





















































ARTICLE 19 - EMPLOYEE BENEFITS
19.01 Employee Benefits

(a) Regular Full Time Employees
Upon completion of three (3) calendar months’ continuous employment,
regular full time employees shall be entitled to benefits. Prior to
completion of the three-month period, Regular Full Time Employees shall
receive twelve percent (12%) in lieu of benefits.

Benefits consist of a Dental Plan, Extended Health, Group Life and LTD.
The cost of these plans shall be one-hundred percent (100%) borne by
the Employer, except that the Employer's cost shall be limited to twelve
percent (12%) of the employees’ straight time earnings.

(b) Regular Part Time Employees
Regular part time employees shall be paid twelve percent (12%) in lieu of
benefits.

(c) Auxiliary Employees
Auxiliary employees shall not be entitled to annual vacation, but shall be
paid an amount equal to four percent (4%) of their regular earnings, which
premium payment shall be considered fo be in lieu of all employee
benefits, including those providing for time off pay.

Auxiliary employees who have worked for the Employer on a consistent
basis for a period of five (5) years shall have such pay in lieu of benefits
increased to six percent (6%) of their regular earnings.

Payments in lieu of benefits above shall be paid to employees in each
pay period.

ARTICLE 20 - PAID AND UNPAID LEAVES
20.01 Sick/Compassionate Leave Bank

Regular full time employees shall be entitled to one point three (1.3) days per
month worked paid leave in a calendar year to be used at the employee’s
discretion to cover sickness, family emergency, bereavement, and similar
circumstances requiring the employee to be absent from work. Documentation
for absence will be provided if requested by the Employer. At the end of the
school year, the unused balance will be paid out at the current substitute hourly
rate.

Regular part time employees will be entitled to the above provisions on a pro-
rated basis according to regular hours worked.
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ARTICLE 21 - COURT ATTENDANCE AND JURY DUTY

21.01

_ . 21.02__ Leave of Absence for Full Time Union or Public Duties

Jury Duty and Witness Fees

(a)

(b)

(©

@

(b)

()

(d)

Any employee called for jury duty or as a witness will be allowed time off
during the period of such duty. The employee's regular pay will be
continued provided that all remuneration received for such duty is
remitted to the Employer.

Expenses Incurred

The Employer does not make allowance for payment of additional
transportation costs, parking fees, lunches, etc. incurred while on such
duty.

Method of Reporting
All absences, even if less than two (2) hours, are to be reported in
advance to the Supervisor.

The Employer recognizes the right of an employee to participate in public .

affairs. Therefore, upon written request, the Employer shall allow a leave
of absence without loss of benefits so that the employee may be a
candidate in federal, provincial, or municipal elections.

An employee who is elected or selected for a full time position with the
Union shall be granted leave of absence without loss of seniority and
without pay for the term of office.

An employee who is elected or selected for a full time position with the
Union, or any body with which the Union is affiliated, shall be granted
leave of absence without loss of seniority for a period of one year. Such
leave shall be renewed each year, on request during his/her term of
office.

An Employee who is elected to public office shall be allowed leave of
absence without loss of seniority during his/her terms of office.

21.03 Pay During Leave of Absence for Union Work or Convention

16

An employee shall receive the pay and benefits provided for in the Agreement
when on unpaid leave of absence for Union work or conventions. However, the
Union shall reimburse the Employer for pay and benefits during the period of
absence.
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ARTICLE 22 - PAYMENT OF WAGES AND ALLOWANCES

22.01

22.02

22.03

22.04

22.05

22.06

How Wages are Paid

Pay periods will coincide with regular Hastings Community Association payroll
dates, in Canadian currency, by direct deposit, payable on demand, drawn on a
savings institution.

Statement of Wages

The Employer shall, on every payday, give to each employee a written statement
of wages of his/her pay period according to the Employment Standards Act.

Pay on Temporary Transfer, Higher Rated Position

When an employee temporarily relieves in, or performs the principal duties of, a
higher rated position for a continuous period of one (1) full day or more, she/he

will receive the appropriate rate of pay on the salary scale according to the time
“~she/he has previously worked in the higherleveljob.” " 7777 7

Pay on Transfer, Lower Rated Job

When an employee is assigned in accordance with the terms of this Collective
Agreement to a position paying a lower hourly rate, his/her rate shall not be
reduced for the first six (6) months. Thereafter, the employee shall be paid the
corresponding rate of pay for the lower rated position.

