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ARTICLE 1 — PURPOSE

1.01 The purpose of this Agreement is to establish an orderly collective bargaining
relationship between CUPE 951 and its Employees represented by the Union, so that
efficient Employer operations are maintained, to ensure the harmonious settlement of
disputes, and to set forth an Agreement covering rates of pay and other working
conditions that will apply to Employees within the scope of the bargaining unit.

ARTICLE 2: DEFINITIONS

2.01 GENERAL DEFINITIONS

The provisions of this Agreement are intended to be gender neutral wherever possible,
and will be interpreted on that basis. Changes to create gender neutral language in this
Agreement are not intended to change the substantive meaning of any article.
Whenever the singular or plural is used in this Agreement, the same will be construed as
meaning the plural or singular if the context requires unless otherwise specifically stated.

Where in this contract “will” is used it shall mean the same as “shall”.
2.02 DEFINITION OF EMPLOYER

The term ‘Employer’ refers to the Canadian Union of Public Employees Local 951, and
not to individual members thereof.

2.03 DEFINITION OF EMPLOYEE

The term ‘Employee’ refers to members of the bargaining unit in the classifications as
defined in the Certification granted by the Labour Relations Board of British Columbia.

ARTICLE 3 — UNION RECOGNITION

3.01 UNION RECOGNITION BY EMPLOYER

The Employer recognizes the Communications, Energy and Paperworkers Union of
Canada, Local 467 as the sole and exclusive bargaining agent for all Employees of the
Canadian Union of Public Employees, Local 951 for whom they have been certified by
the Labour Relations Board of British Columbia.

3.02 NO OTHER AGREEMENTS
No Employee will be required or permitted to make a written or verbal agreement with

the Employer or its representatives, which conflicts with the terms of this Collective
Agreement.
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3.03

3.04

EMPLOYEE ATTENDANCE AT MEETINGS

Employees who are requested to attend a meeting, the content and/or resolve of which
they believe may affect the terms and conditions of their employment, will have the right
to be accompanied by a Union Steward or Representative.

UNION PINS AND MATERIALS

Employees may wear official Union pins or buttons and may display official Union posters
in their workplace.

ARTICLE 4 — MANAGEMENT RIGHTS

The right to manage operations and to direct Employees is retained exclusively by the Employer
except as this Agreement otherwise specifies. In exercising its rights and in conducting its
employment relations, the Employer shall act fairly, reasonably and in good faith.

ARTICLE 5 — CHECK-OFF OF UNION DUES

5.01

5.02

5.03

DUES CHECK-OFF

The Union, on behalf of all Employees within the bargaining unit, authorizes the
Employer to deduct and pay out of the wages and or salary due to the Employees, the
appropriate initiation fees, union dues and assessments, as established by the Union.

FORWARDING DUES

Deductions will be forwarded to the Treasurer of the Union or electronically transferred
to the Union’s account not later than the 15th of the month following the month for
which the deduction was made accompanied by a detailed list of names of all Employees
in the bargaining unit and the amount of earnings and dues deducted.

T-4s

The Employer will indicate the monthly deduction of dues on each Employee's pay
notification and will report on the Employee's T4 slip the total union dues deducted
during the previous year by the time required by the Income Tax Act of Canada and its
regulations.

ARTICLE 6 — UNION FACILITIES

6.01

BULLETIN BOARDS

The Employer will provide space on a bulletin board where members of the bargaining
unit are employed and such space will be designated as CEP 467 space. The Union will
have the exclusive right to use this space to convey information to Employees.
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ARTICLE 7 — DISCRIMINATION, HARASSMENT, EMPLOYMENT EQUITY AND

PRIVACY

7.01 DISCRIMINATION DEFINED

a) The Parties agree to abide by the Human Rights Act of British Columbia, its spirit,

and intent, as it relates to employment of members of the bargaining unit.

