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DEFINITIONS
In this Agreement:
@ "Continuing Contract" shall mean a contract of employment that is in force from year to year.
(b) "IEP" shall mean an Individualized Education Plan.

(© "LAST" shall mean Language Arts Support Teacher.

(d) "Principal™ shall mean the Principal of the School. The Principal is the senior administrator at the
School and it is understood that the Principal may designate and delegate functions to other administrative
staff, including the Vice-Principal.

(e "Regular” or "Continuing" employee shall mean an employee who holds a continuing contract.

()] "School" shall mean the Society for the Education of Children with Specific Learning Disabilities
and Kenneth Gordon School. It is understood that the School designates and delegates administrative
functions to its administrative staff.

(9) "SEA" shall mean a Special Education Assistant.

(h "Teacher On Call (TOC)" shall mean a teacher who provides day to day teaching that is less than
twenty (20) consecutive teaching days in any one teaching position. An "On Call employee" may also
refer to other classifications.

(i "Temporary Contract" shall mean a contract of employment which is in force for a specific
duration or purpose and for a specific percentage of time which shall begin and end in the same school
year.

() "Temporary Contract Teacher" shall mean a teacher who teaches a minimum of twenty (20)
consecutive school days as a replacement for a teacher who will be returning to the school and shall also
include filling a vacancy that occurs after the commencement of the school year for the duration of that
school year.

(K) Temporary Contract Tutor" shall mean a tutor who tutors for a minimum of twenty (20)
consecutive school days as a replacement for a tutor who will be returning to the school and shall also
include filling a vacancy that occurs after the commencement of the school year for the duration of that
school year.

() "Tutor" Wherever Tutor is used in this Agreement, it is understood to mean Academic
Therapeutic Tutor.

(m) "Tutor On Call (TOC)" shall mean a tutor who provides day to day tutoring that is less than
twenty (20) days in any one tutoring position.

(n "Union" shall mean the B.C. Government and Service Employees' Union. It is understood that the
union designates and delegates functions to the President and other officers and members of the Union.

(0) "Vice-Principal" shall mean the Vice-Principal of the School, who is an administrator at the
School.



BCGEU and Kenneth Gordon School (06/2011) Page 2

ARTICLE 1 - PREAMBLE
11 Purpose of Agreement

(@ The purpose of this Agreement is to establish and maintain orderly collective bargaining
procedures between the School and the Union. It is recognized by this Agreement to be the duty of the
School and of the employees to co-operate fully, both individually and collectively, for the
advancement of these purposes.

(b) The parties to this Agreement share a desire to maintain the high level of service being provided
to the students of the School. Accordingly, they are determined to establish an effective working
relationship between the employees and the School.

1.2 Recognition of Objectives and Principals

The School and the Union acknowledge and recognize the following mutual objectives and principles:
STATEMENT OF PURPOSE

(@) The School exists for the benefit of its students. The foundation of the school is a conviction that
a school environment organized specifically for the needs of children with specific learning disabilities
is more academically effective and emotionally supportive for these children than mainstream schools.

(b) In managing and directing the activities of the School the Board of Directors and administrators
strive to further its founding goals and traditions as a Canadian independent school for children with
specific learning disabilities.

The School welcomes and requires parent and alumnae involvement in the life of the School.

13 Future Legislation

In the event that any future legislation renders null and void any provision of this Agreement, the
remaining provisions shall remain in effect for the term of the Agreement, and the parties shall consult
with a view to reaching mutually agreeable provisions to be substituted for the provisions rendered null
and void.

In the event any future legislation materially alters the intent of any clause in this Agreement, either party
may request consultation with a view to seeking an amendment or clarification of the clause.

1.4 Use of Terms

Wherever the singular is used in this Agreement, the same shall be construed as meaning the plural if the
context requires unless otherwise specifically stated.

