
 
 
 

 
 

CANADIAN UNION 
of 

PUBLIC EMPLOYEES 
LOCAL 1767 

 

 
 

ANNUAL GENERAL MEETING 
 

OCTOBER 23, 2020 
 

VIA ZOOM 
 
   



Friday, October 23, 2020 
 
CALL TO ORDER - Jared Melvin called the meeting to order at 9:04am (all times are in PT) 
 
MOMENT OF SILENCE – by Jared Melvin 
A moment of silence in recognition of the members and family members who have passed away 
in the last year. 
 
Rules of Order 
We use Bourno’s Rules of Order.  A few highlights include: 

- There shall be no racist or sexist remarks 
- When speaking at a microphone please identify yourself and office/division 
- Three minute tie limit 
- Speaking to the same issue twice ends debate 
- Point of Order is for clarification 
- Point of Privilege relates to the delegates comforts 
- Constitutional Amendments require 2/3 majority to pass 

Reading of the Equality Statement – by Jared Melvin 
 
Reports will not be read, join the zoom meeting by the app and not the browser in order to utilize 
the polling feature. 
 
Meeting will be recorded by the union, which may include messages in the chat box.  Members 
are not to record the meeting. 
 
Motion to allow the use of voting by either a show of hands or switch to the polling feature on 
zoom in the cases of where th vote is not clear M/S/C 
 
Motion to adopt the Consent Agenda, M/S/Failed 
 
Motion to move the Policy Resolutions Committee to before the Constitutional Amendment 
Committee M/S/C 
 
Move to adopt the revised (move Policy Committee to before Constitutional Committee) 2020 
Agenda M/S/C 
 
Introduction of the 2018-19 Executive Board 
Regional Director  (Victoria)     -  Tina Dhami 
Regional Director (Fraser Valley)   - Kurtis Williams 
Regional Director (Cranbrook)   - Paul Mrazek  
Regional Director (Kelowna)   - Becky Olson   

Regional Director (Prince George)   - Sarah Davy 
Regional Director   (Vancouver)   - Mark Hilker 
Regional Director   (Nanaimo)   - Eder Yabut 
Trustee (Abbotsford)     - Nora Chaplin  



 Trustee (Prince George)    - Heidi Palmer 
 Trustee (Vancouver)     - Providence Ngirimpuhwe 
 
President (Head Office - CCPALS)   - Jared Melvin 
Vice-President  (Vancouver)    - Harpinder Sandhu 
Secretary-Treasurer (Cranbrook)   - David Robertson  
Grievance Officer (Courtney)    - Kevin McPhail 
 
Introduction of Convention Committees 
Credentials:   Mark Hilker, Becky Olson 
Constitution:   Chair: Tina Dhami 
    Members: Ron Arnett, Mandeep Mahanger, David Robertson 
Policy:    Chair: Harpinder Sandhu 

Members: Christina Infanti, Jared Melvin, Mark Hilker 
 
Guests 
Adele Zakus – Office Manager 
Sung Wong – National Representative 
Recognition of 1st time delegates 
Recognition of those under 30 years of age 
 
CREDENTIALS COMMITTEE REPORT – by Mark Hilker 
 
Tom O’Brien  Kelsey Barnes  Mark Harris  Jared Melvin 
Crystal Johnston Dennis Chow  Stephanie Vieille Lisa Cragg 
Kim Boyd  Tina Dhami  Dion Savard  Tristan Redman 
Nicole Block  Eder Yabut  Koran Weston  Lydia Palm 
Curtis Barker  Kevin McPhail Leona Bogaert  Harpinder Sandhu 
Mark Hilker  Regina Jan  Nolan Derby  Providence Ngirimpuhwe  
Shi Bo Liu  Sterling Tran  Carrie Tong  Rhiannon Carpentier 
Phillip Chau  Ken Liu  Jeom Kim  Andrew Loi 
Yohan Lee  Fraize Surilla   Eden Superable Julian Ho 
Arjen Dhaliwal Kurtis Williams Nora Chaplin  Nicolaas Hattingh 
Kathleen Page  Terry Yee  Megan Perry  Monika Rzemykowska 
Becky Olson  Jordan Derickson Sarah Jolly  Mark O’Donnell 
Tanya McDonnell Kelly Morrish  Jared Feathersone Paul Mrazek 
David Robertson Natalie McInnis James A Reid  Andrew Fossey 
Sarah Davy  Heidi Palmer  Angela Prince  Chris Dittmar 
Paula Ladds  Ellery Bone  Beau Rossel  Melissa Iverson 
Daniel McElheron Joe Barbosa  Rachel Morrison James Hartman 
Ronnie Murti 
    
