintain all rights to incre-n'ﬁen’cs and any further salary
increases. - ' '

Where the bumping situation identified in #1 6 is to a position in a lower pay band,
the employee will be placed in the pay band for the bumped position and at the
salary step that would minimize the employee's loss in pay (excluding any stipends
previously received). Only employees with five or more years of service with the
College may be placed at Step E of the new pay band.

By mutual agreement of the pariies, Article 23.07 of the Collec.ﬁve'Agreement is
waived to provide: : :

(@ That employees with five (5) or more years of service with the College may
‘be placed at Step E of the new pay band. ‘

(b)  That employees shall receive credit for service in Step D towards their next

increment, including Step E.

C—RECALL PROCEDURES:

CA1

c2

The recall option exists for all employees, other than those who ha've' chosen the
severance option, for a two (2) year period. :

Recall of employees shall be based on seniority provided that they are able to
perform the available work.

Internal Recall:

c3

When an employee has maintained employment with the College, either through
the alternate employment Opportunities or bumping options, that employee shall

* remain on an internal recall list and shall have the right of first refusal should

C.4

C.5

his/her position (same classification, department, status and hours) be reinstated.

Employees on the internal recall list shall make all other job changes through the
Collective Agreement's provisions for vacancy competitions.

An employee on the internal recall list who accepts a permanent placement, by -~
viriue of alternate employment or bumping, forfeits any right to a severance
payment.
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APPENDIX “A” — Continued

Sub C — Recall F‘rocedures (Continued)

C.6
C.7

C.8

An employee on the internal recall list- who resigns shall lose hié/her right to any
further recall. - .

An employee recalled to his/her former position shall be reinstated at the pay step
that he/she was receiving at the time of layoff.

- An employee who bumps to maintain _embloyment and subsequently returns to

their previous position, shall be entitied to credit for the time worked towards the
next increment. :

External Recall:

C.9

C.10

C.11

- C.12

C.13

~C.14
C.15

C.16

When an employee has not maintained employment with the College that
employee shall be placed on the external recall list on the basis of seniority and
shall have the right of first refusal for any alternate employment opportunity which
he/she is "able to perform". :

Able to perform is defined under Section A of this policy.

An employee on the external recall list may request the College to pay out the
Severance package at any time during the two (2) year period and at that point
shall be deemed to have resigned. . ‘ :

An employee on the external recall list shall have the right to be recalled into a.
position of a higher pay band than that of his/her laid off position when that
employee has previously been an incumbent of that position and has passed a
probation or trial period in the position. :

The Union agrees that postings for vacant positions may be waived in order tb offer
employment that will enable a laid off employee on the external recall list to return
to the College. ‘

The College will give priority to employees on the external recall list when casual
and term assignments of leSs_ than three (3) months oceur., '

After two (2) years oh the external recall list, the employee shall be deemed
terminated and the severance pay shall be paid.

An employee recalled to other than his/her former position shall be appointed to the
pay band and associated with that position and shall receive the pay siep in
accordance with Section B.18, B.19 and B.20 of this Policy. ‘
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APPENDIX “A” — Continued

Sub C - Recall Prbcedurgs (Continued)

General:

C.17

C.18.

C.19
C.20
C.21

C.22

An employee is not removed from the internal recall list-until the expiry of ’E\Nenty-
four (24) months or reinstatement to his/her original position, whichever comes
first. '

An employee is not removed from the external recall list until twenty-four
accumulated months-without employment or acceptance of a position with the

- same status (regular or term) as that held at the time of layoff.

Acceptance of employment opportunities at the Cdllege that are not of the same
status as that held at the time of layoff shall extend the period of recall rights by the
length of such employment.

No employee shall be removed from the recall lists for refusal to accept _
employment unless such empioyment offer was to the same position, staius and
hours as that from which he/she was laid off. : :

The Labour Management Co-operation Committee's Layoff Sub-Committee shall
identify the appropriate recall opportunities. '

Term employees shall only have the right of recall into term positions for the

.duration of the term of their appointment to the laid-off position.

EN
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' APPENDIX “B*
SYSTEM-WIDE ELECTRONIC JOB REGISTRY
.
System Wide Electronic Registry and Human Resource Database

Where required and applicable for issues pertaining to the provisions of the Human
Resource Database and Systern wide Electronic Registry, the Post Secondary Employer
Association (“PSEA”).shall as the employer’s bargaining agent make every effort to
ensure that these two Articles are applied with the same effect as they have had in the -
Support Staff Common Agreement..