Whenever the feminine form is used in this Agreement it shall be construed as if the masculine had also
been used.
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ARTICLE 2 - MANAGEMENT RIGHTS
2.1 Management Rights

It is recognized and acknowledged that the management and direction of the employees and activities of
the School are vested exclusively with the School through the Board of Directors, the Principal and the
Vice-Principal, except as otherwise provided in this Agreement. Without limiting the generality of the
foregoing, it is the function of the School to:

(@) maintain order, discipline and efficiency and make, alter and enforce reasonable rules,
regulations, policies and practices;

(b) select, hire, discipline, discharge, assign, reassign, transfer, evaluate, classify, and promote
employees;

(c) establish, modify or eliminate job functions, job content, teaching assignments, and job
descriptions;

(d) determine the services and courses to be provided and to alter, eliminate, establish or change
services, courses and objectives;

(e) determine the size and location of its operation;
(F)  effect changes in methods, operations, organization, facilities, systems and equipment; and
(g) determine the schedule of hours of the School,;

provided, however, the provisions of this article will be exercised consistently with the other provisions of
this Agreement and not be used for the purpose of discrimination against employees.

2.2 Union Rights

Avrticle 2.1 shall not restrict, limit or nullify those rights and obligations specifically granted to the Union
pursuant to this Agreement.

ARTICLE 3 - DUTIES AND RESPONSIBILITIES OF TEACHERS

3.1 Conduct of Teachers

Teachers shall at all times conduct themselves in accordance with the objectives and principles as set
forth in Article 1 of this Agreement.

3.2 Standards of Excellence and Professional Competence

Teachers shall endeavour to develop in their students an appreciation of standards of excellence and shall
strive at all times to achieve and maintain the highest degree of professional competence and to uphold
the honour, dignity and ethical standards of the teaching profession.

3.3 Student Focus

Teachers are expected to be student focused: that is, to be responsive to the diverse learning styles, needs
and abilities of students; to speak towards students with respect and dignity; and to regard as their first
duty the effective education of the students.
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3.4 Student Welfare

Teachers shall concern themselves with the welfare of their students including their safety, emotional and
physical security, while they are under their care.

3.5 Standards of Performance

Teachers are expected to demonstrate a superior standard of performance in all areas of their daily work
such as: knowledge of subject matter, understanding of students' needs, daily and long range planning,
varied teaching methods and strategies, evaluation of students' work, recording and reporting of students'
work, and classroom management including the Orton-Gillingham methodology of instruction and the
School Program.

3.6 Professional Responsibilities

Teacher's professional responsibilities in addition to classroom duties, include: conferences and meetings
with the Principal and Vice-Principal, tutors, parents, employees, students and other professionals; in-
service training; report cards and government forms.

3.7 Supervision of Students

Teachers shall provide such assistance as the Principal considers necessary for the supervision of students
at the School and at school functions whenever and wherever held.

3.8 Supervision of Teachers

Teachers work under the supervision of the Principal and Vice-Principal

ARTICLE 4 - DUTIES AND RESPONSIBILITIES OF TUTORS
4.1 Conduct of Tutors

Tutors shall at all times conduct themselves in accordance with the objectives and principles as set forth
in Article 1 of this Agreement.

4.2 Role in Implementing Programs

Tutors play a key role in implementing the School Program, and the Orton-Gillingham methodology of
instruction.

4.3 Knowledge of Remedial Programs

Tutors shall exhibit accurate and up-to-date knowledge of the components of the remedial program and
teach through all modalities: visual, auditory, kinesthetic, tactile.

4.4 Student Focus

Tutors are expected to be student focused: that is, to be responsive to the diverse learning styles, needs
and abilities of students; to speak to students with respect and dignity; and to regard as their first duty the
effective education of the students.

4.5 Supervision of Tutors

Tutors shall work under the general supervision of a teacher, the Vice-Principal and the Principal, and
shall meet with those persons as required.
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4.6 Role of Tutors in Evaluating Students

Tutors assist in the collection of data for the purpose of evaluating student progress and provide this
information to the teacher, who is responsible for evaluating and reporting on the progress of the student
to parents.