Education (Tuition) Reimbursement

(a) Employees may apply to be reimbursed by the Employer for tuition costs.
If approved by the Employer, employees may be reimbursed for 50% of
the tuition cost of a course, up to a maximum of two hundred and fifty
dollars ($250), upon successful completion of a course.

(b) Notwithstanding (a) above, regular employees working in the Preschool
who have five (5) or more years of service will have preapproved courses
required for their Early Childhood Educator certification reimbursed at
100%, up to a maximum of $200 per employee per year.

Professional Development

Full time regular employees are entitled to three (3) professional development
days per year. These may be allocated to either team or individual development.

(Part time regular employees who, as at the date of ratification of this Agreement,
had previously been entitled to professional development days, will continue to
be entitled to professional development days on the same basis, except that they
will not be entitled to more than three (3) days per year).
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22.07 Meetings/Conferences

Employees will receive a payment over and above their regular salary, as
detailed below, when required by the Employer to attend any of the following,
outside normal working hours:

Association Board Meetings

Centre Staff Meetings

Program Committee Meetings

Evening Parent Meetings and Conferences

Any other meeting, conference or event at which the Employer
requires the employee to be present.

The employee will be expected to attend such meetings as directed. When
possible, the employee will flex time on a biweekly schedule to attend meetings.
Otherwise, the employee may take either compensation in the form of time off in
lieu or payment at the appropriate rate of pay in accordance with the provisions
of articles 15 and 16.

22.08 Salary Protection
After six (6) months’ continuous employment, employees will receive a minimum
of two (2) weeks’ severance in case of layoff, including when on approved leave
of absence for:

¢ Long-term disability
o E.l Maternity or Parental benefit

ARTICLE 23 - LABOUR MANAGEMENT COMMITTEE
23.01 Establishment of Committee

A Labour Management Committee shall be established consisting of two (2)
representatives of the Union and two (2) representatives of the Employer.

Notwithstanding the above, it is understood that from time to time either party
may bring an additional representative, for training purposes. This additional
representative shall have observer status only and shall not be permitted to vote
or to participate in discussions without the mutual agreement of the parties.
Further, this additional representative shall not be paid by the Employer, whether
the meeting is held during working hours or not.

23.02 Purpose of the Committee

The purpose of the committee is to promote the cooperative resolution of
workplace issues, to respond and adapt to changes in the economy, to improve
the quality and delivery of preschool and drop-in programs, and fo promote
workplace productivity.
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23.03

23.04

Jurisdiction of Committee

The committee shall not have jurisdiction or the ability to discuss wages or any
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 Employer, and does not have the power to bind either the Union
or its members or the Employer to any decisions or conclusions reached in their
discussions. The committee shall have the power to make recommendations to
the Union and the Employer with respect to its discussions and conclusions.

Meetings of Committee

The committee shall meet at least once in each school term, or as required, at a
mutually agreeable time and place. The committee shall meet at least two (2)
times per year, or as required, at a mutually agreeable time and place. It is the
intent of the parties that all meetings are held during normal work hours, as far as
practical, with no loss of pay for regular committee members. In the event the

meeting -is held outside of working. hours, the time_of the regular committee .. .

members will be treated in accordance with Article 22.07. The chair of each
labour management meeting shall alternate between the Employer and the

_Union. Committee members shall receive a notice and agenda of the meeting at

least forty-eight (48) hours in advance of the meeting.

SIGNED { SIGNED
ON BEHALF OF THE UNION ON BEHALF OF THE EMPLOYER

>/ G~

(Y/ﬂ ‘j/ VM

Qoovorna Nlehadoon

=" "1 =
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APPENDIX A HOURLY WAGE RATES

Hastings Community Association

Wage Rates

Job Title First 12 Months 12-24 Months 24 Months Plus
Step 1 Step 2 Step 3
2006 18.90 20086 19.78 2006 20.58

Preschool Supervisor 2007 19.46 2007 20.37 2007 21.19
2008 20.04 2008 20.98 2008 21.83
2009 20.74 2009 21.71 2009 22.59
2010 21.57 2010 22.58 2010 23.50
2011 22.33 2011 23.37 2011 24.32
20086 15.70 2006 16.42 2008 17.13

Preschool Teacher 2007 16.17 2007 16.91 2007 17.64
2008 16.66 2008 17.41 2008 18.17