Motion to remove James Hartman from the Delegates list M/S/C 
 
Ronnie Murti did not attend 
 



68 total delegates including (65 voting delegates): 
51 Voting Delegates 
3 Trustees 
7 Regional Directors 
3 Table Officers 
1 Grievance Officer 
1 Office Manager – Adele Zakus 
2 Non-Voting Delegates 
1 National Representative – Sung Wong 
M/S/C 
 
AGM Committee Announcements – by David Robertson 
-None 
 
  
SECRETARY/TREASURER’S REPORT – by David Robertson 
 
This report consists of the Statements of Revenue and Expenditure and Cash Position for the 
twelve-month period ending August 31, 2020 and explanations for the variances between the 
amounts budgeted for 2019/2020 and the amount actually earned and spent. 
 
The budget variance explanations are in keeping with a 1979 policy resolution, which states: 
 

“A comprehensive written report shall be made to delegates at the Annual General 
Meeting regarding actual income and expenses when compared to the budget and 
reasons for surpluses and overruns be explained to the delegates so that they are able to 
make an informed and intelligent decision.” 

 
Welcome to our 46th annual AGM.  Thank you to all of you for attending our first ever online 
AGM.  This past year has been an interesting year and has brought opportunities to our local to 
rethink how we do our business.  Although the board has been talking about online meeting 
options for the last 10 years, being forced to switch to 100% virtual meetings and discussions has 
put this option to light with both positive and negative results.  The most obvious benefits have 
been significantly reduced costs for our local and less travel time for our executive board 
members.  In order to facilitate online meetings, we have had to adjust the meeting format, 
duration and expectations.  I do believe we were successful in implementing executive zoom 
meetings with the changes we have made and am confident the work of the local has continued 
with minimal disruption.  This has given us experience in which to adjust our AGM into an 
online form.  Changes to the elections process, timing of report submission, reading of reports 
and even moving to a paid Friday are all done in order to have a successful Annual General.   
 
The negative aspects are a loss of team building on the executive.  Most of us have known each 
other for years so a lack of face to face time has worked for the time being.  However, as the 
inevitable change over occurs and the online meetings pile up, the loss to the team begins to be 
noticeable.  I’ve been on the board for a few years now and although this board is one of the 



strongest I’ve been a part of, I can’t help but notice the missing comradery and its effects on our 
local. 
Money 
With considerably reduced costs we have a surplus for this past year and as such we continue to 
be in excellent shape financially.  You can see a more detailed look of the budget numbers in the 
following report. 
 
You can also see the proposed budget included in this report.  Depending on how long the 
current situation continues and what the direction of our local goes after the pandemic is done, 
will have a major effect on the proposed budget.  I have assumed that we will be back to a more 
normal operation by mid spring of next year.  However, if we continue to have restricted travel it 
will result in a larger surplus.  To make use of our financial outlook, we are looking to increase 
educational opportunities over this next year which will result in a greater draw on lost wages.  
Focusing on getting grievances dealt with is also a consideration in this budget as well as room 
to switch back to the more traditional meeting schedule if it happens.  You will note that the 
District Council line item is considerably more than previous years.  The District Councils are 
not aggressive in searching out dues payments and we are not up to date.  That being said, I’ve 
budgeted money to allow for us to catch up on those dues. 
 