ARTICLE 5 - UNION SECURITY
5.1

All employees in the bargaining unit who, on April 5, 2007 were members of the Union or thereafter
became members of the Union shall, as a condition of continued employment, maintain such membership
(subject to the provisions of Section 17 of the Labour Relations Code of British Columbia).

5.2

All employees hired on or after April 5, 2007 shall, as a condition of continued employment, become
members of the Union and maintain such membership, upon completion of thirty (30) days as an
employee (subject only to the provisions of Section 17 of the Labour Relations Code of British
Columbia).

5.3

Nothing in this Agreement shall be construed as requiring a person who was an employee prior to
April 5, 2007 to become a member of the Union.

ARTICLE 6 - CHECK OFF OF UNION DUES
6.1 Deduction of Union Dues

The School shall, as a condition of employment, deduct from the monthly wages or salary of each
employee in the bargaining unit, whether or not the employee is a member of the Union, the amount of
the regular dues payable to the Union by a member of the Union.

6.2 Deduction of Assessments

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

6.3 Deductions Made on Payroll

Deductions shall be made in each payroll period and membership dues or payments in lieu thereof shall
be considered as owing in the period for which they are so deducted.

6.4 Remittance of Union Dues and Assessments

All deductions shall be remitted to the President of the Union not later than twenty-eight (28) days after
the date of deduction and the School shall also provide a list of names of those employees from whose
salaries such deductions have been made together with the amount deducted from each employee.

6.5 Union to Notify School

Before the School is obliged to deduct any amount under Section 1 of this article, the Union must advise
the School in writing of the amount of its regular dues. The amount so advised shall continue to be the
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amount to be deducted until changed by further written notice to the School signed by the President of the
Union. Upon receipt of such notice, such changed amount shall be the amount deducted.

6.6 Authorization for Deductions

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

ARTICLE 7 - UNION RECOGNITION RIGHTS
7.1 Bargaining Unit Defined

(@) The bargaining unit shall consist of all employees covered by the Certificate of Bargaining issued
by the Labour Relations Board.

(b) The parties recognize that referral to the legislated authority is the ultimate step to resolve a
dispute and that the parties will make every attempt to freely and fully negotiate the matter of
exclusions and to resolve the issues as expeditiously as possible.

(c) Where the School seeks to exclude a position, representation shall be made to the Union in
writing. Where agreement is not reached within fourteen (14) days of receipt of initial representation or
such other time as may be agreed, the matter shall be submitted to the Labour Relations Board for
adjudication.

(d) Where the parties fail to agree and pending a decision by the Labour Relations Board, the
position can be filled and worked. The incumbent will not be considered in the unit until determination
is made by the Labour Relations Board. Established or upgraded positions in the bargaining unit shall
not be excluded except by mutual agreement or a decision of the Labour Relations Board.

7.2 Bargaining Agent Recognized

The School recognizes the B.C. Government and Service Employees’ Union as the exclusive bargaining
agent for all employees to whom the certification issued by the Labour Relations Board on April 5, 2007
applies.

7.3 Shop Stewards

The School recognizes shop stewards selected by the Union to represent employees and agrees that shop
stewards shall not be obstructed or interfered with while representing employees.

The Union agrees that its shop stewards shall conduct union business outside of instructional time except
where permitted under the terms of this collective agreement.

Shop stewards may request release time from instructional duties from their immediate supervisors in
order to attend to emergent situations.

7.4 Bulletin Board

The School shall provide a bulletin board in each staff room for the exclusive use of the Union.
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7.5 No Other Agreement

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

7.6 List of Shop Stewards

The Union will provide the School with a list of the employees designated as shop stewards and indicate
the jurisdiction of each shop steward.

Shop stewards shall obtain the permission of their immediate supervisor before leaving their work to
perform duties as a shop stewards. On resuming their normal duties, shop stewards shall notify their
supervisor.

