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THIS AGREEMENT made and entered into June, A.D. 1995

BETWEEN THE:

CAMOSUN COLLEGE BOARD OF “G-OVERNORS

(hereinafter called the "Board)

OF THE FIRST PART

AND THE:

CAMOSUN COLLEGE FACULTY ASSOCIATION

(hereinafter called the "Union")

OF THE.SECOND PART

WHEREAS the Board is an employer within the meaning of the Labour Code of
British Columbia Act;

AND WHEREAS the Camosun College Faculty Association is a certified
bargaining agent for full-time faculty under the Act:

AND WHEREAS the parties have carried on collective bargaining under the Act
and have reached agreement as herein expressed;

NOW THIS AGREEMENT WITNESSETH THAT THE PARTIES HERETO
AGREE EACHWITH THE OTHER AS FOLLOWS:






1. APPOINTMENTS TO FACULTY
1.01 INITIAL APPOINTMENTS

Initial appointments shall be either probationary for a Two (2) year period or term
as outlined in Clause 1.02.

Subsequent appointments shall be either probationary, continuing, or term as
outlined below.

1.02 TERM

(@) A term appointment is one with a pre-established end date. Term
appointments may be made only in circumstanceswhich fit one or more of
the following conditions (assuming that no probationary or continuing
faculty are available):

(i) To replace:
faculty on leave or secondment;

faculty assigned to professional, curriculum, or program
developmentactivities;

and faculty assuming probationary assignments under paragraph
3, Clause 1.03.

(i)  To create positions with less than a fifty percent (50%) annual
workload, providedthere is no opportunity to combine two or more
such assignments into a workload sufficient for a continuing or
probationary assignment.

(i) To fill positions when emergencies or other unforeseen
circumstances do not allow for normal selection procedures.

(iv) To hire an individual with the specialized knowledge or skills
required for a particular course or assignment when the College
can demonstrate that no faculty member with the required
knowledge or skill is available to accept the assignment as part of
a probationary or continuing appointment.

(v) To staff instructional programs or projects which are funded by
agencies external to the College on an irregular basis.



1.02

(b)

(c)
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APPOINTMENTS TO FACULTY (continued)
TERM (continued)

Notwithstandingthe above, effective September 1, 1993, no division may
fill more than twenty percent (20%) of its full-time equivalent positions
with term employees, excludingthose hired under provision(i) above.

In all instances, the appointee and the CCFA shall be informed in writing
of the grounds for a term rather than a continuing or probationary
appointment.

When seniority is calculated, accumulated service on term appointments
shall include earned vacation, whether taken as time off or as payment in
lieu. In instances when vacation pay is received, not vacation time, the
seniority earned shall be the same as if the employee had been credited
with vacation time. In other words, earned seniority shall not be
diminished as a result of a faculty member earning payment in lieu rather
than vacation time. In these instances, seniority will be calculated by
multiplying the employment period by 1.2.

Instructional term appointments will cover one (1) week of preparation
time, the instruction period, and exam period or wrap-up period, to equate
to sixteen (16) weeks for a standard full semester and thirteen (13)weeks
for a standard full quarter.

Appointments for periods other than a standard full semester or quarter
shall reflect the actual instruction period together with one (1) week's
preparationtime and one (1) week for the exam period or wrap-up period.

Any individual whose percentage of full-time employment is consistently
fifty percent (50%) or higher for the fall and winter semesters shall have a
single appointmentwhich extends through both semesters.

Payment for term appointments shall be calculated on a daily rate based
on the individual faculty member's placement on the faculty salary scale
(Appendix B).

All employees on term appointments shall be evaluated according to the
procedures established for the division, within the first twelve (12) months
of aggregated appointment periods (independent of percentage of full-
time employment); and an additional evaluation shall occur before
completion of two (2) "full-time equivalent” years of service.



1.02

(€)

@

APPOINTMENTS TO FACULTY (continued)
TERM (continued)

Indefinite term appointments - to replace a continuing or probationary
faculty member on disability leave, the College may offer an indefinite
term appointment, giving the new employ88 access to benefits and other
provisions for probationary employees, providing there has been
appropriate opportunity for recruitment and selection.

If the disabled faculty member is declared able and returns to work, the
replacement appointee shall receive one (1) month's notice or payment in
lieu of notice.

If the disabled faculty member is unable to returnto work within the period
of time allowed, the indefinite term appointment will be converted to a
regular probationary or continuing appointment.

Internships - The College may create a limited number of faculty
internship positions, each of which requires the approval of the CCFA.

Each internship position shall be for a one (1) or a two (2)year period,
with a workload from fifty percent (50%) to one hundred percent (100%).
The employee hired for each positionwill have no more than one (1) year
of college-related experience in his/her field of expertise. The approved
staffing profilewill not be increased by the addition of interns.

An employer/employee relations committee shall recommend guidelines
for the application of this clause. The recommendations shall be
forwarded to the president of the College and the president of the CCFA
within six (6) months of the signing of this agreement, unless a later date
is agreed to by the tWo presidents, and shall form the basis for the
application of this clause, subject to approval by the CCFA and the
administration.



1. APPOINTMENTS TO FACULTY (continued)
1.02 TERM (continued)

(g) Subject to Clauses 3.02 and 3.03, service accumulated during term
appointments shall be credited toward seniority and all other benefits for
which the employee is eligible. Inthose instances in which the length of
the appointment has permitted adequate time for regular faculty
evaluation procedures to be applied, and where such evaluation has been
fully satisfactory, all service accumulated will be credited toward the
probationary appointment, provided that the conditions of the term
assignment do not differ significantly from the position being offered.
Service credited towards probation under this clause will be counted in
terms of percentage of full-time employment, with two (2) full-time
equivalent years requiredfor completion of the equivalent of probation.

Should a faculty member accept a probationary appointment prior to
completing two (2) full-time equivalent years of service on term
appointments, the length of probation will consist of two (2) years minus
the f.t.e. time on term contracts. The remaining probationwill be counted
in aggregate, not f.t.e. time.

1.03 PROBATIONARYAPPOINTMENTS

A probationary appointment precedes a continuing appointment, except in the
case of any former term employee who completed the equivalent of a
probationary period while on term assignments.

Probationary appointments shall be made for positions with fifty percent (50%) or
more of an annual workload. The duration of the probationary period shall be
two (2) academic years, irrespective of percentage of full-time equivalent
employment, minus the length of accumulated service in term positions which do
not differ significantly from the position being offered.

The probationary period for continuing faculty who assume assignments in
another department shall be two (2)academic years. No probationary period is
required when the department to which the faculty member transfers is deemed
by the appropriate vice-president to be similar in nature to the faculty member's
original department. If continuing faculty have an unsuccessful probation in
another department, they shall be re-instated in their previous position or in a
similar position.



I. APPOINTMENTS TO FACULTY (continued)

1.03 PROBATIONARY APPOINTMENTS (continued)

As a minimum requirement, all employees on probationary appointments shall
be evaluated within the first semester or quarter of their appointment and when
eight (8)to ten (10) months remain in the probationary period, according to
procedures established in writing for each division. The employee shall be
informed of the division's evaluation procedures and standards with the letter of
appointment. The methods, standards, and procedures of evaluation shall be
fair and reasonable.

After any evaluation, should improvements be deemed necessary, the employee,
in consultation with the dean, will develop a plan, with appropriate timelines, for
attaining the additional skills and/or knowledge required. The employee may
apply to the Professional Development Fundfor assistance inthis regard.

Should the evaluation which occurs with eight (8)to ten (10) months remaining
in the probationary period indicate that the employee does not yet qualify for a
continuing appointment, a final evaluation will be carried out within two (2) to
three (3)months of the end of the probationary period.

On the basis of the employee's most recent evaluation, the dean will recommend
to the appropriate vice-president whether to convert the probationary contract to
continuing or to sever the employee's connection to the College at the end of
his/her probationary appointment, or in accordance with Clause 2.03.

Should the employee disagree with the conclusions or recommendations
resulting from an evaluation procedure, he/she may contest the
recommendations or conclusions on the basis of the procedures not being
carried out as prescribed by the division, or on the grounds that the conclusions
and recommendationsdid not fit the information gathered through the evaluation
process.

1.04 CONTINUING APPOINTMENTS

(@ A faculty member who has successfully completed a probationary
appointment shall automatically receive a continuing appointment at the
same or higher percentage of employment as on the probationary
contract.

(b) A full-time faculty member may be assigned to a continuing part-time
contract without loss of accumulated seniority and shall continue to
accumulate seniority on a prorated basis.



1.04

APPOINTMENTS TO FACULTY (continued)
CONTINUING APPOINTMENTS (continued)

Except where a reduction in staff is applicable, a full-time faculty member
shall not be convertedto part-time without mutual agreement among that
member, the Union and the administration.

In the event that a fult-time faculty member who has converted to
continuing part-time wishes to revert to a full-time appointment, he/she
can only do so if there is a full-time vacancy in the area of his/her
expertise or if there was-an agreement specifying the years of part-time
employment prior to that member becoming part-time.

A faculty member with a continuing part-time appointment shall be
granted first refusal for increased employment when, in the judgement of
the dean, in consultation with faculty and the coordinator, he/she is fully
qualified to perform the duties comprising the additional workload.
Should more than one (1) continuing part-time faculty member be
qualified for the increased employment, the work will be assigned to the
faculty member judged to be best qualified for the duties involved in the
additional workload.

Transition From Term Appointments to Probationary or Continuing
Appointments

Any faculty member on a term appointment, other than indefinite term,
shall upon application be granted probationary or continuing employment,
subject to the following conditions:

i) He/she must have been appointed to a term position through the
normal divisional selection procedures in effect at the time of
his/her appointment.

i) He/she must have worked at a minimum of forty percent (40%) of
full-time employment over at least twelve (12) weeks in each of two
(2) semesters or at least nine: (9) weeks in each of three (3)
quarters (or the equivalent in a combination of semesters and
quarters) in each of two (2) consecutive years, with a resulting full-
time equivalent employment total of at least thirty (30) weeks, i.e.
an average workload of at least fifty percent (50%) in each year.



1. APPOINTMENTS TO FACULTY (continued)

1.04 CONTINUING APPOINTMENTS (continued)

iii)  The faculty member normally must have worked in one department
during the qualifying period, except in the case of faculty members
who have done similar work in more than one department. Should
there be disagreement concerning whether or not an individual
who has Workéd in more*than one department duringthe qualifying
period is entitled to continuing status, the matter shall be resolved
accordingto the provisions of Clauses21.01 and 21.02.

iv)y  He/she must have been successfully evaluated according to
established divisionalevaluation procedures.

V) An assignment averaging at least fifty percent (50%) of full-time
employment, with a minimum of forty percent (40%) at any given
time, based on the normal workload of a full-time instructor in the
relevant department, shall be available over TWO (2) semesters or
three (3)quarters in the next year. The College is obligated to™
offer continuing employment when the annual budget and '
operating plan indicate that an assignment to the level stipulated
above will be available. When the College concludes that
sufficient work is not available to offer an individual a continuing
contract, the College shall inform the individual and the CCFA in
writing of the reasons for the decision.

All benefit calculations, including long term disability, will be based 0On the
average annual percentage of full-time employment.

Conversion to a continuing appointment shall occur only at the beginning
of the next term or semester following qualification and application, with
the first conversion to be effective September 1 §993.

For the purposes of this clause, the period from May through August shall be
considered a semester.

The College shall not deny a faculty member the rights stipulated in this clause
as a result of having neglectedto evaluate the faculty member.

When more than one candidate is eligible for a single continuing appointment
under this clause, the appointment shall be offered to the employee deemed
most qualified through normal divisional selection procedures.



1. APPOINTMENTS TO FACULTY (continued)

1.04 CONTINUING APPOINTMENTS (continued)

(e) When a continuing position in a department becomes available, the
position shall be offered to a suitable candidate from the following

categories, in the following order:

(i) Former employees with reappointment rights, according to the
provisions of Clause 3.04.

(i) Employees with part-time continuing appointments, in the same
department, accordingto the provisions of Clause 1.04(c).

(i)  Employees on indefinite term appointments who have successfully
completed the equivalent of a probationary appointment.

(iv) Candidate selected through competitionfor the position.
) JOB SHARING
The CCFA and the College agree in principle to allow opportunities for job

sharing. Arrangements and terms of employment shall be determined by
a Joint Faculty/Administration Committee.

1.05

The respective unions shall receive copies of each letter of acceptance of
appointment.

1.06
Faculty members of the respective department shall be consulted in the

selection of all new faculty. Procedures for faculty consultation will be specified
inwriting by the divisional dean.



1. APPOINTMENTS TO FACULTY (continued)

1.07 SENIORITY

For employees on full-time or continuing part-time contracts over fifty percent
(80%), seniority shall be based on continuous service on term, probationary, or
continuous contracts. For employees on full-time or continuing part-time
contracts (over fifty percent [50%]) commencing employment with the College on
or after April I, 1980, seniority shall be based on continuous service on term,
probationary or continuous contracts plus the aggregate lengths of all periods of
employment with the College after April 1, 1980, where N0 break in service
exceeds two (2) years. -Seniority for part-time contracts of greater .than fifty
percent (50%) but less than full-time will be prorated. A seniority period will be
established and reported for each continuing employee. An updated seniority
list will be supplied to the Faculty Association at least annually.

Service seniority shall include all continuous service with the Public Service of
British Columbia prior to the meld which took place October 1, 19756. When an
employee is on leave of absence for approved professional development,
parental/adoption leave, prolonged work action, political leave, retraining leave
or Workers' Compensation, he/she shall continue to accumulate seniority. An
employee on other types of leave shall retain but not accumulate seniority.

1.08 TEACHING RIGHTS OF DEANS, VICE PRESIDENTSAND THE
PRESIDENT

Deans, vice presidents and the president will have the right to teach at any time
if the need exists, but shall not displace a continuing faculty member from
employment and will not teach more than one (1) section in any term or
semester without the consent of the CCFA.

No additional payment for instruction will be made to deans, associate deans,
vice president's or the president.

Deans, vice presidents, and the president will not be required to become
members of the CCFA or to pay CCFA dues.

The appropriateness of the qualifications of the deans, vice presidents and the
president to teach will be determined by the responsible dean with appropriate
consultation with the appropriate coordinator.
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1. APPOINTMENTS TO FACULTY (continued)

1.09 FACULTY STATUS FOR DEANS, VICE PRESIDENTS AND THE
PRESIDENT

The rights stipulated inthis clause apply to:

(@) deans, vice presidents and the president who were appointed to their
current positions prior to April 1, 1984, or

(by  deans, vice presidents and the president hired April 1, 1984, or after who
opt to pay the CCFA an annual fee in lieu of dues. The amount of the fee
will be determined by the CCFA and will not exceed the percentage of
gross salary chargedto each CCFA-member for union dues.

The administrators stipulated above have the following rights:

(a) The right, at their own or the College’s request, to transfer to a faculty
position in their field of expertise if a vacancy exists, with the concurrence
of the appropriate dean. This transfer shall take priority over applications
from persons outside the college.

(b)  The rightto exercise bumping privileges as described in Clause 3.02.

(¢)  The right to have all service to the College in a professional capacity
counted in calculation of faculty seniority and placement on the salary
scale.

1.10

For the purposes of this agreement, a dean may delegate to an associate dean
the performance of any of his/her obligations and the exercise of any of his/her
rights. (Exceptthe restricted rights described in 1.09.)

1.11 OTHER UNION EXEMPT ADMINISTRATORS

Other union exempt administrators may accept faculty assignments if they are
deemed qualified by the usual faculty selection procedures. They will accept
assignments on the same basis as other faculty - receiving payment for duties
above and beyond their management responsibilities, and paying prorated union
dues to the CCFA. In no case will an administrator, by accepting a faculty
position, displace a continuing or conditional continuing faculty member.
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2, ‘TERMINATION OF APPOINTMENT
2.01 TERM

Term appointments terminate on the date specified in the letter of appointment.
However, term faculty members employed for two (2) semesters or three (3)
guarters for the equivalent of two (2) consecutive academic years shall have the
right of first refusal for the same or an equivalent term assignment in the next
employment period, subject to successful evaluations,

Inthe case of assignments which occur annually for one (1) semester or quarter
only, a term faculty member shall have the right of first refusal for that
assignment when he/she has been employed on that assignment three (3)
consecutive times and has been successfully evaluated.

A faculty member, following successful evaluation and completion of the
required number of semesters or quarters as defined above, shall obtain this
right of first refusal by fili applicati ith his/her divisi office

The College may not deny an individualfirst refusal rights under this clause as &
result of having neglectedto carry out evaluations of the employee.

First refusal rights remain in effect for one (1) year from the date of termination
of the most recent term appointment and are renewed with each subsequent
term appointment unless there is a break of more than one Iypar between
appointments.

Without relinquishing the rights stipulated in this clause, a faculty member may
refuse employment for one (1) quarter or semester after each two (2) semesters
or three (3) quarters of employment in order to provide the employee with the
equivalent of a regular vacation period.

Any additional refusal of employment shall result in the relinquishing of the rights
stipulated in this clause.

If two or more individuals qualify for an appointment under this clause, the
appointment shall be granted to the individual deemed most qualified by the
dean in consultationwith the coordinator and other faculty within the department.

2.02 RESIGNATION

Employees will give the College as much notice of resignation as possible, and
will, where possible, arrange for the effective date to coincide with the end of a
class instructional period. Where notice of less than one (1) month is given,
only those separation payments provided by statute will be paid.



2,
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TERMINATION OF APPOINTMENT (¢ontinued)

2.03 PROBATIONARYAPPOINTMENTS

An employee while on a probationary appointment may be terminated as a
consequence of evaluation, as set out in clause 1.03, or under the provisions of
clause 2.04. In lieu of notice, severance pay equivalent to Two (2) weeks salary

will be provided.

e Ak L

2.04 DISCIPLINARY PROCESSES

(@)

Suspensions

The president may suspend an employee for cause. The Board shall be
informed of the suspension within twenty-four (24) hours and shall, within
W0 (2) weeks of the suspension, either dismiss the employee or reinstate
him/her with or without penalty. At the same time, the president shall
notify the president of the CCFA, by confidential memo, that the
suspension has occurred. Whenever an employee is reinstated without
penalty, all documentation related to the matter will be removed from the
employee's personnelfile.

Cause shall be defined to mean:
(i) gross misconduct; or

(i)  persistent neglect of faculty responsibilities (where neglect shall be
taken to mean failure to correct deficiencies which have been

indicatedto the employee inwriting); or
(iiiy  professional incompetence related to faculty responsibilities; or
(iv) demonstrated unsuitabilityfor the position.