Union Office 
Trustees have had to adjust their process as well.  In normal years they would meet for a 1-day 
meeting in the spring and then a 2 day meeting at year end in September.  However, after waiting 
to see how the pandemic would play out it was decided to have a mixed online and in person 
meeting on May 21st to review the books of the local.  One trustee who lives close to the office 
attended in person while the other two trustees attended by zoom.  The review was a success and 
a process document were created by the trustees for zoom meeting options.  The year-end audit 
will take place after the AGM and is tentatively scheduled for November 6th using the same 
process as the May meeting.  I thank Heidi Palmer for her dedication over the past 3 years and 
for all Trustees in adjusting their process to ensure the books have been reviewed. 
 
For most of the pandemic, Adele has been working out of the office.  With very few people in 
the building it has worked rather well.  However, as return to the office is gaining steam in 
operations in the building we are implementing a Canadian program called Splashtop which will 
allow our office manager to work from home. 
 
Constitution and Policy amendments 
There is a total of 12 Constitutional amendments and 1 Policy resolution that will be discussed 
and voted on at this years AGM.  These should have already been discussed in your regional 
meetings and as representatives for your region you may already have a good idea of how you 
are going to vote.  However, as you listen to discussions both for and against you may find that 
you change your opinion.  That is ok. 
 
Elections 
The quality of elections throughout our local continue to improve each year.  Even with the 
move to 100% electronic voting for positions there have been very few issues.   Although all 
positions up for election at the AGM have all been acclaimed, there will be two more elections 



for Regional Directors to occur due to the vacancies created by the newly elected table officers.  
I look forward to the outcomes of these two by-elections. 
 
Executive Board Attendees 
This past year we have seen guest attendees at 5 of the 6 meetings.  The attendees include 
Providence Ngirimpuhwe, Bobbi Borys, Koran Weston, Jane Butler and Catherine MacKinnon.  
The last two members attended via zoom.  We will continue to offer a guest attendee spot at our 
executive meetings regardless of if it is in person or via zoom.  If you are interested in attending 
please ensure you let me know prior to each meetings deadline.  A meeting schedule has not yet 
been determined for this next year but once it has been it will be posted on our website. 
 
Communication 
Just as a reminder, please do not use BCA email, jabber or webex teams for union 
communication.  Outside of notification to the employer on Area Rep elections or committee 
emails that include the employer, we should not be using the employers’ tools for union 
business.  If need be, create a separate email address that you can use for Union business.  The 
employer may allow the use of employer email, but you have to remember, anything on the 
employer email is still the property of the employer. 
 
Negotiations 
It just seems like we finished negotiations, but we need to turn our attention to negotiations in the 
next 10 months.  Next year’s AGM will be a negotiations year and we hope to implement some 
changes to allow members to be better prepared and knowledgeable when it comes to bargaining 
resolutions.  Lessons learned from this year’s AGM will be utilized in determining the best 
balance between keeping our cards close and sharing of information to the delegates.  As you 
work your way through the year please keep issues with the Collective Agreement in mind and 
start submitting bargaining resolutions to the union office.  If you do submit a Contractual 
Resolution Form, please utilize the correct form which can be found on our website under 
Member Forms. 
 
Investments 
Our defence fund investment continues to reside in term deposits at Envision Financial.  An 
additional $100,000 will be transferred to the defence fund as per last year’s policy amendment 
when the term deposits come due on November 21, 2020.  This will leave our defence fund at 
more than $500,000. 
 
We continue to keep our investments at Seamark in bonds until more certainty comes back to the 
marketplace.  Concern about overvaluation of the market has kept us from moving back to 
stocks. 
 
In closing, I would like to thank our executive for always considering the financial costs of their 
work for the union.  It is important to be in a strong financial position when we go to the table 
with the employer.  I also must thank Adele, our office manager.  She has continued to adjust her 
schedule and worked with our local to ensure what needs to be done is done in a timely manner.  
Thank you big time! 
 