ARTICLE 8 - EMPLOYER-UNION RELATIONS
8.1 Staff Orientation

(@) Within thirty (30) days of employment, all employees new to the School will be offered an
orientation provided by the School. The orientation will acquaint new employees with the basic
operation of the School.

(b) The School agrees to provide a copy of the collective agreement to each new employee. Shop
stewards will be provided with an opportunity to meet with each new employee for the purpose of
acquainting the new employee with the provisions of the collective agreement. Such meeting will not
interfere with the scheduled duties and responsibilities of the Shop Stewards or the new employee.

(c) The Union will be notified in writing by the School of the hiring of new employees who are
employed for a minimum of twenty (20) school days within five (5) days of their appointment.

8.2 Union Representatives

The School agrees that access to the School and temporary use of School space will be granted to external
union representatives for the purpose of preparing for contract negotiations and contract administration
provided that:

(@) the excluded designated supervisor is notified in advance; and

(b) there is no interference with the operation of the school or with the scheduled duties and
responsibilities of any employee.

8.3 Use and Access to Facilities

The Union shall have access to school facilities and equipment for the purpose of communication with the
membership and union business or activities providing the School bears no additional cost and providing
such use shall not conflict with regular instructional and related school activities or any other scheduled
event or activity at the School.

8.4 Access to Information

The School agrees to provide to the Union within a reasonable period of time, the following:
(@) employee information including a list of employees and a list of Teachers, Tutors, and other

employees on call that are available for call-out showing their names, a school staff assignment list and
a substitute employment journal.
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(b) notifications of hirings, discipline, resignations, retirements, deaths, employment advertisements
for teaching personnel, letters of notification of evaluation, and minutes of the Joint Consultation
Committee meetings.

(c) copies of general mailings from the School to parents or members of the School and the audited
financial statements will be posted on a bulletin board in the School.

ARTICLE 9 - JOINT CONSULTATION COMMITTEE
9.1 Joint Consultation Committee Defined

In accordance with Section 53 of the Labour Relations Code, the parties shall form a Joint Consultation
Committee which shall meet at least once every sixty (60) days or at the call of either party at a mutually
agreeable time and place to discuss issues at the School that affect the parties to this collective agreement.

9.2 Composition of Committee

The Joint Consultation Committee shall be composed of representatives equal in number. The minimum
size of the Consultation Committee shall be two (2) representatives from the School and two (2)
representatives from the bargaining unit. The Consultation Committee may call upon additional persons
for technical information or advice. The Consultation Committee may establish subcommittees or ad hoc
committees as it deems necessary and shall set guidelines and operating procedures for such committees.

9.3 Purpose of Committee

The purpose of the Consultation Committee is to promote the co-operative resolution of workplace issues,
to respond and adapt to changes in the economy, to foster the development of work related skills and to
promote workplace productivity.

9.4 Chair of Committee

A school representative and a union representative shall alternate in presiding over meetings.

9.5 Limitations on Committee

The Committee shall not have jurisdiction over wages or any other matter of collective bargaining,
including the administration of this Agreement. The Committee shall not supersede the activities of any
other committee of the Union or of the School and shall not have the power to bind either the Union or its
members or the School to any decisions or conclusions reached in their discussions.

9.6 Authority to Make Recommendations

The Committee shall have the power to make recommendations to the Union and the School on the
following general matters:

(@ reviewing matters, other than grievances, relating to the maintenance of good relations between
the parties; and

(b) correcting conditions causing grievances and misunderstanding,

(c) reviewing the establishment, modification or elimination of job functions, job content, teaching
assignments, and job descriptions;

(d) reviewing the changes in methods, operations, organization, facilities, systems and equipment.



BCGEU and Kenneth Gordon School (06/2011) Page 9

ARTICLE 10 - DISCRIMINATION AND HARASSMENT

The School and the Union agree that all individuals deserve to be treated with respect and dignity.