Termination for Cause

If there exists sufficient evidence to justify the termination of a
probationary appointment, term contract, or continuing appointment of an
employee, the president shall advise the individual concerned in writing,
by registered mail, stating his/her intention to recommend such
termination to the Board, and setting forth his/her reasons for the
recommendation and the effective date for the termination. Cause, as
defined in (a), shall be deemed appropriate grounds for termination.



2.04
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TERMINATION OF APPOINTMENT (continued)

DISCIPLINARY PROCESSES (continued)

A copy of this letter shall be sent to the Chairman of the College Board, to
the Chairperson of the Joint Faculty/Administration Committee and to the
president of the Faculty Association.

Burden of Proof .

In all cases of termination or disciplinary action, the burden of proof of just
cause shall rest with-the employer.
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3. REDUCTION OF STAFF
3.01 NOTIFICATION

(a) When a reduction of staff is necessary due to changes of enrollment, the
deletion of a program, technological changes or insufficient operating
funds, an employee shall be entitled to at least four (4) months notice,
excluding annual holidays, except in the following circumstances:

Term employees and employees with less than three (3)
years of service, irrespective of percentage of full-time
equivalent employment, on a probationary and/or continuing
appointment shall be entitled to TWo (2) months notice.

In the event that the president plans to recommend termination of
appointments for reasons of staff reduction, he/she shall inform the
individual at least one (1) week prior to the time the recommendationshall
be made to the Board. The notice period shall be calculated from the
date that the Board approves the recommendationfrom the president.

(bj Inthe event that the availability of additional employment is known before
the designated termination date, such that the employee is able to
continue without an interruption of greater than two (2) weeks, exclusive
of vacations, the effective termination date will be delayed to the end of
the additional assignment. All benefits in effect at the original layoff date
will continue during this extension, but no subsequent notice period will
be given, nor will the period for exercising 'bumping' privileges be
extended.

3.02 PROCESS

When a reduction in staff is necessary in a particular department, it shall be
based on service seniority. In each case, the remaining employees in the
department must have the essential skills or expertise needed to meet the
departmental objectives and activities. However, the faculty member can
transfer to any other department where he/she is fully qualified, if necessary
displacing a less senior faculty member.

Whenever possible, an employee shall be given an opportunity to serve the
College in some other capacity for which he/she is qualified. This clause applies
to all employees, including those on leave at the time of reduction of staff.



3.

3.02
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REDUCTION OF STAFF (continued)

PROCESS (continued)

A written request for transfer to another department must be received within ten
(10) working days of receipt of notification of termination as a result of reduction
in staff. Where an employee is qualified in more than one (1) department,
he/she must always displace the least senior person.

L -]

If a transfer or bumping process occurs, the adequacy of the transferee's
qualifications shall be determined by a committee composed of:

@)

3.03

@)

One (1) faculty member from the department which the transferee
proposes joining, and one ¢ IPn the department from which he/she is
being laid off. These faculty members will be selected by the respective
departments. These memberswill be resource persons and will not vote.

One (1) faculty member and one (1) administrator appointed by the Joint
Faculty/Administration Committee from its membership.

One (Idean from a division not affected by the transfer (appointed by
the Vice President Education).

Two (2) faculty members from divisions not affected by the transfer
(appointed by the Faculty Association Executive).

RETRAINING

An employee who is terminated for reason of reduction of staff, who is not
judged to be qualified to transfer to another position occupied by an
employee having less seniority as provided in Clause 3.02, and who has
served the College for at least five (5)years, shall receive paid leave of
up to eight (8) months, if required, in order to qualify for an available
position at the College. An available position is one which, within two (2)
months of the time the reduction in staff is given, is vacant or has been
confirmed to become vacant within the retraining period. Payment for the
leave will be prorated if only part-time leave is required. Inthe event no
position is available, Clause 3.04 shall apply.

An employee who was previously employed by the Province and
transferred to College employ October 1, 1975, shall be entitled to up to
ten (10) months full salary while retraining. The nature of the retraining
shall be the employee's choice. The retraining may commence anytime
within a twelve (12) month period after the termination date. The salary
will be the monthly salary at time of termination.



3.03

(c)
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REDUCTION OF STAFF (continued)

RETRAINING (continued)

Where courses are altered or changed to the extent where new or greater
skills are required than are already possessed by the affected employee
such that the employee's continuing employment is threatened, such
employee shall be given up to tWo (2) months in addition to annual
vacation and to professional development time provided in Clause 10 for
approved professional development, with no loss of income, benefits or

seniority.

3.04 SEVERANCE PAY AND REAPPOINTMENT

Any continuing or probationary employee, laid off for reasons of reduction in
staff as stipulated in Clauses 3.01 and 3.02 who has not received alternate
placement under Clauses 3.02 and 3.03 will receive payout of accumulated
vacation entittement and is entitled to severance pay according to (a) below and

to reappointment according to (b) below:

(@) Severance Pay
An employee shall receive severance pay calculated as follows:

Payment of one-half (1/2) of one (1) month's salary for each full-
time equivalent year of accumulated service to the College to a
maximum of six (6) months of equivalent salary.

Laid off employees have the choice of collecting their severance
pay in one lump sum or in monthly installments paid for the
duration of the period covered by severance pay.

Should an employee be re-employed on a probationary or
continuing contract before the expiration of the period of time
covered by severance pay, the employee shall repay the College
the unused portion of the severance pay within the first month of
the commencement of the new appointment.

Employees reappointed on continuing or probationary contracts
who elected to receive their severance pay in equal monthly
installments shall not receive severance pay for the unused portion
of the severance period.
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REDUCTION OF STAFF (continued)
SEVERANCE PAY AND REAPPOINTMENT (continued)

While receiving severance pay, the employee will not accumulate
seniority or be eligible for College pension or other benefits. If the
employee is rehired on a continuing or probationary contract and
subsequently laid off again according to Clauses 3.01 and 3.02,
he/she will only be eligible to receive the portion of the original
severance pay that was not received or which was repaid to the
College at the time of rehiring plus any additional severance pay
earned through the latest appointment.

An employee may choose -to -accept severance pay without
reappointment rights.

The acceptance of severance pay by an employee shall not
prejudice the employee's opportunity for employment at the
College.

b) Reappointment

An employee with five (5) years seniority or less shall be placed on
a reappointment list for one (1) year. An employee with more than
five (5) years seniority shall be placed on a reappointment list for
two (2) years. Should positions be reinstated in the same
department, reappointment shall be based on seniority, subject to
the individual qualifying for an available assignment. Should other
term, probationary, or continuing positions become available in a
department other than the individual's previous department,
reappointment will be based on seniority amongst individuals
eligible for reappointment who are deemed qualified for the
position by the dean in consultation with the faculty in the relevant
department. in all cases, individuals eligible for reappointment
have priority for available positions up to the individual's
percentage of full-time employment at the time of lay-off.

When qualifications are in question concerning an assignment in
the individual's previous department, the adequacy of the
gualifications shall be determined according to a process
established by the Joint Faculty/Administration Committee.
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REDUCTION OF STAFF (continued)
SEVERANCE PAY AND REAPPOINTMENT (continued)

When the qualifications are in question, concerning a position in
another department, the adequacy of the qualifications shall be
determined by a committee with the membership stipulated in

Clause 3.02.
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PLACEMENT ON SCALE

PLACEMENT

For purposes of placement on the salary scale (see Appendix B) an employee
shall be assignedto one (1) of the following categories:

(@)

()

Category I:

An employee in this category will normally hold a degree from a
recognized university at the bachelor's level, or a combination of
university, college or other training and work experience deemed to be
equivalentto four (4) years of study at the college/university level.

Category ll:

An employee in this category will normally hold a master's degree, a
bachelor's degree plus a teaching certificate or instructor's diploma, or
equivalent professional certification, which represents at least 5 (five)
years of study at the college/university level.

Programmer | appointees in the Community Education Services Division
will be placed on the faculty scale with a minimum of Step 1 and a
maximum of Step 8. Programmer lappointees are responsible for general
interest and non-professional vocational programming when such
programming does not require a background of a bachelor's degree or
equivalent. Effective April 1, 1993, the employee's initial position on the
salary scale will depend on education and work experience as stipulated
in Clause 4. Those employees holding a Programmer 1 position on April
1, 1988 whose placement does not result in an increase to their current
placement will receive an increment on their next anniversary date or if
they have not received an increment in the previous twelve (12) months,
on April 1, 1993,



20

4. PLACEMENT ON SCALE (continued)

4.02 SALARY RANGE

The salary range for each of the categories described in Section4.01 shall be as
folliows:

[nitial Placement Maximum Placement
Category | Step 3* Step 15
Category I Step § (Ph. D.-Step 6) Step 16
Programmer | Step 1 Step 8

*Step 3 will be used in calculating initial placement, however; no faculty member
in Category | will be placed below Step 4 on the salary scale.

Step 17 will be available for those faculty members employed on April 1, 1988,
whose current or maximum placement was Step 17, until there is a break In
employment, as outlined in the next paragraph, and for those who earned a
sufficient number of increments, and who had applied and received approval
under the provisions of Clause 5.01 in the previous collective agreement, by
March 31, 1996.

Faculty members re-hired by the College who were previously eligible for Step
17 will retain that eligibility during subsequent appointments if a break in
employment does not exceed twelve (12) months. The right to claim eligibility
for Step 17 despite a break in employment will be extended to twenty-four (24)
months if the break in employment did not occur at the initiative of the employee
and if activities which qualified the individual to move from Step 16 to Step 17
were carried out in their entirety while the individual held employee status with
the College.

4.03 RECOGNITION OF WORK EXPERIENCE FOR INITIAL PLACEMENT

For initial placement on scale, the following experience shall be recognized by
granting one (1) additional step on scale up to a maximum of Step 10.

(@) Eachyear of teaching or relevant work experience in a college, technical
institute, vocational school or any educational setting in which the
employee's work was similar in essence to his/fher Camosun assignment.

(b)  Eachyear of teaching or relevant work experience in a secondary school
or university to a maximum of eight (8) years (8 steps).
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PLACEMENT ON SCALE (continued)

RECOGNITION OF WORK EXPERIENCE FOR INITIAL PLACEMENT
(continued)

Two (2) years of relevant work experience in a setting other than the
settings stipulated in (a) and (b) above when such experience exceeds
that required to qualify for the individual's assigned salary category, to a
maximum of five (5) steps.

One IPear of work experience, for non-instructional faculty, to a
maximum of eight (8) years, when the College deems the work to be
essentially the same and at the same professional level of responsibility
as that to be performed at the College.

ADVANCED INITIAL PLACEMENT

Education beyond that required for the initial category placement (accordingto
Clause 4.01) will be recognized as follows:

Initial and initial maximum placement shall be advanced one step for each of the
following, but in the case of initial placement not beyond step 10 and inthe case
of initial maximum placement not beyond step 16:

(a)

(b)

(©)

(d)

completion of an additional degree at the Bachelor's, Master's, or
Doctoral level at a recognized university or college.

completion of one (1) academic year of advanced study, Or the equivalent
in part-time studies, relevant to the College role of the faculty member,
beyond the study leading to the degree(s) and/or certification credited to
meet the minimum requirements for the faculty member's salary
placement category. NO more than one increment shall be claimed under
this clause for a single program of study and an increment shall not be
awarded for the same period of study under both (a) and (b).

completion of professional certification equivalent to at least one (1) year
of advanced study, relevant to the College role of the faculty member.

completion of a teaching certificate or instructor's diploma.
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4.  PLACEMENTON SCALE (continued)
4.05 INITIAL PLACEMENT PROCEDURE

Employees’ initial salary placement shall normally be according to the terms of
Clauses 4.01 through 4.04. The initial placement procedure, including maximum
placement on the scale, applies to all faculty members new to the College, and

to all faculty members who have had a break in employment with the College of
36 months or longer. .

At the request of the employee, placement on the salary scale may be reviewed
at any time. Increasesto an employee’s placement on scale resulting from the
review of qualifications shall be retroactive to the time of appointment if the
review is initiated within six (6) months -of the acceptance of the offer of
appointment. Otherwise, increases shall be retroactive to the date on which the
faculty member requested the review.

A request for review of placement received more than six (6) months after the
acceptance of the offer of employment must be based on a specific identified
area of concern. Changes in placement procedureswhich were agreedto by the
two parties since a faculty member's most recent placement shall not be grounds
for review unless the changeswere agreedto be retroactive.

The administration shall include along with the letter of appointment an
information packet including an explanation of the calculations leading to the
employee’s initial placement on scale referencedto Clauses 4.01 through 4.04.

To attract specialized personnel, or to facilitate transfer of continuing faculty
members from other B.C. colleges and institutes, the administration may, with
the agreement of the Union, offer placement on the salary scale above the step
which would result from the calculations of an individual's work and educational
background, or above the maximum initial placement.

4.06 PAYMENT OF SALARIES

All employees shall be paid semi-monthly on the 15th and the last day of each
month.
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INCREMENTS

5.01 ADVANCED PLACEMENT UPON CHANGE OF QUALIFICATIONS

This clause applies only to faculty members already employed on term,
probationary or continuing appointments.

Work experience and/or education (beyond that normally required for the initial
category placement) will be recognized by advancing the current and maximum
placement one ISPep, to a maximum of step 16, for each of the following, upon
presentation of transcripts and/or verified documentation:

(a)

(b)

(c)

(d)
(e)

(f)

The completion of an additional degree at the Bachelor's, Master's, or
Doctoral level, at a recognized university or college.

Completion of one (1) academic year of advanced study, or the
equivalent in part-time studies, retevant to the College role of the faculty
member, beyond the study leading to the degree(s) and/or certification
credited to meet the minimum requirements for the faculty member's
salary category.

Completion of professional certification equivalent to one (1) year of
advanced study relevant to the College role of the faculty member.

Completion of a teaching certificate or instructor's diploma.

Completion of a period of research, work experience, or private study, or
a combination, equivalent to 1 academic year of advanced study, or the
equivalent in part-time study, relevant to the College role of the faculty
member.

Completion of a second Journeyman Certificate, following a formal
approved program of study with a duration equivalent to at least 1
academic year, in a trade relevant to the College role of the faculty
member.

An increment will not be awarded under this clause for activities previously
recognizedfor category and/or step placement.

No more than one increment shall be awarded under this clause for a single
program of study leading to a degree, and an increment shall not be awarded for
the same period of study under (a), (b), and/or (c).
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5. INCREMENTS (continued)

5.01 ADVANCED PLACEMENT UPON CHANGE OF QUALIFICATIONS
(continued)

To qualify for increments under this clause, an employee must submit to
Employee Support and Development Services department documentation
satisfactory to the College in support of histher claim. The increase will be
retroactive to the date of successful completion, upon receipt of appropriate
documentation, provided that the retroactivity does not exceed three (3) months
and is within the same fiscal year. The College shall inform the employee in
writing of his/her new classification for salary purposes, stating the new step and
maximum placement.

All activities related to item (e) under this clause must be PLANNED IN
ADVANCE by the faculty member and APPROVED IN ADVANCE by the
Advanced Placement Review Committee.

The Advanced Placement Review Committee, as outlined in a Letter of
Agreement between the College and the Camosun College Faculty Association,
snall process and review all applications relatedto item (e), and shall forward its
placement recommendationsto the appropriate vice president.

5.02 INCREMENTS FOR SERVICE

For each full-time equivalent year of service to the College an employee is
entitled to one (1) increment on the basic salary scale until he/she reaches the
maximum for his/her category. The increment date shall be as specified in
individual letters of appointment and for those hired on or after August 1, 1973,
the increment date shall be the first day of the first full month of service.

Faculty members whose maximum placementwas Step 14 or Step 15 under the
provisions of the previous collective agreement shall have their maximum
changed to Step 15 or Step 16 respectively effective September 1, 1895. The
current placement shall be increased by one step for those faculty members who
will have been at their maximum for a full-time equivalent year of service on that
date. Other faculty members will have their current placement changed on their
normal increment date.
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5. INCREMENTS (continued)
5.03 PROFESSIONAL DEVELOPMENT LEAVE

An employee on long-term professional development leave, as defined in Clause
10.01 may, with prior approval be regarded as a full-time employee for up to
twelve (12) months, for purposes of salary increment. An employee receiving an
increment for this period may not also claim an increment for any credential
earned during this period under Clause 5.01. However, the credential earned
shall be usedto extend the maximum placement by one (1) step.
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6. COORDINATOR

6.01 STIPEND

(a) Coordinators shall be entitled to an administrative stipend. When it is
deemed necessary to appoint an acting coordinator because of an
extended absence of a coordinator, the acting coordinator will also
receive an amount equal to the amount of stipend that the coordinator
receives.

(b) In departments in which more than one individual is required for
coordination, the faculty member(s) designated to assist shall receive up
to one-half (1/2) of the coordinator's stipend. At the discretion of the
dean, the employee's workload may also include designated time for
these additional duties.

(¢) In those instances where the College creates a separate department
comprising fewer than three (3)faculty FTE, one of the faculty members
in that department shall be selected to provide the required coordinating
services, and shall receive a prorated stipend up to one-half (1/2) the
coordinator's stipend. At the discretion of the dean, the employee's
workload may also include designatedtime for these additional duties.

6.02 CHANGE OF STIPEND

The amount of the stipend shall be subject to the same percent change as is the
basic salary scale on April 1 of each year.

6.03 DUTIES OF COORDINATORS

The duties and responsibilities of the position shall be established by the
president or his/her designate, following consultation with the faculty members of
the department. Such information shall be made available to all prospective
applicants and shall be subject to review by the Joint Faculty/Administration
Committee.

6.04 COMPLEMENT OF COORDINATORS

For each department (career program or subject cluster defined by the College)
which consists of three (3) or more faculty FTE, a coordinator shall be
appointed. Each coordinatorwill have a reduced teaching load established from
time to time by the dean and president in consultationwith the coordinator.
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6. COORDINATOR (continued)

6.05 APPOINTMENT OF COORDINATORS

Each position shall be advertised internally and filled without external advertising
if a suitable candidate is found. The president, or his/her designate, shall
appoint coordinators upon the recommendation of the divisional dean, who shall
specify in writing procedures for adequate faculty consultation in the selection
process.

6.06 TERM OF OFFICE OF COORDINATORS

The term of office shall be three (3) years with the position being declared
vacant and posted for one (1) month,-at least 2 months prior to the end of the
three (3) year term. The appointment of the incumbent will be automatically
renewed if no applications for the position besides the incumbent's are received.
An evaluation will be conducted at least once Iin each coordinator's term. An
evaluation may be conducted at any time during the term of the appointment and
may result in an early termination of the coordinator's assignment. I addition,
an evaluation will be conducted upon a request of other employees within the
department. When a coordinator position is vacated during the term, the
position shall be posted for TWO (2) weeks, and a replacement appointed as soon
thereafter as is practicable.