T e 9009 1724 2009 18,020 2009 T 881 T

2010 17.93 2010 18.74 2010 19.56
2011 18.56 2011 19.40 2011 20.24
2006 13.25

Preschool Substitute 2007 13.64

‘ 2008 14.05

2009 14.54 2009 - 2009 -
2010 156.12 2010 - 2010 -
2011 15.65 2011 - 2011 -
2006 15.57 2006 15.93 2006 16.27

Drop In Supervisor 2007 16.03 2007 16.40 2007 16.75
2008 16.51 2008 16.89 2008 17.25
2009 17.09 2009 17.48 2009 17.85
2010 1777 2010 18.18 2010 18.57
2011 18.39 2011 18.82 2011 19.22
2006 13.25

Drop In Assistant 2007 13.64
2008 14.04
2009 14.53
2010 15.11
2011 15.64

Wage Increases

The wages in effect on August 31%, 2008 will be increased by 3%.
The wages in effect on August 31%, 2009 will be increased by 3.5%.
The wages in effect on August 31%, 2010 will be increased by 4.0%
The wages in effect on August 31, 2011 will be increased by 3.5%.
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APPENDIX B POLICY ON SEXUAL HARASSMENT

COMMITMENT

The Hastings Community Association and CUPE believe that the working
environment of all employees should at all times be supportive of the dignity and
self-esteem of individuals. Achieving this desired environment depends upon
mutual respect, cooperation and understanding among fellow workers.

It follows that the Association and CUPE are committed to the malntenance of the
work environment that is free from sexual harassment.

The Association will communicate this policy to all employees, provide employee
education as necessary, frain supervisors and managers, and establish
procedures for complalnt mvestlgatlon and dlsmpllne

DEFINITION

Sexual harassment can be defined as follows:

"unwelcome sexual advances, requests for sexual favours, and other verbal or
physical conduct of a sexual nature constitute sexual harassment when

@ submission o such conduct is made either explicitly or implicitly a
term or condition of an individual's employment

®) submission to or rejection of such conduct by an individual is used
as a basis for employment decisions affecting the individual, or

© such conduct has the purpose or effect of unreasonably interfering
with an individual's work performance, or creating an intimidating,
hostile, or offensive working environment.”

There are basically two types of sexual harassment. Paragraphs (a) and (b)
describe harassment where an employment-related threat or reward is involved.
This occurs when a harasser has the power to make decisions affecting the terms
of employment of another individual. It is a situation where one individual tries to
take sexual advantage of another individual on the basis of their employment
relationship. This type of sexual harassment includes a threat to a worker's
employment status or some gain or loss of job benefits.

Paragraph (c) refers to harassment, which has the effect of "poisoning" the work
environment. [t arises when words ‘or conduct create an unpleasant or
objectionable work environment. It usually does not involve threat of reprisal per
se, but makes enduring it an unavoidable aspect of employment.

The victim of sexual harassment may be male or female. The harasser may be of
the same or the opposite sex of the victim. The harasser may be a manager,
supervisor, co-worker, or subordinate.
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Examples of sexual harassment may include the following:

Verbal: Physical:
+ unwelcome remarks + pinching
+ jokes that cause . » grabbing
awkwardness or
embarrassment
* innuendoes or taunting * hugging
« gender-based insults or + patting
sexist remarks
+ telephone calls with » leering
.. _sexualovertones.._..___ [ _ -
» proposals of physical » brushing against
intimacy
» repeated unwelcome + touching
requests for dates
» requesting sexual favours + kissing
+ displaying of pornographic .
or other
+ offensive or derogatory
pictures
» or cartoons or sayings
PREVENTION

The Hastings Community Association and CUPE are committed to the eradication
of sexual harassment from the workplace.

A.

Information

1.

This policy will be distributed to all employees.

Information sessions provided through the City of Vancouver or the
Vancouver Parks Board will be made available upon request to
employees and exempt personnel will be informed about sexual
harassment in the workplace, its prevention, its eradication and the
complaint procedure.
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V.

B. Training

1. Workshops for all supervisors and managers and interested employees
will be conducted (through the City of Vancouver or Vancouver Parks
Board) upon request and will include recognition of potential problems
and liability, enforcing the Association policy, keeping employees
informed, and working cooperatively with the Union.

PROCEDURE FOR COMPLAINT, INVESTIGATION AND REMEDY

Sexual harassment is one of the most sensitive issues in the workplace.
Because of this, a complaint procedure must be flexible to apply to all situations.