b) The Employer and the Union agree that there will be no personal or systemic
discrimination, interference, restriction, or coercion exercised or practiced with
respect to any member of the Bargaining Unit in the Employee’s employment
relationship by reason of the following: age, race, colour, ancestry, place of origin,
political belief, religion, marital status, family status, physical or mental disability,
sex or sexual orientation of the Employee, or because that Employee has been
convicted of a criminal or summary conviction offence that is unrelated to the
Employee’s employment, or by reason of any other prohibited grounds contained in
the British Columbia Human Rights Act, nor by reason of membership in a trade
union. It is understood that "personnel benefit programs" may make actuarial
distinctions on the basis of age, and other lawful distinctions by mutual agreement.

7.02 SEXUAL AND PERSONAL HARASSMENT

a) The Employer and the Union recognize the right of bargaining unit members to work

in an environment free from sexual and personal harassment.

b) Complaints of harassment will be dealt with, in the strictest confidence under Article
8 or through any other procedures acceptable to both parties. Participation in such
procedures will not prejudice the rights of Employees to invoke the grievance

procedure under Article 11.
7.03 EMPLOYMENT EQUITY

a) The Employer and the Union hereby acknowledge, recognize and support

employment equity. The Parties agree to cooperate in the identification and removal

of systemic barriers, if any, in selection, hiring, training and promotion. It is

understood that none of the resulting actions will be at variance with the Collective

Agreement unless mutually agreed between the parties.

b) The Employer and the Union acknowledge that where targeted hiring is necessary
the Union will be informed of the proposed position(s) to be filled and the result of

the process.
7.04 PRIVACY

The Employer agrees to protect the security of Employee’s personal data gathered and

maintained by CUPE Local 951, in accordance with the Freedom of Information and Protection

of Privacy Act or other similar applicable legislation.
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ARTICLE 8 — LABOUR MANAGEMENT RELATIONS

8.01 LABOUR MANAGEMENT

a)

b)

d)

The Parties shall establish a Labour-Management Committee, composed of no more
than two (2) representatives of the Union, and no more than three 3)
representatives of the Employer.

The Committee shall meet at the request of either party for the purpose of
discussing issues relating to the workplace and/or the administration of the
Collective Agreement. The time and place of meetings shall be at the convenience of
both parties.

The Union will have the right at any time to have the assistance of representatives
of the Communications, Energy and Paperworkers Union of Canada or any other
advisors to the Union when dealing or negotiating with the Employer.

Employees representing the Union will have the right to attend meetings between
the Employer and the Union held within working hours without loss of pay.

8.02 COLLECTIVE BARGAINING

a)

b)

0)

For the purposes of negotiations, the Union bargaining committee will be comprised
of up to two (2) members and the Employer bargaining committee will not exceed
more than three (3) representatives.

Employees representing the Union will not suffer loss of wages or benefits for the
duration of the collective bargaining process.

Employees representing the Union will have the right to be assisted by a
representative of the Communications, Energy and Paperworkers Union of Canada.

ARTICLE 9 - DISCIPLINE

9.01 No Employee will be disciplined or discharged without just cause. The burden of proof of
just cause lies with the Employer.

9.02 The Employer agrees that a complaint against the Employee, whether or not it is
recorded in the Employee’s file, and any resulting disciplinary action shall be treated as
confidential by the Employer until a resolution has been achieved.

CEP Local 467 - and - CUPE Local 951 - 2010 - 2011 Collective Agreement

Page 8



9.03 Except in cases of gross misconduct, or serious insubordination, the principles of
progressive discipline will be applied when performance is unsatisfactory. This will
include a verbal warning, written warnings, suspension with pay and suspension without
pay prior to discharge. At each stage prior to discharge, the Employer will explain the
performance deficiency in detail, outline the standards of performance that are
expected, and warn the Employee that failure to improve performance will result in
further disciplinary action. No Employee shall be responsible for carrying out disciplinary
actions.