6.07 QUALIFICATIONS OF COORDINATORS

Members in the department in which a coordinator position is available shall be
given first preferencefor the positionand, in any event, the successful candidate
will be qualified in at least one (1) area of the department's expertise.

6.08

The College does not plan to redefine departments for the purpose of making
significant adjustments in coordinator positions. As the College grows and
changes, past practice will be a major consideration in the allocation of
coordinator positions and release time.
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7. WORKING CONDITIONS
7.01  WORKLOAD

An annual workload for each employee shall be determined by the employee,
his/her coordinator and his/her dean, working together to consider each of the
following factors:

(@) classsize;

(b)  nature of course;

(c)  number of different courses;

(d)  support staff;

(e) marking;

(f) office hours;

(g0 committee involvement;

(h)  non-teaching duty days;

(i) variation in class size during a term;

() administrative responsibilities and/or other non-instructional professional
duties;

(k)  spread of daily teaching hours beyond eight (8) hours;

) variation or changes in curriculum;

(m) nature of student intake;

(n)  number of campuses or other work sites on which the employee is
required to teach.

A minimum of 12 hours must elapse between the conclusion of a faculty
member's scheduled work on one (1) day and the beginning of his/her scheduled
work on the next day.

In establishing workload, the College and the CCFA shall be guided by the
following principles:

PRINCIPLES

All full-time faculty covered by this agreement shall be expected to work within
the same range of hours, although some may work more or less in response to
specific circumstances.

This range shall be thirty-five (35) to forty (40) hours per week averaged over
the 205 day year. The resultingannual total of working hours for full-time faculty
shall be inthe range of 1435 to 1640 hours. Working hours for part-time faculty
shall be prorated at the same percentage as their percentage of a full-time
assignment.
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7. WORKING CONDITIONS (continued)

7.01 WORKLOAD (continued)

Faculty workloads should span the expected range. Thus the average annual
workload within a department should be inthe order of 37.5 hours per week.

It is recognized that the majority of faculty members experience substantial
variations in daily and weekly hours of work. This variation could range from six
(6) to nine (9) hours of work per day. The average load over a specific quarter
or semester may rise to a maximum of 8.5 hours per day, or 42.5 hours per
week, subject to the following conditions:

(1) the annual load, when averaged over the 205 day year, falls within the
ranges specified above, and

(2) the average load in the adjacent term (quarter or semester) does not
exceedforty (40) hours.

In the event that exceptional circumstances result in the guideline being
exceeded, the faculty member, coordinator, and dean must agree to the
assignment. Compensationfor the period of excessive workload shall be agreed
to in advance and stated in writing above the signature of the faculty member
and the relevant dean ar vice president.

Faculty members who do not experience substantial variation on work
assignments should expect to work an average of between seven (7) and eight
(8) hours per day.

Faculty workloads will reflect departmental, rather than division-wide or college-
wide conditions.

The workloads of faculty members within each department must fit the
department's normal workload pattern.

When the employee, coordinator, and dean cannot reach agreement on a faculty
member's workload, the matter will be resolved in accordance with Clauses
21.01 and 21.02 of this collective agreement.

The Joint Faculty/Administration Committee shall have the responsibility for
adjudicating workload disputes. The Committee may refine and revise methods
for collecting and interpreting information relating to the establishment of
workload patterns which are in accord with the principles stated above.
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7. WORKING CONDITIONS (continued)
7.01  WORKLOAD (continued)

Should the Committee find that workloads in a department require revision, the
department shall revise the workload to fit with the above principles in time for
the next budget year.

Should the Committee find in favor of an individual faculty member who filed a
complaint, his/fher workload must be reduced by the beginning of the next term
and appropriate compensation arrangedfor the period of excessive workload.

In fostering appropriate norms in  each department the Joint
Faculty/Administration Committee shall -adhere-to the principles stated above

and shall seek to bring into alignment the workloads of departments with similar
ranges and types of responsibility.

Coordinators

The combined instructional and coordinating duties of a coordinator shall not
result in a workload which is significantly in excess of the total duties performed
in an equivalent instructional workload.

7.02 WEEKLY CONTACT HOURS

The number of contact hours per week for an employee carrying a full
instructional load shall vary between sixteen (16) and twenty-four (24). It shall
be based on the following guidelines prorated for each situation.

Normal maximum contact hours:

() Lecture (substantial preparation or marking -

generally large group) 16 hrs/wk
(I  Laboratory 24 hrs/wk
(1)  Tutorial or seminar (20 or fewer students

engaged in individualized or small group study) 24 hrs/wk
(V)  Shop, clinical or classroom 24 hrs/wk

Weekly contact hours may vary to a maximum of thirty (30)hours in any one (1)
week, and these guidelines may refer to annual averages in instructional
assignments.
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7. WORKING CONDITIONS (continued)

7.02 WEEKLY CONTACT HOURS({¢ontinued)

In departments in which a lower number of weekly contact hours has been
established, either through past practice or through modifications resulting from
the workload assessments carried out @s part of the 1989-1891 workload review,
the lower number shall be consideredthe maximum.

The percentage workload of part-timg faculty members shall be calculated by
using their weekly contact hours as the numerator and the established weekly
contact hours in effect for full-time faculty in their department as the
denominator. For faculty in departments with thirty-five (35) hour weekly work
assignments the denominator shall be thirty-five (35) and the numerator shall be
the faculty member's number of assignedweekly hours.

7.03 NON-TEACHING EMPLOYEES AND NON-TEACHING DUTIES

(a) Non-teaching employees shall have a scheduled work week of thirty-five
(35) hours per week averaged over a Two (2) week period.

()  Coordinators in non-teaching areas will receive release time proportional
to those in instructional areas.

(c) CES Programmers shall have a scheduled work week of thirty-five (35)
hours per week averaged over a TWo (2) week period, plus unscheduled
programming time up to an average of seven (7) hours per week. An
annual programming assignment will be established by the programmer
and the dean's designate, and approved by the dean. When a
programmer and the dean cannot reach an agreement on the workload,
the matter will be resolved in accordance with Clause 21.01 - Resolution
of Misunderstandings or Complaints.

Qualified employees may be assigned teaching and/or non-teaching duties to
meet the varying needs of the College.

7.04 SUBSTITUTEINSTRUCTORS
(@  Selection:

Whenever possible, the College will provide substitute instructors to
relieve instructors who are absent as a result of illness or emergency.
The procedure for recruiting, determining suitability and assigning
substitutes shall be developed by the division dean, in consultation with
his/her coordinators.
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WORKING CONDITIONS (continued)
SUBSTITUTE INSTRUCTORS (continued)
Conditions of Employmentfor Substitutes and Reporting Responsibilities:

Effective September 1, 1985, substitute instructors shall be paid an hourly
rate of $35 per hour and shall receive only statutory benefits, for a period
of up to 4 weeks for any single assignment. This hourly rate shall be
increased by average percentage increases reflected in the salary scale
in Appendix B, when they come into effect.

Substitute instructors shall not become union members.

Faculty members with part-time appointments who accept substitute work
will be compensated for their work as substitutes under the provisions of
this clause.

Whenever a faculty member is unable to meet a scheduled class because
of illness or other reason, he/she shall inform the division dean's office
with as much advance notice as possible. Only the dean, or his/her
designate, will cancel a class, and will inform students of any
cancellations.

Instructors will provide as much notice as possible of their absence, and
will inform the administration, if possible, before 16:30 if the absence is to
continue into the next working day.

When possible classes will be taught by a substitute instructor. In the
event that a substitute instructor cannot be provided, the dean may
request a full-time instructor, whom he\she judges to be qualified, to
provide instruction for the class(es) affected by the absence of the regular
instructor. When a full-time instructor has taught five (5) hours 'in relief,
he\she shall be granted one (1) additional day of vacation at a time
mutually agreed upon by the faculty member and his/her dean or receive
payment at his/ner current salary rate, at the discretion of the dean.

Overload:

In the event that a position is vacated during the course of a term or
course and a satisfactory replacement cannot be found, a fully employed
employee(s) may be requestedto carry an overload for the remainder of
the term of the course.
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7. WORKING CONDITIONS (continued)

7.04 SUBSTITUTEINSTRUCTORS (continued)

An employee who accepts such an overload will either be given time off at
a time acceptable to the faculty member, coordinator, and dean (or Vice
President of ESS) or will receive prorated remuneration and vacation
credits.

7.06 COMMUNITY EDUCATION SERVICES (CES)

a)

b)

d)

7.06

Faculty members covered by this Agreement shall be given the first
opportunity to teach CES courses for which they are qualified.

Instructors of courses generated by the CES Division will be
covered by this Agreement and thus paid on the CCFA scale when

the courses are for credit or duplicate courses taught by CCFA
faculty. =

When instruction in the CES Division is considered part of an
instructor's annual workload, no additional salary will be paid.

When an employee is carrying a full instructional load as defined
by this Agreement, additional instruction for CES courses shall be
reimbursed according to the current relevant CES scale, except as
limited by 7.05 (b). Each full-time equivalent year of teaching at
Camosun or a similar institutionshall result in a CES increment but
shall not result in a salary exceeding the maximum salary on that
scale.

Whenever possible, the employer shall provide for new employees to be
employed at least TWO (2) weeks in advance of assuming a full teaching load.
This includes probationary or term appointments of four (4) months duration or

longer.

A new employee is defined as one having no previous teaching

experience or as one required to teach a specific course for which no course
material is available.
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ANNUAL VACATION
ENTITLEMENT

Probationary and continuing full-time and part-time employees shall have
an annual vacation entitlement of forty-four (44) working days. For part-
time continuing or probationary faculty, salary during vacation shall be
prorated in the same manner as during the period of work. The three (3)
non-teaching days between Christmas and New Year's shall be part of the
annual vacation entitlement unless the College directs the employee to
work during those days.

The scheduling of annual vacations, including vacation days carried over,
shall be carried out by the faculty member, the coordinator and the dean
working together to consider the needs of the College and the interests of
the employee. Vacation shall normally be taken in one block, exclusive of
the days at Christmas. In any case, each faculty member, with the
exception of CES programmers, shall have the right to a minimum of six
(6) uninterrupted weeks of vacation (30 days). Vacation is not normally
approved during peak work periods, instructional or otherwise.

When no agreement can be reached on vacation scheduling or
entitlement, the matter will be resolved in accordance with the Resolution
of Disputes procedures inthis Agreement (Clause 21).

Vacation credit will be based on anniversary of employment. Vacation
adjustments occur on September 1st of each year.

With the dean'’s approval, a faculty member may carry over up to twenty
(20) days vacation for one (1) year only. If a faculty member agrees to
waive any portion of his/her vacation time in a situation in which the
vacation will not be taken at another time, he/she will be paid for this time
in addition to his/her regular salary at the employee's usual rate of pay.
In such instances the waiver shall be signed by the faculty member and
the dean.

Term faculty with appointments of less than twelve (12) months are
entitled to vacation pay equal to sixteen and eight-tenths percent (16.8%)
of the gross salary earned during the time of appointment. If vacation
days are taken during the term, the payment made for these days will be
deductedfrom the employee's vacation pay accrual.
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8. ANNUAL VACATION (continued)

8.01 ENTITLEMENT (continued)

Term faculty members whose appointments span the week between
Christmas and New Year's shall have (3) three days' salary deducted
from their vacation pay unless the non-statutory days in that week form a
part of the faculty member's preparation time for hisfher new assignment,
as stipulated in Clause 1.02 (c).

(c)  Vacation, once approved by the employer, shall not be changed except by
mutual agreement between employee and employer.

8.02 SICKNESS

In the event that an employee requires hospitalizationor is seriously ill during
his/her annual vacation period, the employee shall upon request and upon
presentation of a physician's statement, apply the period of illness or
hospitalization to sick leave rather than vacation, provided the sick bank is not
used. The employee must informthe dean of the claim within two (2) months of
returningto work.

8.03

Continuing employees and any employee appointed to a contract of one (1) year
or more shall earn vacation, as specified under Clause 8.01. Normally two (2)
months, but at least one (1) month of vacation shall be taken during the first
twelve (12) months of employment. Upontermination, adjustments for unused ar
over-used vacation entitlement will be made to final salary settlement.
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9. PAID HOLIDAYS
The following have been designated as paid holidays:

New Year's Day
Good Friday
Easter Monday
Queen's Birthday
Canada Day
British Columbia Day
Labour Day
Thanksgiving Day
Remembrance Day
Christmas Day
Boxing Day

Any other holiday proclaimed as a holiday by the Federal, Provincial or
Municipal Governments for the locality in which the employee is working shall
also be a paid holiday.
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10. FACULTY DEVELOPMENT PROGRAM

10.01 POLICY AND DEFINITION

Continuous improvement of individual faculty members, of student performance,
and of achievement of the College Migsion are intended outcomes of the Faculty
Development Program, which has as its primary purpose the improvement of
teaching and learhing at Camosun College. The program will encourage and
enable faculty members to improve and grow by making planned changes in
their expertise, skills, attitudes, career path, or personal lives.

The Faculty Development Program at Camosun is based on the following
propositions:

Faculty development is:
- both a professional obligation and a right;

- most effective when initiated by the faculty member in an institutionally
supportive environment;

- available to all faculty members;

- designed and operated by faculty, in concert with their coordinators, if
applicable, and their deans, and with recognition of the needs of students,
of the faculty member's department and division, and of the College.

- composed of a variety of activities respondingto a range of individual and
institutional needs.

Faculty development activities could include but are not restricted to the
following:

formal or private study, either for credit or not for credit;

- research;

- industrial or community liaison;
- work experience;

- relevant travel;

- course, curriculum, and/or program development, review, and revision;
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10. FACULTY DEVELOPMENT PROGRAM (continued)
10.01 POLICY AND DEFINITION (continued)

- exploration and development of new course materials;

- development of instructional innovation;

- participationin the planning or governance procedures of the department,
division, or College;

on campus in-service seminars and courses;

- short-term releases from teaching-or other professional duties (as defined
and approved by the Professional Development Committee);

- extended leave for employees havinga continuing appointment;

- an exchange program whereby an employee may for up to one (1) year
exchange duties with someone from another institution, a person with
appropriate qualifications. The Camosun faculty member will receive full
pay and benefits, will receive an increment (if applicable), and will in all
respects continue as an employee of Camosun College;

- an interdepartmental exchange program whereby faculty from two (2)
different departments exchange duties for a specified period of time in
accordance with College policies and guidelines;

- annual development time as specified below.

10.02 RELEASE TIME FOR FACULTY DEVELOPMENT

Faculty Rights

Effective April 1, 1993, every continuing and probationary faculty member, with
the exception of CES, SRS, and Co-op Programmers, shall be granted annually
two (2) months' release from normal duties, or the equivalent, for approved
faculty development activities. For faculty who work on the quarter system, the
standard release time pattern shall be one (1) quarter release every second
year.

For each project under this clause the faculty member must submit a plan which
describes the activity and specifies anticipated outcomes. While specific faculty
development projects may be wide-ranging and muiti-faceted, the activities
shouldfit one (1) or more of the following three (3) categories:
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10. FACULTY DEVELOPMENT PROGRAM (continued)
10.02 RELEASE TIME FOR FACULTY DEVELOPMENT (continued)

Professional Development focuses on the individual's acquisition of knowledge,
sensitivities, and techniques related to teaching and learning and/or to the
faculty member's area(s) of expertise.

Instructional Development focuses on the strengthening of courses and
programs (including curricula, learning materials, and the structure of learning
experiences) with the purpose of fostering improvement in students' learning.

Organizational Development focuses on the improvement of the effectiveness of
a department, division, or the college in providinga sound learning and teaching
environment.

CES, SRS, and Co-op Programmers are each entitled to one (1) month of faculty
development time annually, normally to be taken as a two (2) months'
professional development activity every second year.

Time taken on brief professional-developmentactivities approved and funded by
the Professional Development Committee is not considered part of the faculty
member's annual developmenttime.

It is expected that approximately half of the development projects initiated by
faculty members will be for professional development, except as noted above for
CES, SRS, and Co-op Programmers. With approval from their dean, faculty
members may increase their proportion of professional development, and the
College can also introduce for agreement by faculty, priorities and projectswhich
focus on group or whole program development activities.

Normally, half of each librarian's release time projects will be used to develop
curricula and materials for bibliographic instruction and/or to develop
library/media collections, services, and systems.

Normally half of each counsellor's release time projects will be used for any or
all of the following activities: to maintain currency with counselling interventions
and strategies, to modify and upgrade curricula and materials for workshops, to
upgrade resource materials, planfor special events, and to develop curricula for
instructional programs.
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10.  FACULTY DEVELOPMENT PROGRAM (continued)
10.02 RELEASE TIME FOR FACULTY DEVELOPMENT (continued)

Development activities shall take place in one (1) uninterrupted block of time
unless the faculty member proposes another pattern.  Proposals for
combinations of development and teaching time are also possible. Subject to
restrictions stated in the next paragraph, a faculty member may defer all or part
of a year's development time, as long as the deferral does not result in
significant increases in the cost of replacing the faculty member for his/her
normal duties. The faculty member's intention to defer development time must
be made known prior to the beginning of the deferral. Proposals for part-time
release for development purposes totalling to the equivalent of Two (2) months'
release will be considered. As with-any .development proposal, projects to be
undertaken during part-time release or by means of the deferral of development
time require the approval of the dean.

Pending recommendations of the Joint Committee on Faculty Development no
arrangement will be approved which involves the deferral of more than Two (2)
months' release time, except when the dean and the faculty member agree that
the faculty member's regular College assignment prevents the faculty member
from utilizing all or part of his/her release time. In such instances the faculty
member shall carry forward all deferred development time for future use.

Proposals for the use or deferral of development time must be submitted by
January 15 of the fiscal year prior to the fiscal year: in which the activity will be
undertaken or the deferral will begin. (Applications for development or deferral
inthe 1993/1994 fiscal year must be submitted by March & 1993 for approval by
April 1, 1993). Plans submitted by January 16 which do not receive a response
by March 1 (or for 1893 by April 1)will be deemed to have been approved.
Faculty members who do not submit a development time proposal by January 15
(or for 1993, by March 1) shall be deemed to have forfeited their development
time for the nextfiscal year.

Faculty development activities require the approval of the appropriate dean who
will inform the faculty member and the president of his/her recommendation no
later than March 1 of each year for inclusion in the College's operating plan.
Proposals for the use and/or deferral of development release time shall not be
unreasonably denied but shall be planned so as to cause the least possible
disruption to students and, where possible and applicable, to occur in periods of
reduced student activity. Any faculty member whose development time is
deferred after the dean and the faculty member agree that the faculty member's
regular College assignment prevents him/her from using the development time
for one (1) or more years may need to use their deferred developmenttime, or a
portion of it, outside of periods of reduced student activity.
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10. FACULTY DEVELOPMENT PROGRAM (continued)

10.02 RELEASE TIME FOR FACULTY DEVELOPMENT (continued)

The rejection of a proposal by a dean results not in the forfeit of the faculty
member's release time but in discussions amongst the faculty member,
coordinator, and dean about an alternative development activity. Should the
faculty member and the dean be unable to agree on a mutually acceptable
development activity the matter shall be referred to the Joint
Faculty/Administration Committee for resolution.