10.1  Discrimination and Harassment

(@) The School and the Union recognize the right of employees to work in an environment free from
discrimination and harassment.

(b) The School and the Union subscribe to the principles of the British Columbia Human Rights
Code.

(c) The School, except where there is a bona fide occupational requirement, shall not discriminate
against employees with respect to terms or conditions of employment because of race, colour, ancestry,
place of origin, political belief, religion, marital status, family status, physical or mental disability, sex,
sexual orientation, or age as defined in the Human Rights Code.

(d) Discrimination and harassment relates to any of the prohibited grounds in the Human Rights
Code. Prohibited conduct may be verbal, non-verbal, physical, deliberate or unintended, unsolicited or
unwelcome as determined by a reasonable person.

10.2  Sexual Harassment
(@) For the purposes of this article, sexual harassment shall be defined as:

@ any comment, look, suggestion, physical contact, or real or implied action of a sexual
nature which creates an uncomfortable working environment for the recipient, made by a person
who knows or ought reasonably to know such behaviour is unwelcome; or

2 any circulation or display of visual material of a sexual nature that has the effect of
creating an uncomfortable working environment; or

3 an implied promise of reward for complying with a request of a sexual nature; or

(@) a sexual advance made by a person in authority over the recipient that includes or implies
a threat or an expressed or implied denial of an opportunity which would otherwise be granted or
available and may include a reprisal or a threat of reprisal made after a sexual advance is rejected,;

(5) verbal harassment or abuse, such as sexist jokes told or carried out after having been
advised that the conduct is embarrassing or offensive, and sexist jokes that are by their nature
embarrassing or offensive;

(6) unwelcome or unnecessary remarks about a person's body, clothing or sexual activities;

@) displays or distribution of pictures, posters, calendars, objects, literature or other
materials that are sexually suggestive, demeaning or pornographic.

(b) The legitimate study, display, use or distribution of topics, material or art forms of a sexual nature
that are within appropriate academic norms is not considered sexual harassment.

(c) The School and the Union agree that proven sexual harassment is a violation of an employee's
rights, dignity and personal well-being. Where complaints of sexual harassment are substantiated,
appropriate disciplinary action which may include a verbal warning, written warning, suspension or
dismissal are supported and endorsed by the parties.

10.3  Complaint Procedure

For purposes of this article, an employee who believes that she has a complaint founded upon an
allegation of discrimination or sexual harassment shall be referred to as the "Complainant”. The person
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who is alleged to have committed an act or acts of discrimination, harassment or sexual harassment shall
be referred to as the "Respondent”. The "Respondent™ may include a School Employee, Contractor,
Parent, and/or a Director. Where the Complainant and/or Respondent is an employee covered by this
agreement, she may elect to be accompanied by a shop steward at any stage of this procedure.

(@ Informal Resolution

In all cases, the Complainant is encouraged, but not required, to discuss allegations of sexual
harassment or discrimination with the alleged Respondent. If the matter is resolved to the
Complainant's satisfaction through such discussion, no further steps need be taken.

Alternatively, the Complainant may request the Principal, Vice-Principal or Union Shop Steward assist
with resolving a complaint through discussion or other dispute resolution strategies. If the matter is
resolved to the Complainant's satisfaction through this process, the matter shall be deemed to be
resolved.

(b) Formal Resolution

In cases where no informal resolution is achieved, or where the Complainant elects in her sole
discretion not to proceed informally, the Complainant may bring a formal complaint in writing to the
Principal. Alternatively, if the formal complaint names the Principal as a Respondent, then the formal
complaint shall be brought in writing to the Chair of the Board of Directors.