In solidarity, David Robertson, Sec/Tres 
 
2019 / 2020 BUDGET RECONCILIATION 

    2019/2020 Proposed Budget   2019/2020 Actual 

REVENUES 
          
Members Dues   $820,000.00    $839,333.76  
Initiation Fees   $250.00    $490.00  
Interest   $12,000.00    $315.24  
Defense fund Interest       $6,079.05  
Accounts Receivable       $1,733.79  
Investment Income       $11,832.57  
AGM Revenue & Misc.   $385.00    $410.00  
          
TOTAL   $832,635.00    $860,194.41  
                                   

EXPENDITURES 
          
Per Capita National   $348,500.00    $357,135.85  
Per Capita CUPE BC   $57,400.00    $58,753.39  
District Council   $4,500.00    $791.77  
Honoraria   $8,700.00    $8,540.00  
Payroll Expenses   $76,000.00    $75,035.39  
General Office   $25,000.00    $23,624.41  
Telephone/Communications   $7,600.00    $6,210.43  
Executive Meetings   $80,000.00    $33,936.45  
Regional Meetings   $8,000.00    $1,816.42  
Lost Wages   $50,000.00    $43,251.89  
Annual General Meeting   $90,000.00    $86,103.84  
Conventions & Seminars   $24,000.00    $15,507.26  
Legal & Grievance   $20,000.00    $2,491.37  
Executive Committees   $5,000.00    $3,175.09  
Trustees   $3,500.00    $2,310.24  
Bursary   $2,000.00    $2,000.00  
Education   $38,000.00    $20,854.85  
Negotiations   $1,500.00    $1,525.44  
          
TOTAL   $849,700.00    $743,064.09  
          
SURPLUS / [DEFICIT]   ($17,065.00)   $117,130.32  

 



LOST WAGES REPORT OUT 
Lost wages for the 2019/2020 year is currently posted at $43,251.89.  This amount includes some 
adjustments for amounts charged to and refunded by CUPE National and CUPE BC for work 
done on their behalf.  However, there are a few adjustments that will need to be made including 
work that has not yet been refunded by National and BC.  The total lost wages for the year was 
$51,217.23 with $12,998.77 (highlighted entries) being chargeable back to CUPE BC and 
National for an actual total of $38,218.46 of lost wages spent.  The two main draws on this line 
item as the 2019 AGM education day which made up $15,390.97 of the total while CUPE 
National convention made up $10,679.96 of the total. 
 

Employee Name 
Date 
Worked Hours Total Reason 

Kevin McPhail 2019-05-01 6.25 $388.97 CUPEBC Convention 
Kevin McPhail 2019-05-02 8.5 $529.00 CUPEBC Convention 
Kevin McPhail 2019-05-03 8.5 $529.00 CUPEBC Convention 
David Robertson 2019-07-15 2.25 $140.03 CUPEBC Trustee Audit 
David Robertson 2019-07-16 7 $435.65 CUPEBC Trustee Audit 
David Robertson 2019-07-17 7 $435.65 CUPEBC Trustee Audit 
David Robertson 2019-07-18 7 $435.65 CUPEBC Trustee Audit 
Kevin McPhail 2019-08-13 3.5 $217.82 Grievance/Arbitration Discussion 
David Robertson 2019-09-04 8 $497.88 CUPEBC Trustee Meeting 
David Robertson 2019-09-05 8 $497.88 CUPEBC Trustee Meeting 
Harpinder Sandhu 2019-09-09 7 $346.76 Pension Conference 
Harpinder Sandhu 2019-09-10 7 $346.76 Pension Conference 
Harpinder Sandhu 2019-09-11 7 $346.76 Pension Conference 
Harpinder Sandhu 2019-09-12 7 $346.76 Pension Conference 
Kevin McPhail 2019-09-25 5.5 $342.29 UBCM 
Kevin McPhail 2019-09-26 3.75 $233.38 UBCM 
Jared Melvin 2019-09-26 3.5 $198.55 UBCM 
David Robertson 2019-10-01 7 $435.65 Trustee Audit 
Heidi Palmer 2019-10-01 7 $272.66 Trustee Audit 
Nicolaas Hattingh 2019-10-01 1 $33.21 Trustee Audit 
Nora Chaplin 2019-10-01 7 $339.96 Trustee Audit 
Providence 
Ngirimpuhwe 2019-10-01 7 $294.75 Trustee Audit 
David Robertson 2019-10-02 7 $435.65 Trustee Audit 
Heidi Palmer 2019-10-02 7 $272.66 Trustee Audit 
Nora Chaplin 2019-10-02 7 $339.96 Trustee Audit 
Providence 
Ngirimpuhwe 2019-10-02 7 $294.75 Trustee Audit 
Harpinder Sandhu 2019-10-07 8.5 $421.06 CUPE National Convention 
Jared Melvin 2019-10-07 7 $397.10 CUPE National Convention 
Paul Mrazek 2019-10-07 8 $497.88 CUPE National Convention 