The College's operating planwill contain a commitmentto provide for the Faculty
Development Program to the level provided for by this clause, including a
commitment, within the limits of available resources, to provide replacement
faculty for faculty members released from normal duties for faculty development
purposes.

Faculty Obligations

Although some minor variations are to be expected, each faculty member is
obligated to carry out the general plan described in his/her approved proposal.
Major changes in plans must be reviewed and approved by the dean prior to
implementation. The development time will conclude with a report to the
coordinator (if applicable), the dean, and the faculty member's department of
outcomes achieved. Copies of the reports shall be available to the Joint
Committee on Faculty Development.

Eachfaculty member who is regularly responsible for courses must ensure that
an appropriate amount of development time is focused on the review and
update, as required, of the outlines and curricula of those courses.

At least once every five (5) years each faculty member covered by this clause
must submit to her/his dean documentation of appropriate and adequate
professional development activities to maintain her/his competency as a faculty
member in her/his area of specialization.
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10. FACULTY DEVELOPMENT PROGRAM (continued)

10.02 RELEASE TIME FOR FACULTY DEVELOPMENT (continued)

Transition from Previous P | DevelopmentF )

Professional Development time available according to clause 10.01 of the 1988-
1991 Collective Agreement shall be cancelled, with the following exceptions:

CES, SRS, and Co-op Programmers who had accrued thirty-six (36) or more
professional development days under the terms of the 1988-1981 agreement
may use up to twenty-one (21) days from their previous accrual in conjunction
with a single one-month period of faculty development release, resulting in a
two-month period of release.

Faculty members with professional development accumulations of more days
than can be used in one (1) year's normal development pattern (two (2) months
on the semester system or one quarter on the quarter system) have the option of
adding the days by which their accrual exceeded the normal pattern of allocation
to one (llyear's development time allocation.

All applications for development time received by the College by March 1, 1893
shall be treated as applications for faculty development time under this clause
regardless of whether they were submitted under the terms of this or the
previous collective agreement.

If necessary for fiscal reasons, the College reserves the right to require deferral
to 1994/1995 up to half of the total number of proposals for the use of previous
professional development accruals which exceed the days available in one (1)
year's normal development pattern. If voluntary agreement cannot be reached
amongst faculty members on which proposed activities are to be deferred,
proposals will be deferred in the reverse of the order in which they were
received.

Faculty members who applied under the terms of the 1988-1891 agreement for a
1993/1994 development project of less duration than the normal pattern of
development time available under this agreement may revise the project to
warrant a full to (2) months of development time release, or, in the case of
faculty members on the quarter system, one (1) full quarter of development time
release. Revised proposals must be submitted by March 1, 1893,
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10. FACULTY DEVELOPMENT PROGRAM (continued)
10.02 RELEASE TIME FOR FACULTY DEVELOPMENT (continued)
(@) Exchange Of Sick Leave Payout Credits For Professional Development

Faculty members whose sick leave credits were frozen at the March 31, 1988
level have the option of exchanging sick leave payout credits for extra faculty
development time at the rate of one (1) day of approved development time for
the payout credits of TWo (2) accumulated sick days. The number of sick leave
days accumulated for use during iliness shall not be thereby reduced.

10.03 NON-TEACHING DUTY DAYS

A teaching employee will be expected to be on campus and engaged in college
work including department meetings, on week days other than 'paid holidays',
and his/her annual vacation, unless he/she has obtained specific approval to be
off campus for professional development under 10.01 or 10.02 or to perform
clearly specified college work.

10.04 PROFESSIONAL DEVELOPMENT FUND

A budgetary item equal to one and one-half percent (1 112%) of employees'
salaries shall be set aside annually to be usedtc:

(@) pay employees granted leave at part or full salary under Clause 10.01.

(b)  supplement outside funds and/or cover a portion of the non-salary costs
associated with approved programs, including exchanges.

The Professional Development Committee shall receive and review all requests
for use of professional development funds and shall direct the Bursar in the
allocation of the funds. The Committee shall encourage and promote in-house
professional development activities and establish guidelines for administration of
the professional development program.
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FACULTY DEVELOPMENT PROGRAM (continued)

PROFESSIONAL MEETINGS

An employee shall be granted, upon request, up to two (2) days per
annum leave with pay to attend the Society of Vocational Instructors'
Conventions or upon consultation with his/her dean up to two (2) days per
annum leave with pay to attend the annual meeting of the Camosun
College Faculty Association and meetings of the College and Institute
Educators Association (C.I.E.A) of British Columbia or registered
professional associations.

Up to four (4) times a year during the 3:30 - 5:30 p.m. period, faculty
members covered by this agreement will be released at their request from
their classes or from other assigned duties in order to attend meetings of
the CCFA. The dean (or Vice President of ESS) may cancel the classes
or make other arrangements at her/his discretion.
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11.  PUBLIC OR UNION OFFICE

11.01 SEEK ELECTION

Employees may seek election to municipal and school board offices, provided
there is no conflict of interest and the duties of the office do not adversely affect
the performance of the employee at the College.

11.02 CAMPAIGN

There are no restrictions on employees engaging in political activities on their
own time as campaign workers.

11.03 LEAVE

If nominated as a candidate for election, an employee shall be granted leave
without pay to engage in the election campaign. If not elected, the employee
shall be allowed to return to his/her position at the College. If elected, the
employee shall be granted, upon written request, leave of absence without pay
as follows:

(@) For an employee elected, or appointed, to a full-time position in the
Union, or any body with which the Union is affiliated, a period of one (1)
year.

(b)  Foranemployee elected to public office, a maximum of five (5) years.

12, COURT APPEARANCES

An employee shall be granted leave with pay when summoned as a witness or
juror provided that such action is not occasioned by the employee's private
affairs and provided that all pay in excess of travel and meal allowance is
remittedto the College.



46

13. LEAVE
13.01 UNASSISTED LEAVE

Unlessthe request creates serious problemsfor the College, the Board will grant
an employee unassisted leave for up to one (1) year. Under special
circumstances a leave may be approved or extended to a total of TWo (2) years.
A leave will be for any purpose deemed justifiable by the employee. If the leave
involves experience of value to the College, as approved in writing by the
appropriate Vice President, the faculty member will accumulate seniority and, if
applicable, increment credit during the leave. Such approval will be conditional
on the leave being used. essentially as planned. Advanced placement for
activities carried out during the leave is subject to the terms and conditions of
Clause 5.01. A faculty member cannot earn both increment credit and advanced
placement credit for the same activity.

Arrangements for the leave must take into account that an employee's annual
vacation entittement will be reduced in proportionto the leave period.

13.02 BEREAVEMENT LEAVE

Inthe case of bereavementin the immediate family, an employee not on leave of
absence without pay shall be entitled to special leave, at his/her regular rate of
pay, from the date of death with, if necessary, an allowance for immediate return
travellingtime. Such leave shall normally not exceed five (5) working days.

13.03 DEFERRED SALARY LEAVE PLAN

Each faculty member with a continuing appointment, part or full-time, is eligible
to participate in a Deferred Salary Leave Plan as set out in a contract in the
Faculty Benefits Handbook.

13.04 PENSION ON PROFESSIONAL DEVELOPMENT LEAVE

Faculty who are on approved professional leave (paid or unpaid) and retain
employee status with the College, may continue their contributions to the
pension plan subject to the approval of the appropriate pension authority of B.C.
Where the faculty member continues to contribute, the College will also
contribute the employer's share.
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14. PARENTAL LEAVE

In some instances the stipulations of the Employment Standards Act exceed the
rights provided by this clause. In such instances the provisions of the
Employment Standards Act will apply. Please consult the Employee Support
and Development Services department for more information.

14.01 PARENTAL LEAVE

At the time of the birth of a child to an employee or spouse, parental leave
without pay shall be granted upon application to the president. Such
applications will normally be made at least three (3)months before the leave is
to begin. Should both parents be employees of Camosun College, only one (1)
shall be grantedthe provisions of this clause.

Parental leave shall be for not more than six (6) months, commencing no later
than fifty-two (52) weeks following the birth of the child, during which time the
College shall maintain its contribution to existing benefits as required by the
employee.

On return from parental leave, the employee shall be placed in his/her former
positionor in a position of equal rank and salary.

An employee on parental leave may not also apply for paternal leave under
Clause 14.02.

14.02 PATERNAL LEAVE
At the time of the birth or adoption of a child, an employee shall be entitled to

two (2) days of paternal leave with pay. These days will normally be taken
during the three (3) month period immediately following the birth or adoption.

14.03 ADOPTION LEAVE

Upon request, an employee shall be granted leave of absence without pay for up
to six (6) months commencing not later than fifty-two (52) weeks following the
adoption of a child. The employee shall furnish proof of adoption.

The College shall maintain its contribution to existing benefits as requested by
the employee for the adoption leave period.

On return from adoption leave, the employee shall be placed in his/her former
position or in a position of equal rank and salary.
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14. PARENTAL LEAVE (continued)
14.03 ADOPTION LEAVE (continued)

An employee on adoption leave may not also apply for paternal leave under
Clause 14.02.
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158. SICK LEAVE
15.01 BASIC

An employee is entitled to sick leave at the rate of one and one-half (1 1/2) days
per month. An employee having a continuing appointment shall be credited with
eighteen (18) days sick leave each year on the first day of April. A newly
appointed employee shall be credited, on appointment, with sick leave for the
remainder of the fiscal year, i.e. until March31, at the rate of one and one-half (1
1/2) days per month. A part-time employee is eligible for sick leave on a
prorated basis which is calculated at the time it is required.

Term employees may accumulate and carry forward all unused sick leave to
their future contracts when the break between contracts is ten (10) months or
less. Any break longer than ten (10) months will cancel all previous sick leave
credits.

16.02 ACCUMULATION

(a) Unusedsick leave shall be cumulative to a maximum of to hundred fifty
(250) working days and credited to the employee's sick leave account. A
statement of cumulated leaves, effective March 31 of each year, will be
available in each division office.

(o)  Deductions shall be made from sick leave entitlements in accordance with
the following:

(i) all absences on account of illness or injury on a normal working
day (exclusive of designated paid holidays) and subject to Clause
16, shall be charged against an employee's sick leave credits;

(i)  there shall be no charge against an employee's sick leave credit
when his/her absence on account of illness or injury is less than
one-half(1/2) day;

(iiiy where the period of absence on account of illness is more than
one-half (1/2) day but less than one (1) full day, one- half (1/2) day
only shall be charged as sick leave.

()  All CCFA members on continuing appointment who were under age fifty-
five (55) on March 31, 1988, will have their sick leave accumulation
payout credits frozen at the March 31, 1988 level.
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SICK LEAVE (continued)
ACCUMULATION (continued)

Faculty members whose sick leave payout credits are frozen may choose
to exchange some or all of the frozen credits for approved professional
development time above the level of professional development assured
by Clause 10.02(a) of the Agreement. The rate of exchange will be one
(1) additional approved professional development day for the payout
credits of tWO (2) accumulated sick days. The payout credit will be
reduced accordingly and cannot be re-accumulated prior to retirement,
The number of sick days accumulated for use during illness shall not be
reduced by the application of this clause.

All CCFA members employed at the College on or after April 1, 1988, will
accumulate sick leave at current rates but will not be eligible for a payout
upon retirement.

In the event of death, accumulated sick leave will be paid in full to the
employee's designated beneficiary as indicated inthe group life insurance
policy unless otherwise specified.

FAMILY ILLNESS

In the case of iliness of a member of the immediate family of an employee, when
No one at home other than the employee can provide for the needs of the il
person, the employee shall be entitled, after notifying his/her dean, to use
annual sick leave entitlements up to a maximum of three (3) days at any one
time for this purpose.

15.04

(@)

SICK LEAVE BANK

Each full-time employee who holds an appointment of one (1) year or
longer or a continuing part-time employee having a workload of fifty
percent (50%) or more, shall, on April 1 of each year, donate one (1)
day's sick leave from his/her sick leave entitlement to a sick leave bank
until such time as there is in the bank a number of days equal to six (6)
times the number of such full-time employees, as determined on that date.

Only those employees as described in (a) are entitled to draw from the
bank.
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SICK LEAVE (continued)

15.04 SICK LEAVE BANK (continued)

(c)

(d)

(e)

(f)

An employee who has drawn from the bank may not begin to accumulate
sick leave until he/she has repaid the bank one-third (1/3) of the amount,
reckoned to the nearest multiple of three (3), which he/she has drawn
from the bank.

An employee who exhausts his/her sick leave allotment and accumulation
shall be entitled to additional days of sick leave only for those days of
absence for which a qualified medical practitioner testifies that the
employee was unable to attend to his/her duties at the College.

All requests for additional sick leave must be submitted in writing,
together with the necessary medical -certificates, to the Joint
Faculty/Administration Committee which shall make a recommendation to
the appropriate vice president as to whether or not the employee is to be
granted sick leave from the bank and, ifapplicable, the number of days to
be granted. The Committee may not recommend that an employee
receive more days from the bank than are necessary to qualify for
Disability Insurance benefits, unless the employee does not qualify for
benefits and can present medical confirmation of illness.

In the event that the bank is exhausted, the union may levy each
employee additional days of sick leave and shall be entitled to deposit
such days in the bank.
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16. WORKERS' COMPENSATION BOARD AND INDUSTRIAL HEALTH
AND SAFETY

16.01 WORKERS COMPENSATION BOARD

The College shall maintain Workers' Compensation Board coverage for all
employees.

Where an employee is on a Claim recognized by the Workers' Compensation
Board, the employee shall be entitled to leave, at his/her regular rate of salary,
up to a maximum of one hundred twenty-six (126) days for any one (1) claim.
Where an employee elects to claim leave with pay under this clause, the
Compensation payments received by the employee from the Workers'
Compensation Board, shall be remitted to the employer. There shall be no
deductionfrom an employee's sick leave as a result of this clause.

16.02 INDUSTRIAL HEALTHAND SAFETY

The Faculty Association and the College agree that regulations made pursuant
to the Workers' Compensation Act, the Factories Act or any other statute of the
Province of British Columbia pertaining to the working environment, shall be
complied with. First Aid kits shall be supplied in accordance with this section.

All faculty must attend a WHMIS Educational Seminar within the first two (2)
months of employment. Faculty handling hazardous materials must also attend
a training session with the first to (2) months of employment.

College Industrial Health and Safety Committee

The College agrees to establish and maintain a College Safety Committee. The
Industrial Health and Safety Committee shall be composed of representatives
from administration, each union and each major campus. The Faculty
Association agrees to support the College in obtaining representativesto serve
on the committee.

The Industrial Health and Safety Committee may establish subcommittees on
any campus where it deems necessary. This committee will meet at regular
intervals to be determined by the membership and will make recommendations
on unsafe, hazardous, or dangerous conditions with the aim of preventing and
reducing risk of occupational injury and illness. A copy of all minutes of the
Industrial Health and Safety Committees shall be sent to the president and
Union Executives. Employees who are representatives of the Industrial Health
and Safety Committee shall continue to receive the rate of pay they would have
been receiving had they not been attending an Industrial Health and Safety
Committee meeting.
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16. WORKERS COMPENSATION BOARD AND INDUSTRIAL HEALTH
AND SAFETY (continued)

16.02 INDUSTRIAL HEALTHAND SAFETY (continued)

No employee shall be disciplined for refusal to work on a job which inthe opinion
of (@) a member of the Industrial Health and Safety Committee, (b) a person
designated by the Industrial Health and Safety Committee, or (¢) a Safety
Officer, after an on-site inspection and following discussion with the
representative of the employer, does not meet the standards established
pursuant to the Workers' Compensation Act. The employee shall return to the
work situation when it is declared by the Industrial Health and Safety Committee
to meet the standards.

Iniury Pay Provision

An employee who is injured on the job during working hours and is required to
leave for treatment or is sent home for such injury shall receive payment for the
remainder of the shift without deduction from sick leave.

Transportation of Accident Victims

Transportation to the nearest physician or hospital for employees requiring
medical care as a result of an on-the-job accident shall be at the expense of the

employer.

ti of Accidents

The Industrial Health and Safety Committee shall be notified of each accident or
injury to College employees engaged in College activities and shall investigate
and report to the president of the CCFA and president of the College on the
nature and cause of the accident. In the event of a fatality, the Bursar/Vice
President, Finance and Administration shall immediately notify the president of
the Faculty Association of the nature and circumstances of the accident.

)] F Aid Requirements

(@) The Faculty Association and College Board agree that they shall comply
with First Aid Regulations made pursuant to the Workers' Compensation

Act.

(b) Upon the advice of the Industrial Health and Safety Committee, the
Bursar shall designate an employee as the First Aid Attendant at each
major campus. The person so designated will normally be a member of
CUPE and will receive the stipend approved in the CUPE Agreement.
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WORKERS' COMPENSATION BOARDAND INDUSTRIALHEALTH
AND SAFETY (continued)

INDUSTRIAL HEALTH AND SAFETY (continued)

Where the College requires an employee to perform first aid duties in
addition to the normal requirements on the job, the cost of obtaining and
renewingthe Industrial First Aid Certificate shall be borne by the College,
and where necessary, leave to take the necessary courses shall be
granted with pay.

When a member of the Faculty Association agrees to act as the
designated First Aid Attendant at any campus, the member shall receive a
stipend equivalent to that received by a CUPE employee having similar
first aid qualifications.

Safety Courses
The Industrial Health and Safety Committee will keep itself informed of

training programs sponsored by the Workers' Compensation Board or
other agencies, and make recommendations for participation.
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17. BENEFITS

17.01

All benefits except those provided as a result of the Unemployment Insurance
Rebate shall be considered part of this Agreement. Benefits shall be set forth in
the Employees' Benefits for Faculty Handbook. Each employee shall receive a
copy of the Handbook at the time of employment and eachtime it is updated.

17.02 MEDICAL SERVICES

The Board shall pay all of the costs of a Medical Services Plan for all full-time
employees. Premiums for employees on less than full-time appointments will be
shared on a prorated basis. The premium costs of the Extended Health Benefit
Plan shall be borne by the employee. All administrative costs for these plans
shall be borne by the Board. Subject to Clause 17.07 patrticipation in this plan
shall be a condition of employment for all employees holding appointments of
fifty percent (50%) or greater unless covered in another plan. Appointments of
less than fifty percent (50%) will also be granted coverage upon application to
Employee Support and Development.