In either case, the person to whom the formal complaint is brought shall contact an investigator to
undertake a confidential investigation of the complaint. For the term of this collective agreement, the
parties agree that the investigator shall be chosen from among the following persons:

Patricia Janzen Rebecca Frame
John McConchie Irene Holden

The investigator shall produce a written report of his or her findings of fact and his or her final and
binding conclusion as to whether the complaint is well-founded. The investigator's report shall
specifically advise the Principal or Chair of the Board, as the case may be, whether the findings of fact
constitute a breach of this article or the provisions of the Human Rights Code.

Where the investigator concludes that the findings of fact constitute a breach of this article or the
provisions of the Human Rights Code, the School shall determine appropriate consequences with due
regard to the nature of the conduct.

(c) Disciplinary action taken against the Respondent pursuant to this article shall not form the basis
of a grievance.

(d) Where a complaint is determined by the Investigator to be of a frivolous, vindictive, malicious or
vexatious nature, the School will take appropriate action which may include discipline, up to and
including termination.

(e) The clause shall not preclude an employee from filing a complaint under the Human Rights Code.
A complaint of sexual harassment or discrimination shall be dealt with solely by this article and shall
not form the basis of a grievance.

10.4  Union Activity

The School or any person acting on its behalf shall not seek by intimidation, by threat of dismissal or any
other kind of threat or promise or by threat of imposition of a penalty to compel or to induce an employee
to refrain from:
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(@) becoming or remaining a member or officer of the Union;
(b) participating in any lawful activities of the Union;
(c) exercising any right under this Agreement, the Labour Relations Code or other statute.

10.5  Falsely Accused Employee Assistance

Where a false accusation of child abuse or sexual misconduct, arising from an employee performing her
duties and responsibilities results in an employee requiring assistance to deal with the negative effects of
the allegation, the employee and a shop steward will meet with a member of the administration and
together they will endeavour to establish a plan of assistance for the employee and, if requested by the
employee, provision of agreed to information to parents by the School.

ARTICLE 11 - GRIEVANCE PROCEDURE
11.1  Grievance Procedure

The School and the Union recognize that grievances may arise concerning:

(@) differences between the parties respecting the interpretation, application, operation or any alleged
violation of a provision of this Agreement, or arbitral award, including a question as to whether or not a
matter is subject to arbitration; or

(b) the dismissal, discipline, suspension or significant increases to the workload of an employee
bound by this Agreement.

The procedure for resolving a grievance shall be the grievance procedure in this article.

112 Step1l

The Union or the employee shall begin by attempting to resolve the grievance informally through
discussions with the Administrator directly responsible. The request for informal resolution must be made
in writing within fifteen (15) teaching days after the alleged violation, or the date when the grievor ought
reasonably to have become aware of the alleged violation, whichever is later. Following receipt of such
request, the parties will meet and attempt to resolve the grievance. Where the grievor is an employee, he
or she may elect to be accompanied by a shop steward during any discussions held at this step.

11.3 Step?2

If the grievance is not resolved within twenty (20) teaching days of the date the request was made for
informal resolution at Step 1, the Union shall present the grievance in writing to the Principal within five
(5) days. The written grievance shall clearly set forth full particulars of the alleged violation, including the
article(s) involved and the remedy sought. The Principal shall meet with the Union within fifteen (15)
teaching days of receipt of the written grievance and shall issue a reply in writing within five (5) days of
that meeting.

114  Step 3

If the grievance is not resolved at Step 2, the Union may forward the grievance to the Joint Consultation
Committee within ten (10) teaching days following receipt of the Principal's written reply. The Joint
Consultation Committee shall meet to discuss the grievance within ten (10) teaching days of receipt of
such referral.
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11.5 Arbitration

If the grievance is not resolved at Step 3, it may be referred to arbitration. The party wishing to refer the
grievance to arbitration shall notify the other party in writing of its desire to submit the grievance to
arbitration within twenty (20) teaching days after the completion of the Step 3 meeting.