Sarah Davy 2019-10-07 7 $370.30 CUPE National Convention 
Tina Dhami 2019-10-07 8.5 $449.65 CUPE National Convention 
Harpinder Sandhu 2019-10-08 8.5 $421.06 CUPE National Convention 
Jared Melvin 2019-10-08 7 $397.10 CUPE National Convention 
Paul Mrazek 2019-10-08 8 $497.88 CUPE National Convention 
Sarah Davy 2019-10-08 7 $370.30 CUPE National Convention 
Tina Dhami 2019-10-08 8.5 $449.65 CUPE National Convention 
Harpinder Sandhu 2019-10-09 8.5 $421.06 CUPE National Convention 
Jared Melvin 2019-10-09 7 $397.10 CUPE National Convention 
Paul Mrazek 2019-10-09 8 $497.88 CUPE National Convention 
Sarah Davy 2019-10-09 7 $370.30 CUPE National Convention 
Tina Dhami 2019-10-09 8.5 $449.65 CUPE National Convention 
Harpinder Sandhu 2019-10-10 8.5 $421.06 CUPE National Convention 
Jared Melvin 2019-10-10 7 $397.10 CUPE National Convention 
Paul Mrazek 2019-10-10 8 $497.88 CUPE National Convention 
Sarah Davy 2019-10-10 7 $370.30 CUPE National Convention 
Tina Dhami 2019-10-10 8.5 $449.65 CUPE National Convention 
Harpinder Sandhu 2019-10-11 8.5 $421.06 CUPE National Convention 
Jared Melvin 2019-10-11 7 $397.10 CUPE National Convention 
Paul Mrazek 2019-10-11 8 $497.88 CUPE National Convention 
Sarah Davy 2019-10-11 7 $370.30 CUPE National Convention 
Tina Dhami 2019-10-11 8.5 $449.65 CUPE National Convention 
Harpinder Sandhu 2019-10-15 8.5 $421.06 Pension BC Meeting 
Kevin McPhail 2019-10-16 3.5 $217.82 CUPE Provincial Committee Meeting 
Harpinder Sandhu 2019-10-17 8.5 $421.06 CUPE Provincial Committee Meeting 
Kevin McPhail 2019-10-17 7.75 $482.32 CUPE Provincial Committee Meeting 
Kevin McPhail 2019-10-18 4.75 $295.62 CUPE Provincial Committee Meeting 
David Robertson 2019-10-24 7 $435.65 CUPE Executive Meeting 
Alison MacLean 2019-10-25 7 $346.76 AGM Education Day 
Becky Anderson 2019-10-25 7 $283.97 AGM Education Day 
Becky Olson 2019-10-25 7 $346.76 AGM Education Day 
Carrie Tong 2019-10-25 7 $205.79 AGM Education Day 
Cesar Aviado 2019-10-25 7 $242.10 AGM Education Day 
Chris Dittmar 2019-10-25 7 $361.14 AGM Education Day 
Christina Infanti 2019-10-25 7 $361.14 AGM Education Day 
Cly Fombuena 2019-10-25 7 $205.79 AGM Education Day 
Crystal Johnston 2019-10-25 7 $346.76 AGM Education Day 
Daniel C. McElheron 2019-10-25 7 $418.30 AGM Education Day 
David Robertson 2019-10-25 7 $435.65 AGM Education Day 
Dennis Chow 2019-10-25 7 $367.70 AGM Education Day 
Dion Savard 2019-10-25 7 $401.65 AGM Education Day 