17.03 DENTAL PLAN

The Board shall pay one hundred percent (100%) of the premium costs of a
Dental Services Plan for all full-time employees. Premiums for employees on
less than a full-time appointment shall be shared on a prorated basis. Service
and coverage shall not be less than that provided as of January 1, 1982. Each
full-time employee who has a continuous appointment of ten (10) months or
longer, Or continuing part-time employee with an appointment of at least fifty
percent (50%) is eligible to participate inthe plan.

Participation of eligible employees in the plan shall be a condition of
employment unless the employee is covered in another plan.

17.04 GROUP LIFE

For full-time employees, the Board shall pay one hundred percent (100%) of the
premium costs of a group life insurance policy which provides for the payment of
fifty thousand dollars ($50,000) on the death of an employee. Premiums for
employees on less than full-time appointments will be shared on a prorated
basis.
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17. BENEFITS (continued)
17.04 GROUP LIFE (continued)

Eachfull-time employee who has an appointment of four (4) months Or longer, or
continuing part-time employee with a workload of at least fifty percent (50%), is
eligible to participate in the plan. Participation of eligible employees shall be a
condition of employment.



17.05 DISABILITY INSURANCE

Each employee shall pay all of the costs of a Group Risability Insurance Plan
which provides for a monthly income benefit of two-thirds (66 2/3%) of gross
monthly salary up to a maximum benefit of 86% of pre-disability gross monthly
earnings less usual incometax deductions.

Administrative costs of this plan shall be borne by the Board. Each full-time
employee who has an appointment of four (4) months or longer, or continuing
part-time employee with a workload of at least fifty percent (60%), is eligible to
participate in the plan. Participation of eligible employees in this plan shall be a
condition of employment.

The employee in receipt of Disability Income benefits under the group plan will
have the opportunity to participate during a period not exceeding two (2) years in
College benefit plans, as applicable but will be required to pay one hundred
percent (100%) of the premium costs thereof.

The employee in receipt of Disability Income benefits under the group plan will
be entitled to return to the employ of the College during a period not exceeding
two (2) years from the beginning of continuous absence from the job, plus the
time, if any, between the date when the employee is declared fit for work and the
date of the next regular student intake in the relevant program.

However, the College will hold the employee's position open for four (4) years
(plus the time to the start of the next semester, quarter, etc.) if

(a) the employee had been a continuing employee prior to the onset of the
disability; and,

(b)y @ medical prognosis indicates a probability that the employee will become
fit for work within four (4) years.

In order to return to work after a period longer than two (2) years (plus the time
before the next semester, etc.) the employee must have maintained or
developedthe skills and knowledge required for the programto be delivered.

A person returning from a period of disability will, whenever possible, resume
his/her appointment at the beginning of the next semester or quarter or at the
next regular intake for students in the relevant course or program. However, the
timing of the faculty member's returnto work shall not result in more than Two (2)
months between the cessation of Disability Benefits and the resumption of the
faculty member's employment,
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17. BENEFITS (continued)
17.05 DISABILITY INSURANCE (continued)

In the case of a term employee, the entitlement to return to the College will not
extend beyond the end date of the employee's appointment at the time of the
onset of the disability.

Seniority shall continue to accumulate during the period of disability to a
maximum of Two (2) years.

Should a single illness exceed ninety (90) calendar days in duration, an eligible
employee must apply for disability insurance benefits in accordance with the
terms of the plan.

The CCFA and the College recognize the right of the CCFA, at any time while
this collective agreement is in effect, to reduce the monthly income benefit to
60% of gross monthly salary up to a maximum benefit of 856% of pre-disability
gross monthly earnings less usual income tax deductions.

Should the CCFA reduce the monthly income benefit to the 60% benefit level
described above, the College will pay, on behalf of a disabled employee, the
required premiums to continue his/her medical, dental, extended health,
psychological services and life insurance benefit plans for the period of time that
the employee is in receipt of disability income benefits and remains an employee
of the College. This paragraphwill become effective on the 1st day of the month
following a CCFA decision to reduce coverage to the 60% benefit level and will
apply only to those faculty members who receive disability income at the 60%
income benefit level.

The CCFA and the College also recognize the right of the CCFA to further
reduce the level of coverage to below the described 60% benefit level or to
increase it to the previous level of 68 2/3%. Should the CCFA increase the
coverage, the College will cease the payment of benefit premiums as described
in the paragraph above, except for those CCFA faculty receiving a disability
income based on the 60% benefit level until the claims are concluded Or they are
no longer employees of the College.

Note: Effective September 1, 1995 the CCFA opted to change to the 60% plan.

17.06 PENSION

The existing pension plan will continue in accordance with Provincial regulations
pertainingto the College Pension Plan.
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17.07 COVERAGE FOR PART-TIME AND TERM APPOINTMENTS

Employees on part-time (but not continuing) or on full-time term (more than one
(1) month but less than four (4) months) shall be entitled to receive medical
benefits. In the case successive term appointments result in a term of
uninterrupted employment of more than four (4) months, the employee shall be
eligible for group life and disability benefits from the date of the beginning of the
contract which results in the total period of employment exceeding four (4)

months.

17.08 TUITION FEES

Tuition fees will be waived for faculty members who register in those credit
courses which are accepted by -their dean as having direct relevance to their
College functions. The Vice president, Educational Support Services shall
confirm that seats reserved for specific student groups are retained and that the
faculty member satisfies course admission requirements.
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18. RETIREMENT
18.01 RETIREMENT ALLOWANCE

If the College is able to obtain an allocation from the Consolidated Revenue
Fund for the purposes outlined below, then upon retirement from service, an
employee who transferred October 1, 1875, from Public Service to College
employ and who has completed twenty (20)years of continuous service and who
under the provisions of the Public Service Superannuation Act is entitled to
receive a superannuation allowance on such retirement, is entitled to an amount
to be paid out of the Consolidated Revenue Fund equal to his/her salary for one
(1) month, and for each full year of service exceeding twenty (20) years but not
exceeding thirty (30) years, is entitled to an additional amount equal to one-fifth
(1/5) of his/her monthly salary.

18.02 EARLY RETIREMENT

A full-time faculty member, in order to facilitate gradual retirement, may, upon
reaching the age of fifty-five (55), apply for status as a continuing part-time
employee, with the percentage of workload to be mutually acceptable to the
College and the employee, but not less than fifty percent (50%). Salary and
benefits shall be prorated in accordance with the percentage of workload.

18.03 EARLY RETIREMENT INCENTIVE

In those departments in which a reduction in staff is required, a faculty member
may instead volunteer to take early retirement and shall be eligible for an early
retirement incentive providing he/she meets the following conditions:

(a) Isagefifty-five (55) years or over,

(b)  hasa minimumof ten (10) years of service;

(c)  holdsa continuing appointment at the College.

A faculty member who opts to take early retirement shall be paid a retirement
incentive of ten percent (10%)of his/her annual salary times the number of years
remaining until sixty-five (65) to a maximum of one (1) year's salary, in addition
to other retirement benefits.

19. PARKING

The College shall provide parking near the place of employment at no cost to the
employee.
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20. INDEMNITY

Except where a joint Union-Employer Committee considers that there has been
flagrant or willful negligence on the part of an employee, the employer agrees
not to Seek indemnity against an employee whose actions result in a judgment
against the employer. The employer agrees to pay any judgment against an
employee arising out of the performance of his/her duties. The employer also
agrees to pay any legal costs incurred inthe proceedings.
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21. RESOLUTION OF DISPUTES
21.01 RESOLUTION OF MISUNDERSTANDINGSOR COMPLAINTS

Underthe terms of this clause, individual faculty members and/or the CCFA as a
whole may raise complaints or attempt to resolve misunderstandings concerning
the administration of this agreement or other matters relating to employment at
the College.

The Association and the Board agree to attempt to resolve misunderstandings
and complaints at the earliest possible stage through procedures which bring
together the concerned faculty member(s) and the administration for frank and
open discussion. A faculty member registering a complaint is entitled to have a
representative of the Faculty Association present for such discussions.
Discussions shall proceed according to the following sequence:

(a) The complainant first discusses the complaint Or misunderstanding with
the appropriate coordinator in an effort to resolve the matter promptly and
informally.  If the issue is not resolved with the coordinator, the
complainantthen discusses the matter with the appropriate dean. As long
as there is no coordinator in the CES Division, the CES faculty member
first discusses the issue with the dean or associate dean and a faculty
member of the complainant's choice.

(b)  Ifthe issue is not resolved through discussions outlined in (a) above, the
matter shall be referred to the Joint Faculty/Administration Committee.
The Committee shall discuss the matter and recommend a resolution.

(c) If the Joint Faculty/Administration Committee is not able to resolve the
misunderstanding or complaint within twenty (20) working days of being
informed, or either party determines within ten (10) working days of the
committee's decision that the resolution is not acceptable, the matter shall
be discussed with the president.

21.02 GRIEVANCE PROCEDURE

If the president is not able to resolve a misunderstanding or complaint
concerning the administration of this Agreement within twenty (20) working days,
a formal grievance may be filed with the College Board.

If, within twenty (20) working days, the Board and the Association are not able to
resolve the grievance, either party may refer the matter to arbitration.
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21. RESOLUTION OF DISPUTES (continued)

21.03 ARBITRATION

When a party has requested that a grievance be submitted to arbitration, it shall
indicate to the other party of the Agreement the name of its appointee on an
arbitration board. Within seven (7) days thereafter, the other party shall indicate
the name of its appointee to the arbitration board. The two (2) arbitrators shall
then meet to select an impartial chairperson.

If the recipient of the notice fails to appoint an arbitrator, or the two (2)
appointees fail to agree upon a chairperson within seven (7) days of .their
appointment, the appointment shall be accordingto the laws of British Columbia.

The Board shall give full opportunity to all parties to present evidence and make
representations. It shall hear and determine the difference or allegation and
shall make every effort to render a decision within thirty (30)days of its first
meeting.

The decision of the majority shall be the decision of the Board. Where there is
no majority decision, the decision of the Chairperson shall be the decision of the
Board. The decision of the Arbitration Board shall be final, binding, and
enforceable on the parties.

The Board shall have the power to dispose of a discharge or discipline
grievance by any arrangement which it deems just and equitable. However, the

Board shall not have the power to change this Agreement or alter or amend any
of its provisions.

Should the parties disagree as to the meaning of the Board's decision, either
party may apply to the Chairperson of the Arbitration Board to reconvene the

Board to clarify the decision, which it shall make every effort to do within seven
(7) days.

Each party shall pay:

(@) thefees and expenses of the arbitrator it appoints;

(b)  one-half (1/2) of the fees and expenses of the Chairperson.
21.04 VARIATION OF PROCEDURE

The parties may, by mutual consent, waive any stage or time limit specified
within the procedure for resolutionof disputes.
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22, UNION MEMBERSHIP AND DUES
22.01 BARGAIN UNIT DEFINITION

The bargaining unit shall include all full-time faculty members (as described in
the certification statement of the Faculty Association) and part-time faculty
members, whose salary is determined by the salary schedule displayed in
Appendix B.

22.02 MEMBERSHIP

All employees covered by -this Agreement shall as a condition of employment,
hold and maintain membership in the Union after accumulating thirty (30)
working days service with the College exceptwhere exempted and as outlined
according to the laws of British Columbia.

22.03 DUES

The College agrees to deduct each month from the monthly salary of each
employee, one-twelfth (1/12) of the total annual union dues as determined by the
Union, and any special levies which the Union may determine as authorized by
its Constitution. This sum will be transmitted to the Union without delay, and this
sum will be shown on the T4 slip, after the Union has confirmed receipt of these
dues.
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23. UNION RIGHTS
23.01 INDIVIDUAL AGREEMENTS

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

23.02 FAIR TREATMENT

The College and the Union agree that there shall be no discrimination,
restriction, or coercion exercised or practised with respect to any employee for
reason of membership or activity in the Union.

23.03 LEAVE FOR UNION BUSINESS

Approved leave of absence with pay will be granted to:

(@) anemployeewho is representative of the Union;

(b) anemployee calledto appear as a witness before an arbitration board. .
23.04 RELEASETIME

The Faculty Association has the right to buy release time for the president and
for other members as required. The Faculty Association shall give adequate
notice to the administration regarding the persons to be released and the
release time required so as to minimize any disruption to staffing at the College.
Release time, holidays, and benefits shall be purchased at the rates of the
person released.

A CCFA member elected to office inthe College-Institute Educators Association
shall be granted leave from the College, upon request, with adequate notice
given to the College. Release time, holidays, and benefits shall be charged to
the CCFA at the rates of the person on leave.

Individuals on leave to work for the Faculty Association or C.I.LE.A. shall accrue
seniority, be eligible for service increments, and be accorded all benefits under
this contract in accordance with his/her employment status at the
commencement of leave.
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23. UNION RIGHTS (continued)

23.05 PICKET LINES

All employees covered by the Agreement have the right to refuse to cross a
picket line arising out of a labour dispute. Any employee failing to report for duty
shall be considered absent without pay.

23.06 STRUCK WORK

No employee shall be required to add to his/her normal duties or functions so as

to do or assist anyone doing any duty or function of any job of any employee on
strike or lockout by any employer.
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24, SAFEGUARD AGAINST SALARY REDUCTIONS

No person covered by this Agreement shall have his/her current rate of salary or
allowance reduced by the application of this Agreement.

25, USE OF TERMS
Whenever the singular or masculine is used in the Agreement, it shall be

considered as if the plural or feminine has been used where the context
requires.

26. TERM OF AGREEMENT

26.01
This Agreement shall be binding and remain in full force and effect from-the 1st

day_of Awl, 1986-through- the- 31st day of March, 1996, with changes to
Appendix B - Salary Scale effective the first day of April, 1894.

26.02

If negotiations extend beyond the anniversary date of the Agreement, both
parties shall adhere fully to the provisions of this Agreement during the period of
bonafide collective bargaining.

26.03

All revisions to the Agreement mutually agreed upon shall, unless otherwise
specified, apply retroactively to the expiry date.

¥
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(@)

(c)

(d)
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ARBITRATION

No later than January 31 of the year in which the Collective Agreement
expires, the two parties shall agree to a period of time for negotiations
which shall extend to at least one (1) month after the expiration date of
the agreement. The negotiating period can be extended with the
agreement of the two parties.

If thirty (30) days after the expiry of this Agreement, or of the award of an
arbitration board, or at the conclusion of a period of negotiationagreed to
by the parties, whichever is longer, no agreement has been reached
between the parties as to the terms of a new agreement, either party may
refer the matters in dispute to a Board of Arbitration, as determined in (c)
of this section. The decision of the Board shall be binding on the parties
to this Agreement until the next anniversary date of the Agreement.

On or before the date of conclusion of the period of negotiation agreed to
by the two parties, should there be no agreement between the parties as
to the terms of a new Collective Agreement, the parties shall reach a
decision as to the form of compulsory binding arbitration which shall be
used.

Either party or both parties may refer unresolved matters to the mediation
services of the Labour Relations Board, prior to referring the dispute to
binding arbitration, with the costs of the mediationto be shared equally by
the Two parties.
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EMPLOYEE APPRAISAL

28.01 PROCESS

(a)

(i) An evaluation of each continuing employee shall be completed at
least once every three (3) years. After Two (2) -evaluations
confirming the faculty member's competence, a simple statement
by the dean added to the faculty member's file, attesting to
continuing satisfactory performance shall normally meet the
requirements of this clause, The methods of evaluation and the
criteria to be used shall be developed by the Dean or Vice
President as appropriate in consultation with the coordinators in
the division. The methods of evaluation and the criteria used shall
be fair and reasonable. The Dean or Vice President as
appropriate will ensure that all employees are aware of the
methods of evaluation and criteriato be used.

(i)  All faculty members on term appointments shall be evaluated
accordingto the procedures established for their division within the
first 8 (eight)y months of aggregate appointment periods
(independent of percentage of full-time employment). A second
evaluation shall be completed prior to the completion of four (4)
semesters or six (6) quarters of employment, also irrespective of
the percentage of full-time employment.

When a formal performance review of an employee is completed, that
employee will be given the opportunity to read and review the appraisal.
Provision shall be made on the evaluation form for the employee's
signature to indicate that he/she has read the report and either accepts or
rejects the appraisal. No employee shall initiate a grievance regarding
the contents of an evaluation report unless the signature indicates
disagreement with the appraisal. The employee shall receive a copy of
the report. Changes inthe methods of formal evaluationwill be discussed
with the appropriate union representative before being implemented. An
appraisal shall not be changed after an employee has signed it without
the knowledge of the employee, and any such changes shall be subject to
the grievance procedures of this Agreement.

The completed appraisal shall be available only to the employee, his/her
coordinator, his/her Dean, the appropriate Vice President, and the
president. Inthe event of a dispute or legal action, the appraisal shall be
available to a joint union/board committee, an arbitrator board and the
legal counsels of the Board and the Union.
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(@)

(c)

30.
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TECHNOLOGICAL CHANGE

Technological change shall mean any change in the method of operation
or equipment which results in an employee's services no longer being
required inthe same capacity.

Prior to introducing technological change, the employer shall notify the
Faculty Association and the employee(s) affected in writing of the
intended change, with a statement of foreseeable effects and
repercussions on employees. Such notice shall be given as far in
advance as possible but no less than four (4) months prior to the change
being introduced.

If, within thirty (30) days of giving-notice of technological change, the
administration or the association identify potential problems, either party
may request a meeting of the Joint/Faculty Administration Committee to
discuss and to endeavour to reach an agreement on the area of concern.

Any agreements reached during discussions shall be appended to this
contract as Letters of Agreement. Where agreement is not reached within
sixty (60) days of the beginning of discussions, either party may file a
formal grievance.

The employer agrees to take all reasonable steps so that an employee
shall not lose employment because of technological change. Every
reasonable effort will be made by the employer to utilize normal turn-over
of employees, to the extent that it arises during the period in which
changes occur, to absorb employees displaced because of such change
or changes. However, when necessary to reduce staff, it will be done as
outlined in Clause 3 of the Agreement.

VACANCIES

The current College policy on selection of new faculty shall not be changed
without the agreement of the Camosun College Faculty Association.

All external advertising of vacant positions at the College will be posted on
designated College bulletin boards in each College centre and will be forwarded
to any employee laid off within the previous two (2) years,
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31. ENTREPRENEURIALACTIVITY

Any employee under this Agreement who plans to undertake income producing
employment outside the College will consult with his/her dean prior to making
any such commitments.

Camosun College encourages community involvement and entrepreneurial
activities that complement College activities, providedthat these activities do not
conflict with College duties and responsibilities.

32, PERSONNEL FILES

A faculty member shall have access to any personnelfile pertainingto him/her
that is held by an individual or office in the College with the exception of
confidential letters of reference and pre-employment interview reports.

Except for routine administrative access by the Employee Support and
Development Office and appropriate administrators, personnel files shall not be
open to other individuals without the written permission of the faculty member
concerned.