11.6  Failure to Act

If the Union does not present a grievance to the next higher level within the prescribed time limits, or the
School fails to address a grievance at any step within the prescribed time limits, the grievance shall be
deemed to be abandoned by the Union or conceded by the School, whichever party is in violation of the
time limits. However, any grievance concluded in this manner shall not be deemed to have prejudiced the
position of either party on any future grievance. Any grievance concluded in this manner shall be
consistent with the terms of this Agreement and if there is a dispute, the settlement shall be subject to
review by an arbitrator.

11.7  Time Limit to Submit to Arbitration

Failing satisfactory settlement at Step 3, and pursuant to Article 12, the Union may inform the School of
its intention to submit the dispute to arbitration within thirty (30) days. Alternatively, either party may
apply for expedited arbitration pursuant to the Labour Relations Code.

11.8  Administrative Provisions
(@ Notification to arbitrate may be delivered by fax or hand.

(b) Grievances, replies and notification shall be deemed to be presented and received on the day they
were delivered or faxed to the School or the Union.

11.9 Deviation from Grievance Procedure

The School agrees that, after a grievance has been initiated by the Union, the School's representatives will
not enter into discussion or negotiation with respect to the grievance, either directly or indirectly, with the
aggrieved employee without the consent of the Union.

11.10 Policy Grievance

Where either party to this Agreement disputes the general application, interpretation or alleged violation
of an article of this Agreement, the dispute shall be discussed initially with the School or the Union, as the
case may be, within sixty (60) days of the occurrence. Where no satisfactory agreement is reached, either
party may submit the dispute to arbitration, as set out in Article 12 of this Agreement.

11.11 Amending of Time Limits

The time limits fixed in this grievance procedure may be altered by mutual consent of the parties, but the
same must be in writing. Any request for an extension of time limits shall not be unreasonably denied by
the other party.

11.12 Summer Vacation

During the summer vacation, the periods set forth in this article shall read four (4) calendar weeks instead
of twenty (20) teaching days.
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ARTICLE 12 - ARBITRATION
12.1  Assignment of an Arbitrator

In any case in which an arbitrator shall be required under this Agreement, a single arbitrator shall be
selected by mutual agreement of the parties. In the event that the parties are unable to agree on an
arbitrator, the Collective Agreement Arbitration Bureau shall be requested to select the arbitrator.

12.2  Arbitration Procedure

The arbitrator may determine his or her own procedure in accordance with the Labour Relations Code and
shall give full opportunity to all parties to present evidence and make representations. The arbitrator shall
hear and determine the difference or allegation and shall make every effort to render a decision within
thirty (30) days of the conclusion of the hearing.

12.3  Arbitration Expenses

The expenses of the arbitrator and of the place of hearing shall be borne in equal shares by the Union and
the School.

12.4  Witness Fees and Allowances

Witness fees and allowances shall be paid by the party calling or appointing such witnesses.

12.5 Decision of the Arbitrator

No costs of arbitration shall be awarded to or against either party. The arbitrator shall deliver his/her
award in writing to each of the parties. Such award shall be binding on the parties but in no event shall the
arbitrator have the power to alter, modify or amend this Agreement in any respect.

12.6  Expedited Arbitration

By mutual agreement, the parties may submit the dispute to an expedited arbitration process as mutually
agreed by the parties.

12.7  Alternate Grievance Resolution Procedure

(@ The parties may mutually agree to the following procedure as an alternative to submitting matters
of dispute to the formal arbitration procedure or an expedited arbitration procedure.

(b) If a difference arises between the parties relating to the dismissal, discipline or suspension of an
employee, or to the interpretation, application, operation or alleged violation of this Agreement,
including any question as to whether a matter is arbitrable, during the term of the collective agreement,
John Kinzie or Chris Sullivan or a substitute agreed to by the parties, shall at the request of either party:

1) investigate the difference;
2 define the issue in the difference; and
3 make written recommendations to resolve the difference

within thirty (30) days of the date of receipt of the request; and, for that thirty (30) day period, time
does not run in respect of the grievance procedure.