9.04 Except in cases of gross misconduct, or serious insubordination, there will be no decision
to discipline an Employee until the cause for discipline has been discussed with the
Employee by the Employer. A decision to discipline an Employee beyond a verbal
warning shall be made by the Employer. An Employee will be given at least twenty-four
(24) hours notice of any meeting which may result in discipline beyond a verbal
warning. The Employee will be advised that the Employee has the right to be
accompanied by a Union representative, who will be present if so requested by the
Employee.

In the event of gross misconduct, or serious insubordination the requirement for twenty-
four (24) hours notice may be waived. The Employer will make a reasonable effort to
have a Union representative present at any initial meeting.

9.05 Any disciplinary action taken beyond a verbal warning will be documented and form part
of the Employee’s confidential personnel record by the Employer. This written record of
discipline will be provided to the Employee within three (3) working days of the meeting
at which the Employee is informed of the reasons for discipline, and will be copied to the
Union. The Employee may also respond in writing, and this response will also be filed in
the Employee’s confidential personnel record.

9.06 An Employee may request in writing that any formal written record of discipline issued in
accordance with Article 9.01 be removed from the Employee's confidential personnel file
after twelve (12) months worked provided no other disciplinary offense was committed
during that period that resulted in a written record of discipline, unless the original
offense was of such a serious nature as to warrant a lengthy suspension [more than five
(5) days]. In the latter case, the request would be considered on its merits and, if
denied, may be resubmitted annually.

ARTICLE 10 - SENIORITY

10.01 Seniority is defined as length of service from date of hire in the bargaining unit, where
there has been no break in service of more than twelve consecutive months.

a) Seniority continues to accrue while on approved leaves of absence defined under
Article 18 for a maximum period of twelve (12) consecutive months.

b) Seniority rights expire when employment ceases due to voluntary resignation,
retirement, discharge for cause, failure to return to work following an approved
leave of absence, absence without leave for more than three (3) consecutive work
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days, an acceptance by the Employee of any severance payment, or if there is a
break in service of more than twelve (12) consecutive months.

ARTICLE 11 — COMPLAINTS AND GRIEVANCES

11.01 DEFINITION OF A GRIEVANCE

A grievance will be defined as any difference or dispute arising between the parties to
this Agreement concerning the interpretation, application, administration, operation, or
alleged violation of this Agreement.

11.02 UNION MAY INSTITUTE GRIEVANCE

The Union and its representatives will have the right to originate a grievance on behalf
of an Employee, or group of Employees, and to seek resolution with the Employer in the
manner provided in the Grievance Procedure.

11.03 POLICY GRIEVANCE

Where a dispute involving a question of general application or interpretation occurs, or
where a group of Employees or the Union or the Employer has a grievance, such dispute
or grievance will be initiated at Step II.

11.04 RECOGNITION OF ST EWARDS, REPRESENTATIVES AND GRIEVANCE COMMITTEE

In order to provide an orderly and speedy procedure for the settling of grievances or
potential grievances, the Employer acknowledges the role of Union Steward and CEP
Representatives in the grievance process. The Stewards and Representatives will assist
any Employee represented by the Union in preparing and presenting the Employee’s
grievance in accordance with the grievance procedure.

11.05 CARRYING OUT DUTIES

The Employer agrees that Steward will be given reasonable freedom of action in
investigating grievances or potential grievances and discussing resolutions.

Every reasonable effort will be made to schedule the meetings required under this
Grievance Procedure at mutually agreed times which do not conflict with scheduled work
assignments. When this is not possible, an Employee, whether as a Grievor, witness, or
Union representative who is required to be absent from work will suffer no loss of pay
and benefits to which the Employee would otherwise be entitled as a bargaining unit
Employee.

11.06 GRIEVANCE PROCEDURE

The Employer and Employee are encouraged to resolve complaints informally. An
Employee should initiate discussion with the Employer within ten (10) working days of
the Employee becoming aware of the occurrence or recurrence of the event giving rise
to the issue. Any informal resolution of a complaint will be without prejudice or
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