The Employee Support and Development Office will maintain the original
documents of any information contained in a personnel file. Faculty members
will be notified of all information placed in that file and may respond in writing to
any document. This response shall become part of the file.

33. ACADEMIC FREEDOM

There shall be no infringement or abridgment of the academic freedom of any
faculty member. Society benefits from the search for knowledge and its free
exposition. Academic freedom is essential to both these purposes in the
teaching function of the College as well as in scholarship and research.

Academic freedom is the freedom to examine, question, teach, and learn and it
involves the right to investigate, speculate, and comment without regard to
prescribed doctrine. Academic freedom ensures the following:

(@) freedom inthe conduct of teaching;

() freedom in undertaking research and publishing or making public the
results thereof, without infringing upon the College's copyright privileges;

(¢)  freedom from institutional censorship.
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33. ACADEMIC FREEDOM (continued)

Academic freedom carries with it the duty to use that freedom in a responsible
way and in @ manner consistent with the scholarly obligation to base teaching
and research on an honest search for knowledge and the obligationto follow the
curriculum requirements of the instructional assignment.

34. NO DISCRIMINATION

The College shall not discriminate with respect to any employee, in hiring or in
any matter related to College employment, on the basis of age, race, creed,
nationality, political or religious beliefs or affiliations, sexual orientation, marital
status, or disability unrelated to employment responsibilities.
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APPENDIX A

PROFESSIONAL DEVELOPMENT COMMITTEE

1. MEMBERSHIP

The Committee shall consist of:
(@) one (1) employee elected by each of the Business, Liberal Arts and
Access, Health & Human Services and Science & Technology Divisions;

and one (1) elected jointly from the Community Education Services,
Administrative Services and Student Services Divisions;

(b) WO (2) employees selected by the Faculty Association;

(¢) two(2)deans.

(Note: This appendix is under review - to be updated to reflect current
organizational structure).

2. TERM OF OFFICE

The members of the Committee shall serve from September 1 until the following

August 31. Members may serve additional terms.

3. CHAIRPERSON OF THE COMMITTEE

The Chairpersonshall be elected by the members of the Committee.

4. DUTIES OF THE COMMITTEE

(@) To direct the Bursar/Vice President, Finance and Administration in the
allocation of professional development funds;

(b)  To encourage and promote in-house professional development activities.
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APPENDIX B(1)
SALARY SCALE

APRIL 1, 1994 to MARCH 30, 1996

STEP CATEGORY | CATEGORY |
1 not applied
2 not applied
3 $ 37,989
4 39,682
5 40,999 $ 40,999
6 42,724 42,724
7 44 459 44,459
8 46,192 46,192
9 47,923 47,923
10 49,651 49,651
11 51,386 51,386
12 53,114 53,114
13 54,845 54,845
14 56,577 56,577
18 58,308 58,308
16 * 60,000
Coordinator Stipend: $ 2,798.00

Step 17 ($60,744) will be available for those faculty members employed on April
1, 1988 whose current or maximum placementwas Step 17, until there is a break
in employment, and for those who earn a sufficient number of increments by a
combination of the provisions of Clauses 5.01 (including Appendix D) and 5.03.
See Clause 4.02 of this Agreement for further detalils.

Steps 1 to 4 of Scale for Employeesfor whom Step 8 is the Maximum

Step 1 $ 34,942
2 36,653
3 38,360
4 40,088
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APPENDIX B(2)
SALARY SCALE

MARCH 31, 1996

SIER CATEGORY | ATEGORYII
1 not applied
2 not applied
3 $ 38,304
4 40,011
5 41,339 $ 41,339
6 43,079 43,079
7 44,828 44,828
8 46,575 46,575
8 48,321 48,321
10 50,063 50,063
11 51,813 51,813
12 53,555 53,555
13 55,300 55,300
14 57,047 57,047
156 58,792 58,792
16 * 60,500
Coordinator Stipend: $2,821.00

Step 17 ($60,744) will be available for those faculty members employed on April
1, 1988 whose current or maximum placementwas Step 17, untilthere is a break
in employment, and for those who earned a sufficient number of increments, and
had applied and received approval by March 31, 1895, under the provisions of
Clause 5.01 (includingthe previous Appendix D and Clause 5.03). See Clause
4.02 of this Agreement for further details.

Steps 1 to 4 of Scale for Employeesfor whom Step 8 is the Maximum

1 $ 35,232
2 36,957
3 38,678
4 40,401
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APPENDIX C
JOINT FACULTY/ADMINISTRATION COMMITTEE

I. COMPOSITION OF THE COMMITTEE

For the purposes of this Agreement, the Joint Faculty/Administration Committee
shall be a standing committee of six (6) members. Three (3) members shall be
appointed by the Faculty Association and three (3) members shall be appointed
by the administration.

2. TERM OF OFFICE

The members shall serve for one (1) year,-April 1 to March 31. Members may
serve up to three (3)consecutive terms.

3. CHAIRPERSON

The Chairperson of the Committee shall be elected from the members. The
Chairpersonmay vote.

4. QUORUM
A quorum shall consist of at least Two (2) each of faculty and administration.
5. CONFLICT OF INTEREST

If any member of the Committee is directly involved in a matter referred to the
Committee, the administration or Faculty Association, as appropriate, shall
appoint an alternate member for that case.

6. DUTIES OF THE COMMITTEE

(@ To review requests for additional sick leave and to make
recommendations to the president concerning withdrawals from the Sick
Leave Bank.

(b) To review matters specified in the Agreement and make
recommendationsas appropriate.

(c) Todiscuss and recommend action on matters referred to it under Clause
21,
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7. RESOLUTION OF ISSUES

A motion shall be passed by a simple majority of votes. Unless the Agreement
specifies otherwise, when the Committee is unable to reach a decision the

matter may become a formal grievance as set forth in this Agreement under
Clause 21.



78

APPENDIX D

Clause 15.02 - Sick Leave Accumulation as it read in the 1986-1988
Collective Agreement:

Upon retirement, as defined in the Pension (College) Act, the employee may

either:

(@)

(b)

(c)
(d)

convert his/her accumulated sick leave to cash on the basis of fifty
percent (50%) of one two hundred fiftieth (1/250) of his/her annual salary
per day, to a maximum of two hundred fifty (250) days of accumulated
sick leave; or

use the sick leave to retire early on the basis of fifty percent (50%) of one
(1) working day for each day's accumulationto a maximum of tWo hundred
fifty (250) days of accumulated sick leave; or

a combination of (a) and (b).
Where an employee retires on less than full pension, the number of days

which may be converted under (a), (b) and (c) above shall be actuarially
reduced inthe same proportionas is his/her Pension (College) Act.

Clause 10.01(f) - Professional Development Program as it read in the 1986-
88 Collective Agreement:

9

at least once every five (5) years an employee covered by this Agreement
shall be required to submit to his/her dean documentation of appropriate
and adequate professional development activities to maintain his/her
competency as an instructor in his/her area of specialization.

An employee shall be given at least one, two (2) month period of release
from normal duties for an approved professional development activity
within each five (5) year period, commencing April 1, 1980.
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LETTER OF AGREEMENT
between

THE CAMOSUN COLLEGE BOARD OF GOVERNORS
and

THE CAMOSUN COLLEGE FACULTY ASSOCIATION

It is hereby agreed that Clause 5.01 (e) of the Collective Agreement between the
Camosun College Board of Governors and the Camosun College Faculty
Association shall be administered by an Advanced Placement Review
Committee to facilitate overall College-wide consistency and fairness.

The CCFA and the College president shall each appoint TW0 (2) members to the
Committee. The term of office shall normally be two (2) years with staggered
terms to ensure continuity. Initially, some members will be appointed for one (1)
year terms by mutual agreement. The Committee will include one (1) dean, one
(1) Employee Support and Development office representative and two (2) CCFA
members. Alternates will also be appointed for each committee position by the
respective parties. Committee members must represent different divisions:
Committee members will not adjudicate applications from faculty members within
their own division; a named alternate member will substitute.  Content
specialists, mutually agreed to by the applying faculty member and the
Committee, may be invited to serve on the Committee as non-voting ex-officio
members during specific application reviews.

The Advanced Placement Review Committee will be the representative body to
process all applications from CCFA members related to Clause 5.01 (e) of the
Collective Agreement and to make recommendations to the appropriate Vice
President.

Faculty members will make application to the Committee for advanced
placement under the terms of the Committee's guidelines relatingto Clause 5.01

(e). In reviewing applications, the Committee may meet with the applicants or
return the application for clarification, additional information or documentation.
The Committee will forward'its decision, as recommendations to the appropriate
Vice President who will review the Committee's recommendations and inform
each applicant, inwriting, of his/her decision.

The process of review, inclusive of the decision of the appropriate Vice
President, will occur on a quarterly basis.



SIGNED for the Camosun College
Faculty Association

President

Mas 30, 199¢

Date
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SIGNED for the Camosun College
Board of Governors

RN

Chairman

E%zg_a_z_%
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LETTER OF AGREEMENT
between
THE CAMOSUN BOARD OF GOVERNORS
and
THE CAMOSUN FACULTY ASSOCIATION

With departmental workload patterns, which will be ﬂuided the workload principles
stated in Clause 7.01 awaiting final definition, the College and the CCFA recognize the

following points:

Workload adjustments have been made in departments identified by the
Joint Faculty/Administration Committee In its 1991 report as requiring
workload review.

The expanded faculty development program should contribute to easing
workload in SOme areas.

The full workload implications of the expanded development program will not be known
untilthe program has operated for more than a year.

Consequently, the CCFA and the College agree not to seek further workload review
from the Joint Faculty/Administration Committee until December 31, 1994, at the earliest
unless a workload in a department undergoes a significant revision.

Any individual faculty member may take workload complaints to the Joint
Faculty/Administration Committee under the provisions of Clauses 21.01 and 21.02 on

the grounds that his/her workload is inequitable in comparison with the workloads of
other faculty members in his/her department.

SIGNED for the Camosun College SIGNED for the Camosun College
Faculty Association Board of Governors

Chair

glgé 8. 1993 QA 5 1293
Da Daty -~
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LETTER OF AGREEMENT
between
THE CAMOSUN COLLEGE BOARD OF GOVERNORS
and
THE CAMOSUN COLLEGE FACULTY ASSOCIATION

The Camosun College Board of Governors and the Camosun College Faculty
Association agree to participate in a committee, to be named the Joint Committee on
Faculty Development, which will have these principalfunctions:

- to develop a clear and simple format for individual faculty to use in submittin

plans for use of faculty development time and in reporting on outcomes o?
development activities;

- to recommend methods of disseminating information on faculty development
outcomes to the Faculty and the College in general;

- to develop an annual statement on the College's development priorities;

- to issue an annual report on the effectiveness of the faculty development release
time program in achieving the objectives cited above for the Faculty
Development Program;

- to recommend actions, if necessary, to ensure that the College’s capacity for
meeting student demand can co-exist with the expanded development program.

- to include in the annual report recommendations for changes to the program, if
any.

The first annual report, due by December 31, 1894, shall include recommendations
concerning the optimum ceiling for the deferral of faculty development release time.

Subsequent to the first TWO (2) years of operation, the Joint Committee will continue to
function In order to monitor operations, provide an annual report on priorities and
accomplishments, with recommendationsfor improvements, as required, in any aspects
of operation.

The reBorts shall be submitted to the president of the College and the president of the
CCFA by March 31 of each year. Recommendationsin the report require the approval
of both the CCFA and the College should they have an impact on the rights and
obligations established by this clause.
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The committee shall be c_or_nPris_ed of tW0 (2 CCFA representatives, two (2)
representatives of the administration, one of whom shall be the Vice President,
Education. The chair shall be a fifth (5th) non-voting member, alternating annually
between a CCFA representative and a College representative.

This letter shall be reviewed at the expiry of the 1992-1985 Collective Agreement.

SIGNED for the Camosun College SIGNED for the Camosun College
Faculty Association Board of Governors

Chairm

Date}l{éj Jg7‘ Iqﬁ Datezc- é ‘ ?
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LETTER OF UNDERSTANDING
between
THE CAMOSUN COLLEGE BOARD OF GOVERNORS
and
THE CAMOSUN COLLEGE FACULTY ASSOCIATION
Re: Family lliness (Clause 15.03)
and Sick Leave Bank (Clause 15.04)

Itis hereby agreed that the number of days drawn from an employee's sick leave
for family illness, and/or donations to the sick bank, cannot cause the
employee's own sick leave balance for personal use to fall below 12 days.

It is further understood that where any employee requires additional days for
family illness, up to the maximum number of days allowed within this clause,
such extra days may be obtained through application to the Sick Leave Bank.

SIGNED for the Camosun College SIGNED for the Camosun College
Faculty Association Board of Governors
\ P -W"‘
%M in—
President ' Chairman

Mo 30, (190
Datﬁﬂr«‘/ .\ (19¢ %Qe(._a 27 276



85

LETTER OF UNDERSTANDING
between
CAMOSUN COLLEGE

and

CAMOSUN COLLEGE FACULTY ASSOCIATION

With reference to a previous Letter of Agreement between the Camosun College Faculty
Association and the College, committing both parties to participation in a working study
group concerning the long term disability plan, an extension is agreed to for submission
of the resultant report to both the president of the Camosun College Faculty Association
and the President of the college to December 31st, 1996,

Signed for the Camosun College Signed for Camosun College
Faculty Association
“)mu/eﬁm £ Gt
7 12
President President
%217 R0 ]97¢ Hety 3

Date Date
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LETTER OF AGREEMENT
between
CAMOSUN COLLEGE FACULTY ASSOCIATION
and

CAMOSUN COLLEGE BOARD OF GOVERNORS

The CCFA and the College agree to participate in a working group, including
any other interested employee groups, to study-and recommend ways to lower
premiums and/or improve the benefits offered by the long term disability plan.

A report, including any recommendations, shall be given to the president of the

CCFA and the president of the College by December 31, 1995. Any suggested
changes will be subject to approval by the CCFA and the College.

SIGNED for the Camosun College SIGNED for the Camosun College
Faculty Association Board of Governors

residen Chairman Y

ML; RD )92 %Qyu 291924
4 te

Date
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LETTER OF UNDERSTANDING
between
CAMOSUN COLLEGE FACULTY ASSOCIATION
and

CAMOSUN COLLEGE BOARD OF GOVERNORS

It is hereby agreed that any faculty member who completed an activity which
would lead to approval for advancing current and/or maximum placement to Step
17 and submitted appropriate documentation in support of this activity between
March 31, 1985 and the date of ratification of this agreement will have Step 17
recognized despite the wording of Clause 4.02 and Appendix B.

SIGNED for the Camosun College SIGNED for the Camosun College
Faculty Association Board of Governors
President / Chairman

éj’ S 30, (77¢ W@zg 27, /7%
e
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LETTER OF UNDERSTANDING
between
CAMOSUN COLLEGE FACULTY ASSOCIATION
and

CAMOSUN COLLEGE BOARD OF GOVERNORS

It is hereby agreed that the intent of this collective agreement applies to faculty
members working in positions derived from he former CES and CEIS divisions.
Through College reorganization, these divisions no longer exist; however, the
faculty functions of these divisions are carried out by faculty members in various
College departments.

The clauses in this collective agreement which refer to CES faculty members
apply now to faculty members carrying out faculty functions of the former CES
and CEIS divisions.

The clauses in this collective agreement which refer to CES courses are
understood now to apply to community education courses, portfolio managed
courses in all Schools/Divisions, and courses developed by @ contracted by
Contract Training and International Education Department.

SIGNED for the Camosun College SIGNED for the Camosun College
Faculty Association Board of Governors
residen 7 Chairman
VZL«/ 320, (1976 27 9F

Date —/ ! te
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IN WITNESS WHEREOF the Camosun College Board of Governors has caused
the name and seal of Camosun College to be affixed hereto in the presence of
the Chairperson and the Bursar of the College Board of Governors, and the
Union has caused these present to be executed under the hands of its proper
officers duly authorized inthat behalfthe day and year first written above.

gIGNCI)Eé)L,J SEALED AND DELIVERED THE NAME AND SEAL OF
AM

BY THE UNION, inthe presence HEREUNTO AFFIXED, inthe
of presence of

Y3 P g -

residéAt. CCFA Chairperson, Board of Governors

hairperson Bursar v

Contract Negotiating Committee

E Gkl

President, Camosun College







Facilitator's Recommendation

for

Multi-institutional Framework Agqreement

Post-Secondary Employers’ Association
on behalf of member institutions
ratifying this Agreement

-and -

Joint Union Caucus
on behalf of trade unions
ratifying this Agreement

Note: This recommendation incorporates agreements between the parties in
principle and on specific language. Where there were differences between the
parties, the language is that of one or both parties or language fashioned by the

facilitator.

May 15, 1996
James E. Dorsey
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1.00 Definitions
"Agreement"” means this Framework Agreement.

"Collective agreement” or "local collective agreement” means a current collective
agreement between an Institution and a Local Union or as may be: amended by
this Agreement or otherwise but does nut include this Agreement.

"Employee" means an employee within a bargaining unit represented by a Union
participatingin the Joint Union Caucus.

"Institution" means a college, university college, institute or agency created under
the College and Institute Act, Open Learning Agency Act, or Institute of
Technology Ad .

"Joint Administration and Dispute Resolution Committee™ or “JADRC” means a
committee formed betweenthe Parties to this Agreement;

"Joint Labour Management Committee” means a committee formed by Local
Parties with equal Local Union and Institution representation.

"Joint Union Caucus" or "JUC" means a committee of the B.C. Government and
Service Employees' Union ("BCGEU"), BCIT Staff Society ("BCITSS"), College
and Institute Educators' Association ("GCIEA") and the Emily Catr Institute of Art
and Design Faculty Association ("ECIADFA") formed for the purpose of
negotiatingthis Agreement.

"Local Union" means the trade union certified to represent employees of an
institution and includes locals affiliated with CIEA, the BCGEU, and the BCITSS

and the ECIADFA.

"Local Parties" means the institution and Local Union where both have ratified
this Agreement

"Ministry" means the Ministry of Education, Skills and Training.

"Parties” means the Post-Secondary Employees’ Association and the Joint Union
Caucus.

"Post-Seeondiary Employers' Association" or "PSEA" means the employers'
association established under Section 6 of the Public Sector Employers Act.

"Ratification” means acceptance by an Institution and a Local Union of all of the
terms of this Agreement.

"System" means the aggregate of all of the public Post-Secondary Institutions.



“Union” means a faculty associationor trade union certified as a bargaining agent
at an Institution, both of which have ratified this Agreement.

2.00 Context of First Multi-institutional Framework Agreement

This agreement is entered into pursuant to the, Protocol Agreement for System
Discussions of November 8, 1985. (Appendix C) The discussions were
conducted against the background of funding cutbacks and the on-going
development of a new provincial strategic plan for the college, institute and
agency system in British Columbia.