To be truly effective, a procedure must be accessible on several levels. It must
be immediately available, totally confidential initially and provide a mechanism for

should be separate and distinct from any other existing procedures.
Accordingly, the Association's procedure is not meant to be restrictive. It is
acknowledged that an employee may want to follow a Union complaint procedure
or to file a grievance. A harasser may prefer to talk initially to his or her
supervisor, to the Personnel Committee of the Board, or even to the Association
President, in effect to invent his or her own procedure. What follows does not
prohibit that. However, it is presented as a recommended procedure, which is
likely to be effective in most instances.

Association Complaint Procedure

1. A victim of sexual harassment may take the initial complaint to a designated
representative of the Personnel Committee of the Board who will act as a
complaint officer. (Such Officer shall be identified, in confidence to the Union).

2. In an environment of confidentiality, the complainant and the complaint officer
will review the definition of sexual harassment. The complaint officer will
outline the complaint procedure.

3. The complaint officer will discuss alternative courses of action with the
complainant. The complainant may wish to discuss the issue directly with the
harasser (with the option of support from the complaint officer) in order to
arrive at a solution. -Or the preference may be to begin an investigation.
Alternatively, the complainant may wish to consider the matter further, initiate a
grievance, or stop the process.
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10.

“"complaint'at thiS’point.‘ T - T T T T T

At the request of the complainant, an investigation will be undertaken. At this
point, it will be necessary to record the complaint in writing. When the
investigation is begun, the complainant's identity will be made known to the
alleged harasser.

The investigation will be conducted by the complaint officer with the
assistance of other Association staff during the investigation as he or she sees
fit. Interviews will be held with the alleged harasser and with other staff as
necessary.

Once the investigation has been completed, the findings will be discussed with
the complainant and the alleged harasser by the complaint officer.

The complaint officer will make an effort to achieve a resolution of .the

If the matter remains unresolved the complaint officer will submit a written
report to the Board Personnel Committee, outlining the facts, the issues and a
recommended resolution.

The Board Personnel Committee will decide the matter. The employee will
have access to the grievance procedure where applicable.

In keeping with the commitment of the Association and its Union to the
elimination of sexual harassment in the workplace, it is understood and implied
that remedial action is intended in all cases to be appropriate to the situation.
It is the expressed agreement of both the Union and management that
remedies may range from warning to dismissal. Where changes in the
workplace are made necessary by demonstrated sexual harassment, the
burden of those changes shall be borne by the harasser.

CONCLUSION

In promulgating this policy, the Hastings Community Association is demonstrating

its

determination to rid the workplace of sexual harassment. A complaint

procedure has been provided fo deal with such incidents as may occur, with
provision for discipline if an employee is in breach of this Policy. Provision is also
made to change situations where sexual harassment occurs, and to educate
employees and supervisors/managers on all relevant aspects of sexual
harassment. In all these ways, the goal of the Policy is prevention.
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LETTER OF UNDERSTANDING #1

Call-in procedures for the Family Enrichment Program

1) The supervisor of the Family Enrichment Program will maintain a substitute call-in
tracking record in order to ensure all part-time and auxiliary staff are provided
equal opportunities to fill additional shifts within the Family Enrichment Program.

2) The part-time and auxiliary staff list will be updated each September to record
current availability of staff for call-in and to record all hours worked by each
employee in the previous twelve (12) months.

3) At the beginning of September, staff on the on-call list are to be listed in the order
of all hours worked in the previous twelve (12) months, highest to lowest.

—4)-———When a-shift becomes-available, the first person on the-on-call list will be called-to--—

cover the shift provided the available shift coincides with listed staff availability. If
the first person on the list is unavailable or unable to work the shift being filled, the
next person on the on-call list will be called.

5) Staff will then be called on a rotating basis for subsequent available shifts as is
consistent with staff availability. This means that the next time additional shift
coverage is required, the next person on the on-call list will be called to fill that
shift.

6) Call-in practices within the Family Enrichment Program do not preclude staff who
are on the on-call list from having regularly scheduled shifts.

7) Staff who are on the on-call list at the Family Enrichment Program may also be on
the on-call list for the Hastings Community Association Preschool. When called to
cover shifts in the Preschool, these staff will be called in accordance with Article
12.01 (b) of the Collective Agreement.

8) This letter of understanding will not in any way alter the call-in procedures used in
the Preschool, which are in accordance with Article 12.01 (b).

Agreed this

40  dayof /44:] ,20 /8
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For
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