Eder Yabut 2019-10-25 7 $241.37 AGM Education Day 
Ellery Bone 2019-10-25 7 $214.32 AGM Education Day 
Harpinder Sandhu 2019-10-25 7 $346.76 AGM Education Day 
Heidi Palmer 2019-10-25 7 $272.66 AGM Education Day 
Henry Chan 2019-10-25 7 $251.38 AGM Education Day 
Jane Butler 2019-10-25 7 $221.17 AGM Education Day 
Jared Melvin 2019-10-25 7 $397.10 AGM Education Day 
Jennifer Armstrong 2019-10-25 7 $401.65 AGM Education Day 
Joe Baich 2019-10-25 7 $361.14 AGM Education Day 
Jordan Derickson 2019-10-25 7 $332.95 AGM Education Day 
Kelly Morrish 2019-10-25 7 $361.14 AGM Education Day 
Kevin McPhail 2019-10-25 7 $435.65 AGM Education Day 
Kurtis Williams 2019-10-25 7 $401.65 AGM Education Day 
Lauren Robinson 2019-10-25 7 $272.66 AGM Education Day 
Lisa J. Cragg 2019-10-25 6.5 $327.83 AGM Education Day 
Mandeep Mahanger 2019-10-25 7 $435.65 AGM Education Day 
Maria Dick 2019-10-25 7 $232.46 AGM Education Day 
Maureen McKay 2019-10-25 7 $242.10 AGM Education Day 
Neil Poirier 2019-10-25 7 $346.76 AGM Education Day 
Nicolaas Hattingh 2019-10-25 7 $232.46 AGM Education Day 
Patricia Enns 2019-10-25 7 $242.10 AGM Education Day 
Rachel Morrison 2019-10-25 7 $241.37 AGM Education Day 
Randy King 2019-10-25 7 $294.75 AGM Education Day 
Regina Jan 2019-10-25 7 $205.79 AGM Education Day 
Ron Arnett 2019-10-25 7 $435.65 AGM Education Day 
Ruby Bath 2019-10-25 7 $212.36 AGM Education Day 
Safi Jama 2019-10-25 7 $337.53 AGM Education Day 
Sarah Davy 2019-10-25 7 $370.30 AGM Education Day 
Sarah Jolly 2019-10-25 7 $283.97 AGM Education Day 
Stephanie Pound 2019-10-25 7 $292.76 AGM Education Day 
Sunny Sandhu 2019-10-25 7 $346.76 AGM Education Day 
Tina Dhami 2019-10-25 7 $370.30 AGM Education Day 
Tom O'Brien 2019-10-25 7 $397.10 AGM Education Day 
Tomas Hala 2019-10-25 7 $346.76 AGM Education Day 
Umesh Chand 2019-10-25 7 $361.14 AGM Education Day 
David Robertson 2019-11-12 8 $497.88 CUPE BC Trustee Work 
David Robertson 2019-11-13 8 $497.88 CUPE BC Trustee Work 
David Robertson 2019-12-04 8 $497.88 CUPE BC Trustee Meeting 
David Robertson 2019-12-05 4 $248.94 CUPE BC Trustee Meeting 
Harpinder Sandhu 2019-12-09 7 $346.76 CUPE Training 
Harpinder Sandhu 2019-12-10 7 $346.76 CUPE Training 



Harpinder Sandhu 2019-12-11 7 $346.76 CUPE Training 
Harpinder Sandhu 2019-12-12 7 $346.76 CUPE Training 
Harpinder Sandhu 2019-12-13 7 $346.76 CUPE Training 
Kevin McPhail 2019-12-16 7 $435.65 Met with National Rep 
Harpinder Sandhu 2020-01-06 7 $353.69 CUPEBC Work 
Harpinder Sandhu 2020-01-07 7 $353.69 CUPEBC Work 