The Strategic Plan goals at the time of this Agreement are:

Relevance and Quality: To provide British Columbians with post-
secondary education and training to enhance cumeni and future job
opportunities and to improve!the quality of life and citizenship experienced
in the province;

Access: To improve the availability of educational opportunities for the
increasing number of British Columbians seeking post-secondary
education end training;

Accountability: To enable the system to measure performance as a basis
for continual improvements and reporting on overall effectiveness and
efficiency;

Affordability: To allocate resources to the system in a manner which
focuses the system on achieving these goals of relevance and quality,
access and accountability and achieving these goals at costs that are
within the provincial fiscal framework and are affordable to students.

The Advanced Educational Council of British Columbia, an association of B.C.
colleges, institutes and the Open Learning Agency, recently adopted a learner
focused definition of access: that throughout their fitetimes, British Columbians
should have access tu educational opportunities thal meet their leaming needs.

A learner centered approach to access requires the provincial college and
institute system to be comprehensive and to arrange itself to enable learners to
meet their learning needs. There must be more focus in the future to ensure
service, program and change decisions on a system approach to fulfill this
philosophy of access.



At the time of concluding this Agreement, the Provincial Government had
announced restructuring of available funding into a series of "funding envelopes.”
Base Operating Grants for 1996/97 are to be equal to 97.5% of the 1995/96
funding. New funding equal to 1.4% is to be available from "Learning
Partnership” and "Learning Highway and Technology Innovation" funding
envelopes.

The Provincial Government announced a Guarantee for Youth initiative that
includes a tuition freeze at 1995/96 levels. It also committed to creating 2,850
new student spaces in the system.

The Provincial Government has committed to working closely with the education
community to support the necessary changes to ensure affordable and accessible
education across the province. At the sarne time, institutions are being asked to
meet or exceed 101% of their 1995/96 approved program profile FTESs, with an
additional 3% io be accomplished through the Learning Partnership Envelope.

Except for the common salary scale transition envelope, the Provincial
Government is making no provisions in either the Base Operating Grant or the
other funding envelopes for salary increases or internal cost pressures facing
institutions. General cost increases to institutions are expected to be absorbed
through further and on-going efficiency improvements.

To assist in the full implementation of a new common Salary scale, the Provincial
Government has committed to establish a transition funding envelope of $1

million (0.3% of system Salary costs) for each of the three years 1998/99,
1999/2000 and 2000/01.

3.00 Purposes of Multi-institutional Framework Agreement

The purposes of this Agreement are:
« to further the strategic plan goals;

s to further constructive industrial relations;

* to improve human resource management practices and support
structures; arid

= to facilitate opportunitiesto retain experienced educators within the
college and institute system and to enable individuals to make choices
when confronted with change.



4.00 Comprehensive Public Systew

4.01 Contract Training and Marketing Society

Education is a public - not just a private - good. |t is an integral part of our social

fabric.

Contract training is an extension of the mission of the public post-

secondary colleges and institutes education System and should be an enhanced
part of the system. The partners in the system need io effectively and
collaboratively market institutional expertise and expenence.

The parties will form a systern contract training and marketing society to facilitate,
enhance and support the initiatives of participating member institutions.

A.

Objectives

w

To increase the contract training opportunities of the participating
institutions in the public post-secondary education system through
entrepreneurial and revenue generatiny training and education
courses, programs and projects.

To develop alliances and partnei ships beiween colleges and
institutions, governments, community groups, agencies, employers,
unions, international education agencies arid othexs in order to support
courses, programs and services.

To assist member institutions to bé 1@sponsive o the contract training
and learning needs of governmenis, ageucies, employers, unions and
community groups.

To enhance the employment opportunitics within the system.

To facilitate the development of programs and services in response to
contract training needs.

To assist member institutions in the establishment, development and
enhancement of contract training capacities.

To effectively market contract training and service abilities of the public
post-secondary System.

To assist institutions design confract training activities.
To provide a mechanism for member’institutions to work together as a

system, such as a consortium, in order iv deliver contract training
activities.
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To provide a single contact point or referralagency when desired
between purchasers of contract training activities and member
institutions with the capacity to deliver the programs and/or services

To enable institutions to produce surplus revenues in support of the
institutions.

B. Structure

Authority:

Societies Act

Membership: One representative from each participating institution, one

Directors:

representative from each participating institution selected by the
local union(s) and one representative of the Ministry of Education,
Skills and Training. Participating institutions means the institutions
who have ratified this Agreement and who have chosen to join the
contract Training and Marketing Society.

Six (6) directors appointed by the Council of Chief Executive
Officers and six (6) directors appointed by the Joint Union Caucus
and one member appointed by the Ministry of Education, Skills and
Training.

Two thirds of the directors appointed by each must have expertise
relating to contract training and be employed at participating

institutions.

Membership Activities: Approve annual business plan of the Society.

Director Activities: Supervise and report an the activities d the Society.

Society Activities:

To develop appropriate annual financial/business plans.
To appoint staff as required to fulfill operational requirements.

To develop mechanismsto identify and monitor contract training, and
inventory expertise, resources, curriculums and competencies as a
resource far the! Society's objectives.

To facilitate the co-ordination of contract training/marketing/career
development activities.

To develop strategies fer marketing contract training



< To meet with potential "customers"to promote the system.

* To meetwith system trainers/unions/employers in a problem solving
capacity including dealing with questions of competitive advantage.

« To review regularly the expertise listed on the Registry and to provide

that informationto the contract training departments of the participating
institutions for the purposes of identifyingemployment needs.

. To liaise with employers/unions/agencies to identify emerging labour
market trends in order to identify new opportunities.

« To develop an inventory of contract training expertise of member
institutions.

C. Funding

The parties recommend that base funding be allocated by the Ministry of
Education, Skills, and Training for the purpose of the operation and activities of
the Society. (Estimated start up costs $300,000.)

Incorporation and continuance of the Society IS subject to the commitment of
funding by the Ministry of Education, Skills and Training.

D. Performance of certain Work

Unless mutually agreed otherwise by the affected local parties, when the Society
secures contract training work for an institution with local parties to this
Agreement, that work will be delivered by bargaining unit members of local unions
at the institution.



4.02 Contracting out
A. Additional limitation an contracting out

In addition to, and without limiting, any provision in a local collective agreement,
an institution covered by this Agreement will not contract out:

(1) any work presently performed by the employees covered by a
collective agreement which would result in the layoff of such
employees; or

(2) the instructional activities that are contained in the programs
listed and/or funded in the approved annual institutional program
profile and that are currently performed by bargaining unit
employees.

B. Certain inter-institutional arrangements permissible

Despite any limitation in a local collective agreement, an institution covered by
this Agreement may enter into arrangements to have instructional activities
contained in the programs listed and/or funded in the approved annual
institutional program profile performed by another institution covered by this
Agreement provided it is performed by instructional bargaining unit employees in
the receivinginstitution(s) who are covered by this Agreement.

Contract training work may also be moved between institutions which are party to
this Agreement provided the work is done by instructional bargaining unit
employees in the receiving institution(s).

C. Scope

Article 4.02 applies only to the employees included within the bargaining units
covered by this Agreement.

5.00 Learner Access and Outcome Success
Decreasing resources and increasing demand for learner access require that the
education community create efficiencies and promote new methods of
appropriate and continuous learning in accessible learning environments.

o3
The introduction of operational changer, needs to be managed thoughtfully and to
allow for creativity and leadership at the local institution and community while
respecting the needs of employees and students.

5.01 Information technologies, instruction and learning



A. Objective

To enhance relevance and quality, access, flexibility, and affordability in post-
secondary education, information technologies, such as real-time interactive
video, e-mail, Internet-basedinstruction and other electronically based means for
instruction and learning, can and should be applied to supplement class room
based learning.

B. Uses of Informationtechnologies

Informationtechnologies can and should be used i

-]

maintain and enhance the quality of education and educational support;

increase access to education and learning by providing greater
flexibility for students in relation to their location, schedules,
employment status, financial resources, and style and pace of learning;

provide g1 eater flexibility and choice regarding educational delivery and
methods of learning;

deliver education and educational support more cost-effectively, where
appropriate, consistent with relevance and quality,

maximize access to and utilization of the existing educational capacity
of institutions; and

facilitate collaboration among institutions in achieving efficiencies
across two or more institutions through activities such as shared
courses.

C. Development and implementation stratagies

The development and implementation of specific applications of information
technologies to the delivery and support of educational programs should be

subject to:

€

consultation between the institution, the local union and the faculty in

the subject or programin which the: specific technological applicationis
plannedto occur;

professionalfaculty determination of curriculum, subject to the
institution's established curriculum-approval processes including the
Education Council;



« consideration of the appropriateness of specific technologies and the
need for face-to-face interactionor group activity for certain subjects
and programs;

= provision of study opportunities, training, practise and orientation to
instructors through the use of professional development funds;

« exploring partnerships among institutions to fund exploratory and
innovative technologies; and

= pursuing measures to gain acceptance of new technologies by the
cormmunity.

D. Agreement to increase some class size and facilitate full enrolment

1. Second to fourth year lectures, tutorials or seminars may be increased as
follows:

- Where established enrolments is limited to a maximum of 35 students
then:

One additional student may be added,;
Up to 25% of students may be remote.

- Where established enrolments is limited to greater than 35 students but
less than 70 students then:

Up to two additional students may be added,
Up to 40% of students may be remote.

- Where established enrolments is limited to a maximum of 70 students
then:

Up to three additional students may be added
Up to 50% of students may be remote

2. E-mail may be substituted for "office hours" type of instructor contact for
remote students at any level.

3. Inter-institutional agreements concerning shared courses shall be subject to
mutual agreement among the participating institutions and Education Councils.

4. Unless otherwise agreed by local parties, first year and entry level classes will
continue to be limited to current class size limits as provided in the collective
agreements or as previously established by the institution. Nothing in this
Agreement restricts the use of information technologies in these classes.



E. Technological change notice abridged to minimum in some cases

When the introduction of information technologies in the above noted
circumstances does not result in the layoff of faculty or in the reduction in the
established appointment levels of faculty, time lines for notice and implementation
of technological change in the local collective agreement are amended for the
duration of this agreement to provide for notice no greater than the notice
required by section 54 of the Labour Relations Code.

If the introduction of the technological change, however defined in the local
collective agreement or in its absence as provided by section 54 under the
Labour Relations Code, results in a lay-off ot faculty or a reduction in the
established appointment level the provisions ot the local collective agreement

apply.
5.02 Access, flexibility, efficiency and productivity

The parties recognize that, to meet the goals of access, affordability and
accountability in the context of shrinking public resources and increasing demand
for access, all components of the provincial system must strive to be more
accountable and cost effective.

Extensive employee and employer collaboration i required to ensure the quality,
creativity and willing acceptance of initiatives intended to improve cost
effectiveness.

The Parties understand that, consistent with the current Strategic Plan, the
Ministry of Education, Skills and Training proposes to implement a system of
funding incentives to meet the appropriate performance ranges of student full
time equivalent capacity.

Specific strategies by which individual institutions will imeet their access targets
will be determined on a local institutional basis.
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A.

Efficienciesaid in increasing access

Inthis context, the parties agree as follows:

B.

1.

Upon ratification, each institution and local union will establish a local Joint
Labour Management Committee. There may be one or more such joint
committees at each institution as determined appropriate? between the
institution arid the local unions.

The structure, composition and procedures of a Joint Labour Management
Committee will be agreed to by the parties at each institution.

Within six (6) months of ratification of this Agreement, each Joint Labour
Management Committee will undertake to identify the monetary savings
which may be realized from efficiencies within its institution and which do
not impact on collective agreerments or result in the layoff of bargaining
unit employees, A report on efficiencies identified, their potential monetary
savings and the plans of action with respect to implementation will be filed
with the JADRC and Ministry no later than March 31, 1997.

Access and increased student FTEs targets

The parties further agree that:

C.

(1) during the academic year 1996/97 student FTEs may be increased by
1400 and an additional 200 FTEs, for a total of 1600, may be added
through the use of information technologies under Article 5.01 of this
Agreement; and

(2) during the academic year 1997/98 student FTEs may be increased by
1800 and an additional 500 FTEs, for a total of 2300, may be added
through the use of information technologies under Article 5.01 of this
Agreement.

Increased class size to achieve access targets and increase productivity

The increase in student FTEs will be allocated to institutions on a pro-rated basis.
Increases in student FTEs will be calculated on the 1995/96 base of 77,000

student FTEs.

To accomplish these student FTE increases, class size limits may be increased
for the purpose of meeting tho targets.

For the purpose of determining adequate enrolment levels for course offerings,
the threshold test will remain at the level established by the institution prior to an
increase in student FTEs.

12



Immediately upon ratification, local parties will develop a plan to implement the
allocated increase student FTEs.

If a dispute arises on the local implementation of the increased student FTEs, it
will be referred to the JADRC as a Framework Agreement dispute for expeditious
resolution.

Except for identification and implementation of efticiencies by the Joint Labour
Management Committee, no further productivity gains through changes to local

collective agreements will be sought in local collective bargaining during the term
of this Agreement.

6.00 Commitment to Ongoing Employment

6.01 System wide Registry of laid off employees and job
postings

A. Electronic Registry

The PSEA will establish and maintain a system wide electronic Registry of eligible
employees and the necessary supporting data base.

B. Eligible Employees

Employees covered by this Agreement are eligible for listing on the Registry if
they are:

1. Employees who have received natice of layoff or have been laid off
since April 1, 1995 and are either

(a) regular employees with one (1} FTE year of service, or

(b) non-regular employees with two (2) or more F1E years of service
accrued through working at fifty percent (50%) workload or greater.

2. Employees who meet the service requirements of 1(b) and have not
had appointments renewed SInce April 1, 1995 are eligible for listing on
the Registry.

These employees net eligible for listing on the Registry if they have had their

employment terminated for just and reasonable cause, they have accepted early
retirement or they have voluntarily resigned their mployrent

13



G.  Lengthd Listing

An employee listed on the Registry may continue to be listed until the eartier of
obtaining equivalent employment as a result; of being listed on the Registry or the
expiration of the term of this Agreement.

D. Implementation

1.

An employee applies for listing through histher Employee Relations
Department by completing the agreed form in Appendix Al.

The institution will immediately forward the completed form to the
PSEA who will list eligible employees on the Registry.

Unions, employers and eligible employees have the right to access the
information on the Registry through a designated computer terminal in
amy institution or through another computer.

A registrant is responsible to ensure the information on the Registry is
current and to immediately notify the employer and the local union if
s/he is no longer available tor employment through the Registry.

E. Notice of Posting

1.

Institutions are encouraged to use the Registry for the posting of all
available positions.

Institutions will post on the Registry all faculty employment
opportunities of halftime or more and longer than three months in
duration that are available to applicants beyond those employed by the
institution by completing the agreed form in Appendix A2.

Postings will be removed from the Registry one week after the closing
by the institution that entered the posting.

F. Applying for Vacancies

1.

It is the responsibility of employees listed on the Registry to inquire and
apply for available positions.

Employees applying for a posted position in the manner prescribed by
the posting institution must tell the institution at the time of application
that s/he is a registrant on the Registry.

G. Rights for Employees on the Registry

14



Registrants applying for job postings at institutions who meet the hiring criteria as
set by the Selection Committee at the hiring institution will be short-listed and will
be interviewed. In the event that more than five (5) qualified registrants apply,
the institution shell interview the five (5) most qualified registrants.

The application of this language is subject io the provisions of the collective
agreement in effect at the receiving institution.

H. Available Work

A registrant who accepts an offer of available work shall be entifled to a
reasonable amount of orientation and/or training.

Registrants who are eligible for health and welfare benefits at the hiring institution
shall have the waiting period(s) walved subject to carrier provisions.

All registrants who accept an offer of available work will have their seniority
recognized at the new institution for all purposes other than severance acciual
and subsequent layoifs. In the case of the hiing from the Registry of an
instructor represented by the BCGEU into another bargaining unit represented by
the BCGEU, s/he will have his or her seniority yecognized for all purposes other
than severance accrual.

I Relocation Costs

Any relocation costs for successful registranis 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 praciices, if any, for the position for
which the registrant was hired. If funding iz available, the cost will be reimbursed
to the hiring institution from the Labour Adjustment Fund.

J. Recall and Repayment

An employee hired from the Registry who is recalled by an institution and returns
to work at that institution will repay all relocation costs received from the
institution that hired him or her. Any requirement to make repayment of any
severance payment received by him or her from ihe recalling institution B
unaffected by this Agreement.

5



6.02 Program transfers and mergers

A Notice of program transfer/merger

When one or more institutions cowered by this Agreement decides to transfer or
merge a programor a partial program and the transfer or merger will result in the
transfer or layoff of one or more employees at one or more Of the institutions, the
institutions will provide written notice to the local union(s) as soon as possible, but
in no event less than sixty (60) days prior to the date of transfer or merger.

B. Transter/merger agreements

When notice is sewed, a committee composed of equal representation from each
institution and each local union representing employees affected by the transfer
or merger will be formed to negotiate a transfer/merger agreement.

The transfer/merger agreement will address all relevant matters and will be
signed by each of the parties.

A copy of the agreement will be provided to each affected employee.
C. Disputes

Grievances arising prior to the transfer/merger date remain the responsibility of
the sending institution.

If a dispute arises as a result of a program transfer/merger and/or its employees
being transferred the matter will be referredto the JADRC for resolution.

6.03 Targeted labour adjustment
d. Values

The employers recognize that human resources are one of the most valuable
components of the post-secondary education system.

The parties wish to maintain harmonious industrial relations among employers,
employees and their unions.

The parties believe that voluntary, local solutions provide the best approach to
accommodating and achieving labour force adjustments.
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B. Employer commitments

It is agreed that the institutions will make every reasonable attempt to minimize
the impact of funding shortfalls and reductions on their work force.

Subject to budgetary constraints and the amount of funding available for labour
adjustments costs, fairness, flexibility and employee choice will prevail in the
implementation of labour force adjustment strategies as approved by the
institution.

It is incumbent upon institutions to communicate effectively with their employees
and the unions representing those employees as soon as the impact of any
funding reduction or shortfall or profile change has been assessed.

If a work form reduction is necessary, the Joini Labour Management Committee
will canvass employees in the targeted area at other related areas over a
fourteen (14) day period, or such longer time as the joint labour management
committee agrees, to find volunteer solutions that provide as many viable options
as possible and minimize potential layoffs.

C. Menu of labour adjustment strategies

To minimize layoffs, the following menu of labour force adjustment strategies will
be considered, and whenever reasonably possible, offered by institutions at the
appropriate time in the employee reduction process set out in each institution's
jocal collective agreement(s).