(c) The parties agree that these hearings shall be conducted on a without prejudice basis and that the
written recommendations of the third party shall be of no precedential value and shall not thereafter be
referred to by the parties in respect of any other matter.
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(d) Should a dispute not be resolved through the above procedure, either party may submit the matter
to arbitration.

ARTICLE 13 - DISCIPLINE, SUSPENSION AND DISMISSAL

13.1  Discipline, Suspension or Dismissal

The School shall not discipline, suspend or dismiss an employee except for just and reasonable cause.

13.2  Burden of Proof

In all cases of discipline, the burden of proof of just cause shall rest with the School.

13.3  Notice of Suspension or Dismissal

Notice of suspension or dismissal shall be in writing and shall set forth the reasons.

13.4  Right to have Shop Steward Present

An employee shall have the right to have her shop steward present at any discussion with supervisory
personnel which the employee believes might be the basis of disciplinary action. Where the School
intends to interview an employee for disciplinary purposes, the School shall ensure that the employee is
notified in advance of the purpose of the interview in order that the employee may contact her shop
steward unless the safety or welfare of students is at risk.

13,5 Right to Grieve Disciplinary Action

In the event of any disciplinary measure being taken against an employee, the employee may follow the
grievance procedure set forth in Article 11 of this Agreement.

13.6  Employees on Probation

This article does not apply to employees on probation.

ARTICLE 14 - CONFIDENTIALITY OF STUDENT INFORMATION
14.1  Student Information

Employees shall treat all information concerning students as confidential and shall collect, use and
disclose such information only for purposes authorized by the School.

14.2  Disclosure of Student Information

Notwithstanding the provisions of Article 14.1, unless otherwise required by operation of law or court
order, student information shall not be disclosed to third parties or outside agencies by employees unless
such disclosure is first authorized by the Principal or Vice-Principal.

14.3  Teacher's Responsibility to Report

This article does not modify or derogate from a teacher's responsibility to report regularly and to provide
information as requested to parents/guardians of a student.
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ARTICLE 15 - EVALUATION
15.1  Purpose of Evaluation

Evaluation of the performance of employees is conducted in order to achieve the following goals:

(@ To promote and maintain the highest professional standards and to commend strong performance;
(b) To foster professional growth, share expertise, and assess employee effectiveness;

(c) To provide suggestions and strategies for improving skills and promoting professional growth
and, when needed, to assist and support the employees in meeting the School's standards of
performance as identified in Articles 15.4 and 15.5

(d) To assist in assessing employee competency.
15.2  Methods of Evaluation

The School recognizes that where employment decisions may be affected by the outcome of an evaluation
process, a fair and formal process as set out in Article 15.7 must be followed. It further recognizes that the
process to assist and encourage professional growth by employees as referred to in Article 16.1 does not
form part of such formal process.

15.3  Frequency of Formal Evaluations

After completion of the probationary period, a continuing contract employee shall be evaluated:

(@ during the third (3) year following successful completion of the probationary period;
(b) every three (3) years thereafter;

(c) atthe request of the employee; and

(d) atthe initiative of the Principal.

An evaluation may be delayed or cancelled by mutual agreement of the employee and the evaluator.

15.4  Criteria for Teachers

Criteria for evaluation shall be:

(@) Knowledge of Specific Learning Disabilities

@ demonstrates an appropriate depth of knowledge for teaching students with specific
learning disabilities, including Orton-Gillingham methodologies and the School Program;

2 is aware of appropriate developments, research and trends in the specific learning
disabilities field including Orton-Gillingham methodologies and the School Program;

3 works at insuring his/her knowledge of recent developments in student education in
his/her field.

(b)  Understanding of Student Needs

@ seeks knowledge of the social, emotional, intellectual, cultural and physical
characteristics of students with the objective of furthering their educational growth

2 adapts and modifies instruction to suit the diverse learning styles of students

3 works to develop skills and stimulate thought through student centred experiences an