The PSEA will establish and maintain a system-wide electronic registry of job postings
and the necessary Supporting database. :

(a) Posting

(0 Employers shall ensure that the internal selection procedure in the
applicable local collective agreement has been concluded prior to
job postings being listed on the system-wide registry.

(i) Institutions will post on the Registry all employment opportunities of
~ half-time or more and longer than three months in duration that are
available to applicants beyond those employed by the institution.

(ify  Postings will be removed from the registry one (1) week after the
closing date. )

(iv)  Employers may elect to include job postings from institutions not
covered by this Agreement. '

(v) Unions, employers and employees have the right to access the
information on the system-wide registry. Computer terminal access
will be provided and the location will be mutually agreed at the local
level. Where Internet access is not available, other arrangements
will be made.

(b) Electronic Registry of E!igiblé Employees (Régistrants)

(i) Employees covered by the Agreemeht are eligible for listing on the
System-wide registry if they are regular employees who have
received notice of layoff or who have been laid off.

(i) Laid-off employees will become ineligible in the following situations:
1. They are recalled or appointed to an equivalent position at the
institution from which they were ldid-off;
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2. They obtain an equivalent paosition as a result of being listed on

.- the system —wide registry; or A

3. Upon the expiration of the employee’s recall rights, or two (2)
years from the date of registration, whichever is later.

(c)  Application Procedures

i) An employee applies for a listing on the system-wide registry
through the employee’s Human Resources Depariment by
completing the form in Appendix A.

(i.i) The institution will immediately forward the completed form to {he
: PSEA who will fist eligible employees on the system-wide registry.

(iii) A registrant is responsible to ensure the information is current and
to immediately notify the Employer and the local Union if the
registrant is no longer available for employment through the
Registry. :

(d) Registrént Applying for Vacancies

(  ltisthe responsibility of registrants listed on the system-wide
registry to inquire about and apply for the available positions.

(i) Registrants applying for a posted position in the manner prescribed
by the posting institution must inform the institution at the time of
application that they are a: registrant on the system-wide registry
and what their registry status is as per Appendix A.

()  Rights of Registrants

(i) Entitlement for Interview

Registrants who apply for a job posting at an institution who meet

~ the selection criteria as described in the job posting will be
interviewed in person, by phone or video conference. " In the event

. that more than five (5) qualified registrants apply, the institution shall
interview the five (5) most senior qualified registrants plus qualified
external applicants. Registrants will be given preference over '
external applicants for registry job postings. Selection will be made:
on the basis of the selection language in the local collective
agreements. ‘ ' .

(in) Entitlements for Successful Applicants
Orientation/Training: A registrant who accepts an offer of _

available work shall be entitled to a reasonable amount of
orientation and training.
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Benefits: Registrants who are eligible for health and welfare
benefits at the hiring institution shall have the waiting period(s)
waived subject to.carrier provisions.

Seniority: All registrants who accept an offer of available work at
the hiring institution shall have their seniority recognized for all
Ppurposes other than severance accrual for subsequent layoff. If
necessary, the seniority will be recalculated in accordance with the
collective agreement at the hiring institution. ‘ ‘

Relocation Costs for Re Istrants: Relocation costs for successful
applicants who change residence as a result of the- hiring that are
Supported by proper proof of expenditures within ninety (90) days of
commencing employment, will be paid by the hiring institution in
accordance with its relocation policies and practices for the position
for which the regisirant was hired. If funding is avaiiable, the cost
will be réeimbursed to the hiring institution form the Labour
Adjustment Fund.

Recall and Repayment: An employee hired from the Registry who
Is recalled by an institution and returns to work at the institution will
pay relocation costs from that institution that hired him/her in
accordance with if's relocation policies and practices for the position
for which the registrant was hired.

Re orting of Registry Activities: Employers shall }eport all
registry activities to the Labour/Management Relations Committee,
including names of those interviewed and those hired. :

HUMAN RESOURCES DATABASE
—A NEoVURLES DATABASE

The Parties agree to provide and ‘support the accumulatiqn'and dissemination of
available data to the Centre for Education information Standards and Services, or some

'Th_e Parties recommend that the Ministry of Advanced Education, Treiining and
Technology provide funding to assist in the gathering, analysis, and mairtenance 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
e Types of coverage
- Participation rates : ‘ ’
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Premiums

Cost sharing

Commission costs ‘

Available studies commissioned by Government agencies e.g.,
comparative benefit analysis)

Carrier contracts

Coliective Be@rgaining

Wage information and any other bargaining unit compensation
information requested- o
Demographics: age, sex, salary, placement, status’

Analysis of local Collective Agreemenits 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

20062010 Collective Agreement 117 CUPE Local 2081 & Camosun Coﬂeve