1. Job sharing.

2. Reduced hours of work through partial leaves.

3. Transfers to other areas within the bargaining unit subject to
available work and meeting qualifications, with minimal training
required.

4. Paid and unpaid leaves of absence tor use to seek alternate

employment, pre-retirement adjustment, retraining, etc.

5. Voluntary severance with up to six months' severance payment.
6. Workload averaging.
7. Purchasing past pensionable service. It permissible, the employer

will match a minimum of three years' contributions to the College
Pension Plan where an employee opts for early retirement.
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8. Combined pension earnings and reduced workload arrangements
to equal 100% of regular salary.

9. Early retirement incentives pursuant to local collective agreements.

10.  Agreed secondment.

11.  Retraining.

12.  Trial retirement.

13.  Continuationof health and welfare benefits.

14.  Combinations and variations of the above or other alternatives.
D. Layoffs may occur
Once strategies other than layoff have been explored, the institutions will
proceed, if need be, to layoffs. For those affected by layoff, the provisions of the
g)\;;aaillacb(?gective agreement will apply and the system wide layoff Registry will be

E. No stacking of entitlements

While various options may be considered and offered, there will be no stacking
of entitlements.

6.04 Labour Adjustment Fund

The parties agree to request the Ministry of Education, Skills and Training to
establish a Labour Adjustment Fund to be administered by PSEA for the benefit
of all employees and institutions covered by this Agreement.

The purpose of the fund is to accommodate the needs of employees and
institutions in achieving targeted labour adjustments at an institution through cost
sharing.

The Fund is to provide 50% of the cost of labour adjustment strategies up to the
amount allocated to the Fund.

The parties recommend that the Ministry consult with them an the eligibility
requirementsfor an institution to gain access to cost sharing from the Fund.

The compensation provided to an employee under this article will not exceed the
severance provisions for the displacement of an individual as provided in the local
collective agreement.



6.05 Futurefunding reductions that are likely to cause layoff

The parties recommend that at the time of any a future funding reduction in the
total amount of the Base Operating Grand and other funding envelopes during
the life of this Agreement that will likely result in layoffs at an institution beyond
those contemplated by the terms of the Labour Adjustment I und, the Ministry of
Education, Skills and Training establish a special early retirerient incentive fund
to encourage voluntary early retirement at each institution consistent with its
targeted needs.

The parties recommend that the Ministry consult with the parties about the
application and administration of the fund.

The institutions and unions will jointly canvas each bargaiting unit to identify
strategies to minimize potential tayoffs before aifected employees may choose
voluntary early retirement.

The purpose of the fund is to resolve downsizing problems when other solutions
are unavailable or unlikely to resolve the problems within @ reasonable time.
Priority candidates for early retirement are likely i be employees employed at an
institution where there is limited alternate employment and in circumstances
where early retirementwould assist in other voluntary reduction initiatives. When
more than one employee qualifies for the early retiverment incentive, candidates
would be chosen on the basis of service seniority.

The parties recommend that eligible employees at each institute who opt for
voluntary early retirement be able to choose to receive a lurmnp sum payment from
the special fund, or the equivalent in paid leave prior to ratirernent.

Eligible employees will not be permitted to stack the lump sum payment from this
special fund onto existing early retirement plans under local collective
agreements. They will be eligible for retirement provisions or allowances which
would normally be afforded retirees.
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7.00 Human Resource Practices and Support Structures

7.01 Labour relations database

The parties believe that their on-going and collective bargaining relationships can
be enhanced through useful, timely and accessible data on relevant matters,
including those listed below.

The parties agree to provide and support the accumulation and dissemination of
available data to the Information Management Centre initiative proposed in the
Ministry's March 11, 1996 "Strategies for British Columbia's College, Institute and
Agency System.” The parties may undertake joint projects for the comparative
analysis of the data.

The parties recommend that the Ministry of Education, Skills and Training provide
one-time funding to assist in the gathering of the data.

Health & Welfare:

» types of coverage

» participation rates

- premiums

= cost sharing

©  commission Costs

° available studies commissioned by Government agencies
re. comparative benefit analysis

« carrier contracts

Collective Bargaining

« salary information by classification

demographics - age, gender, salary, placement, status
collective agreements within system - disks

< pension plan participation rates

L)

Contract Administration
* arbitration, Labour Relation Board and other decisions and costs

thereof for the system
= local letters ot understanding
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7.02 System benefit administration

The Parties agree to work together to achieve competitive benefits that: serve the
interests of employees and institutions.

The PSEA will consult the JADRC regarding the development and
implementation of system-wide efficiencies iti the provision and administration of
employee benefits.

7.03 Resolving jurisdictional disputes

~The Jurisdictional Dispute Resolving Process in Appendix B will be used
by ail Institutions and local unions covered by this Agreemeni for the duration of
this Agreement.

7.04 Joint Administration and Dispute Resolution Committee
A. Formation and composition

A Joint Administration and Dispute Resolution Comimittee (JADRC) will be formed
by the parties to this Agreement by July 15, 1996. The Committee will consist of
four (4) representatives of the PSEA and four (4) representatives of the JUC.

B. Operation

The Committee will meet every two (2) months ot as often as required to review
outstanding matters. A quorum for making any decision must be a minimum of
four (4) representatives with equal representation from PSIA and JUC. The
Committee will establish its own procedures and piotocols; however, decisions
will be mutual decisions between the parties

e. Purpose

The purpose of the Committee will be to assist the parties to this Agreement and
local parties in the administration of collective agreements and resolution of
disputes by:

= providing a forum for dialogue between the: parties to this Agreement
respecting issues impacting labour refations;

« resolving local disputes over the implementation of increases Iin class
size to achieve local access targets and recornmending resolutions for
any other local dispute referred to ii;



° appointing mutually agreed Umpires as needed for the operation of the
Jurisdictional Disputes Resolution process at Appendix B to this
Agreement; and

- developing strategies tu reduce arbitration and related costs.
D. Functions
The functions of the Committee will be as follows.
(1) Framework Agreement Disputes

When the local parties identify an issue of dispute, they will attempt to resolve
that issue locally on a without prejudice basis io this Agreement.

The process for dealing with unresolved disputes arising from the interpretation,
application, operation or alleged violation of this Agreement will be as follows:

(a) The dispute will ke referred to the JADRC for a binding recommendation
tor settlement of the dispute within thirty (30) calendar days of referral.

(b) It the dispute is not resolved by the JADRC making a binding
recommendation, tho matter will be referred to James Dorsey, or another mutually
acceptable arbitrator, for resolution pursuant to the provisions of the Labour
Relations Code The arbitrator's fees and expenses will be borne equally by the
parties to this Agreement. Recovery of such costs Will be addressed by each
party through it's own process.

(c) I a dispute over local implementation of the increased student FTEs or
application of any aspect of this Agreement to parties at the Open Learning
Agency is not resolved by the JADRC making a binding recommendation, the
matter will be referred to James Dorsey for a final and binding decision. Mr.
Dorsey will determine his own procedure and will have the option of seeking a
mediated settlement. Mr. Dorsey's fees and expenses will be borne equally by
the local parties.

(2) InterpretiveAssistance - L.ocal Agreements

LLocal parties may agree to jointly submit a brief statement of facts regarding the
application, interpretation, operation or alleged violation of a local collective

agreement.

The JADRC shall, within thirty (30) days of receipt of a statement of facts, submit
a recommendation for resolution or refei the matter back to the local parties.



The referral of an issue in dispute to the JADRC does not suspend or delay the
local grievance/arbitration or other process unless the local parties agree to such
a delay or suspension pending a recommendation from the JADRC.

8.00 Compensation

Currently the instructional wage rate across the system varies from a low of
$36,336.00 to a high of $64,318.00 within pay scales having trom seven (7) to
seventeen (T) steps. Until information is available trom the data base initiative
in this Agreement or other sources, accounting practices across the system do
not enable the parties to identify end differentiate unit labouwr compensation.

The parties agree that a desirable framework goal is one commion salary scale for
all instructional faculty, counsellors, librarians, curriculum designers and any other
designation currently compensated at the instiuctor's rate of pay.

Ultimately the entire compensation under each local collective agreement should
incorporate and reflect compensation for comparable workloads and benefits.

Effective March 31, 1996 - An increase of 0.8%

All salaries will be increased by an amount established by applying 0.8% to the
aggregate value of current salary and benefits, which benetits are valued at
16.5% of salary, less any previous salary increasesior 1995/96.

No salary scale shall exceed $64,318.00 - the current highest.  Eligible
employees will be paid the difference between $64,318.00 and the 0.8% increase
as a cash payment. This is to prevent an even greater spread between the
highest and the lowest.

A pending arbitration to address a January 1, 1995 salary adjustment at BCIT
between the local parties remains outstanding. The first 0.8% of any increase
under that arbitration is to be treated as the March 31, 1996 increase of 0.8%
under this Agreement. If that award results in one or more salary steps in excess
of $64,318.00, they will ke red circled.
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Effective April 1, 1997 - Achieving a common salary scale
The Rules

1 A fourteen step salary scale will replace all existing salary scales for all
instructional faculty, counsellors, librarians, curriculum designers and any other
designation currently compensated at the instructors' rate of pay in all collective
agreements at all institutions party to this Agreement.

2. No employee's salary will be reduced as a result of implementation of the
new scale.

3.  The increment anniversary date on the new common scale for employees at
the top step of their current salary scale on the implementation date at their
institution will be twelve calendar months from the date of the implementation. All
other employees will maintain their existing increment anniversary dates.

4.  Requirements and restrictions on placement and progression on the salary
scale under local collective agreements are not intended to be altered by the
creation and implementation of a new common salary scale, but may have to be
modified by agreement of local parties to account for the new common scale.

5. A system wide increase equal to 1.8% of cornpensation will become
effective in 1997/98. This amount represents a general increase consistent with
other public sector settlements plus shared productivity from employee
participation in achieving increased efficiencies and collective agreement
changes that enable increased student access through increased class size and
topping up classes using information technologies. All of these are contained in
this Agreement.

The Unresolved Problem

Creating a common salary scale for twenty seven collective agreements at twenty
one institutions, with their disparate histories, is a formidable task. The parties
were unable to generate the data to enable accurate modelling that could be
given close technical scrutiny.

This change is one that will set an entirely new course for an indeterminate period
of time and an error at the point of launching the new scale could have
exaggerated adverse consequences in the near future for either of the parties,
those they represent, the public and the future of these discussions.

The establishment of the new scale must be done correctly. Adequate time must
be taken to do it correctly.
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Knowing what population of employees will be covered by ihe new scale is an
important element in doing it correctly. Unfortunately this makes ratification
somewhat of a leap of faith - as is starting oif on most major new directions.

Moving to a common fourteen Step salary scale 1 1997/98 requires that two
significant variables and cost drivers be identified. 1hey are the dollar amount of
the top step and the size of the increment steps.

Containing costs at each institution in 1997/98 to 1.8% can he easily achieved by
staggering implementation dates at the institutions throughoui 1997

While staggered implementation contains the actual 1997/98 cost, it produces
disparate annualized casts among the institutions in the following years.

Freezing or delaying increments, particularly foi those at the higher steps, can
temporarily lessen the annualized cost while still helping lesser paid employees to
progress.

Ensuring that each employee receives a minimurm payment at the initial transition
to the common scale can assist in easing any adverse consequences, like
delayed increments. Depending on the amount, it can also affect the maximum in
the scale or the size of the step increments.

Diverting money to adjust the salary scales or rates of other {ull time or part time
employees will impact the two key variables of maximum step amount and
increment size in the common scale.

The same consequence can flow from remuoving or muodifying requirements and
restrictions on placement and progression through the: common salary scale.

How much the annualized cost at each instituiion and across the system in
1998/99 and 1999/2000 exceeds 1.8% is & funciion of four key variables - the
amount of the maximum step; the size of the ncrement step, the distribution of
the employees across the new scale; arid the timing and extent of their
progression through the scale.

The parties do not have the institutional specitic data that enables them to
accurately project the costs of their respeciive proposals wmito 1998/99 and
1999/2000. This is necessary to be able to design a common salary scale with
confidence that, on full implementation, has an anmnualized cost in 2000/2001 that
does not exceed 101.8% of the 1996/97 cost plus $3 million. This was the
commitment that the parties made to each other in the April 26 memorandum of
understanding. They accepted that the scale:;, once set within these constraints,
could be renegotiated in 1998.

The Solution
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Working with the five Rules stated above and using a maximum step amount no
higher than $64,318.00 and no lower than $60,500.00, the parties will design a
salary scale.

The method for- determining its annualized cost in 1999/2000 will be as follows:

1. Using the costs for 1996/97 fur all the parties who have ratified this
Agreement calculate the 1.8%.

2. Using current salary scales, employee populations, increment anniversaries
(without delays) and, based on past experience, assuming any probable changes
through progression, retirement, resignation and so on for all the parties who
have ratified this Agreement, determine the cost for 1998/99.

3 Using the proposed scale maximum and increment steps, transfer
employees to the proposed scale and make the expected progressions through
the scale to 1999/2000 based on past experience with retirements, resignations
and so on. Then cost tor 1999/2000.

4. The difference between the base cost (#1) and the increase of the
1999/2000 cost (#3) over the 1998/99 cost (#2) must be No greater than $3
million.

Time for final resolution

The earliest that the common salary scale could be implemented at any institution
is April 1, 1997,

The parties are 10 reach agreement on the common salary scale and all related
compensation aspects by October 11, 1996. If they are unable to resolve all
aspects, then the matter will be referred immediately to James Dorsey for final
and binding decision to be rendered no later than December 13, 1996. Mr.
Dorsey will determine his own procedure. He will have the option of seeking a
mediated settlement and engaging expert technical assistance. His fees and
expenses will be borne equally by the parties.
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9.00 Ratification and Effect of Ratification

1. Eachparty will submit this Agreement for ratification by their principals.

2. Ratification by each institution and local union Will be completed by June
14, 1996.
3. Upon ratification by both local parties to & collective bargaining relationship

or collective agreement, this' Agreement will come: into full force end effect for the
bargaining unit. Collective bargaining between an institution arid local union on
all monetary issues and workload changes, to the extent to which they have a
monetary impact, ceases upon ratification of this Agresment.

4. Ratification by an institution and local wrion amends the terms and
conditions of their collective agreement to the extent necessary for the full
implementation of the terms and conditions of this Agrecment except where
specific exceptions or exemptions have been included in this Agreement.

5(a) Notwithstanding ratification and subject to (ty) arid (c) and 7 below, local
parties retain full rights to bargain collectively @ny provisions not covered by this
Agreement.

(b) During the term of this Agreement all disputes over unresolved terms in
collective bargainingmust be either left unresolved until the expiration of the term
of this Agreement or submitted by either party for iinal arid binding interest
arbitration by James Dorsey, who will have the option of seeking a mediated
settlement.

(c) The local parties may agree to the procedures for, or method of, interest
arbitration. In the absence of local party agreement, Mr. Dorsey will determine
his own procedure. His fees and expenses will be borne equally by the local
parties.

6. Retroactive operation of any provisions of Phis Agreemient must be as
stated within the body df this Agreement.

7. This Agreement may only be amended by the writteri agreement of the
PSEA and the JUC.
8. Upon ratification by the local parties at the Open Learning Agency they will

determine how this Agreement applies to its unique circumstances. If a dispute
arises between the local parties, it may be referred by either party to the JADRC
as a Framework Agreement dispute.

10.00Term
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This agreement will remain in effect until March 31, 1998,

Either party may give notice to the other to commence discussions for a renewal
of this Agreement not later than December 31, 1997.
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APPENDIX A1
POST SECONDARY EMPLOYERS' ASSOCIATION LAY-OFF REGISTRY

FORM 001
0. (for PSEA use only:)
1. College or Institute:
2. Registrant:
3. Service Date (length of service):
4. Program/Area:
5. Date of Lay-off Notice:
6. Date of Availability/L.ay-off:
7. Registrant electronic Resume available at:

College Personnel Contact Person:
College Personnel Contact phone number:
Bargaining Unit Contact Person:

Bargaining Unit Contact phone number:

information Release Waiver for the purposes of the Freedom ot Information end
Protection of Privacy A d

| agree that the above personal information including my resume (if available) can
be made available to prospective Institutional employers and union via the
internet Or other means.

Signature of Registrant Date



POST SECONDARY EMPLOYERS' ASSOCIATION POSTING REGISTRY

(For PSEA use only)

. College and Location

Job Title

. Areal Program/ Discipline(s)

. Job Description

Start bate

. Close Date

. Contact Personand Address

APPENDIX A2

FORM 002
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APPENDIX B
JURISDICTIONAL DISPUTE RESOLVING PROCESS

A. Preamble

The purpose of this Agreement is to establish a jurisdictional dispute
resolution process which is equitable, expeditious and reflects the desire of the
Parties to promote effective working relationships.

The parties agree that the following process will be used in the event of a
dispute respecting the appropriateness of a bargaining unit placement where the
institution introduces a new position or significantly revises an existing position.

B. Process

1. When requested, the institution will provide a bargaining unit position or job
description to the union(s) certified at the institution. The union may request such
things as a draft job posting, job description, course outline, organizational chart,
and other relevant information. The institution will make every reasonable effort
to respond to the request within seven (7) clays of receipt of the request, but not
later than thirty-one (31) days of receipt of the request.

2. For a new position or when a significant change has occurred, a local party
may request a meeting pursuant to 3 below, to resolve any dispute which may
arise concerning the appropriateness of bargaining unit placernent.

3. When requested, the local parties will meet within twenty-one (21) calendar
days. Every effort will be made to reach agreement on the appropriate bargaining
unit placement.

4. When there remains a dispute a local party may refer the matter within thirty
(30) calendar days to a Jurisdictional Assignment Urnpire it selects from a list of
Umpires appointed by the JADRC.

5. The referral will include a brief outline of the particulars of the dispute, a
summary of the party's position On the matter and copies of documents upon
which the party intends to rely. A copy of the referral and docurments will be sent
to each union certified and the institution.

6. The Umpire will convene a hearing within twenty-one (21) days receipt of the
initial referral.

7. The Umpire will direct an exchange of particulars and documents upon which
the parties intend to rely no later than seven (7) days prior to a hearing in to the
matter.



8. The hearing will be expedited in all respects and conducted on an informal
basis.

10. The expenses and fees of the Umpire will be borne equally among the parties
involved in the dispute.

11. In determining the appropriateness of bargaining unit placement, the Umpire
shall consider:

. job elements;
. past practise;
. impact on industrial relations;
community of interest;
. employee preference, fairness and equity;
. certification definition(s);
. and such other factors as deemed appropriate by the Umpire.

13.  The Umpire will render a decision within twenty-one (21) days after the
conclusion of the hearing.

14.  The parties will accept the decision as final and binding on each of them.
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