Kevin McPhail 2020-01-07 5 $317.40 
CUPEBC Environment Committee 
Meeting 

Harpinder Sandhu 2020-01-08 7 $353.69 CUPEBC Work 

Kevin McPhail 2020-01-08 6.5 $412.62 
CUPEBC Environment Committee 
Meeting 

Harpinder Sandhu 2020-01-09 7 $353.69 CUPEBC Work 

Kevin McPhail 2020-01-09 3.5 $222.18 
CUPEBC Environment Committee 
Meeting 

Harpinder Sandhu 2020-01-10 7 $353.69 CUPEBC Work 
Harpinder Sandhu 2020-02-03 7 $353.69 CUPEBC Work 
Paul Mrazek 2020-02-03 7 $444.36 CUPE School 
Harpinder Sandhu 2020-02-04 7 $353.69 CUPEBC Work 
Paul Mrazek 2020-02-04 7 $444.36 CUPE School 
Harpinder Sandhu 2020-02-05 7 $353.69 CUPEBC Work 
Paul Mrazek 2020-02-05 7 $444.36 CUPE School 
Paul Mrazek 2020-02-06 7 $444.36 CUPE School 
Paul Mrazek 2020-02-07 7 $444.36 CUPE School 
Tina Dhami 2020-02-24 7 $339.61 Mental Health Training 
Tina Dhami 2020-02-25 7 $339.61 Mental Health Training 
David Robertson 2020-03-02 8 $507.84 CUPE Provincial Trustee Meeting 
David Robertson 2020-03-03 8 $507.84 CUPE Provincial Trustee Meeting 
Kevin McPhail 2020-05-15 1.75 $111.09 Grievance work 
Kevin McPhail 2020-05-15 1.25 $79.35 Grievance work 
Kevin McPhail 2020-05-29 3 $190.44 Grievance work 
Kevin McPhail 2020-05-29 2 $126.96 Grievance work 
Kevin McPhail 2020-05-29 1 $63.48 Grievance work 
Kevin McPhail 2020-05-29 2 $126.96 Grievance work 
David Robertson 2020-06-12 7 $444.36 Trustee Audit 
Kevin McPhail 2020-06-12 1 $63.48 Grievance work 
Heidi Palmer 2020-06-26 7 $313.11 Trustee Audit 
Kevin McPhail 2020-06-26 1.5 $95.22 Grievance work 
Nora Chaplin 2020-06-26 7 $346.76 Trustee Audit 
Providence 
Ngirimpuhwe 2020-06-26 7 $313.11 Trustee Audit 

 



BUDGET VARIANCE EXPLANATIONS 2019 – 2020 
INCOME    

  
Members’ Dues ($19,333.76) This is directly dependant on the employer’s payroll. 

Initiation Fees ($240.00)  Due to changing budget issues by BCA, the employer 
hired 24 less new members then we estimated. 

Interest Income ($7,960.65) 
We negotiate the best rates that we can.  Amounts are 
based on timing of investment income and amount of 
money in each account. 

AGM Revenue & 
Misc. ($25.00) 

This is always difficult to predict as it depends on the 
number of attendees to the AGM dinner and misc. 
receivables over the year. 

      
EXPENDITURES   
Per Capita CUPE 
National ($8,635.85) This is directly correlated to the amount of member’s 

dues we receive. 
Per Capita CUPE 
BC ($1,353.39)  Variance is due to the same reasons as National dues. 

District Council 
Affiliation $3,708.23 

We are affiliated with 4 of the 6 District Councils 
throughout the province.  Dues are based on the number 
of members within each region, which can fluctuate from 
year to year.  Expenses for our members to attend is also 
included in this amount which can vary depending on our 
involvement level.  We are not up to date with affiliation 
fees. 

Honoraria $160 
This depends on if all meetings take place with a 
recording secretary and all reps are in place for the entire 
year. 

Payroll Expenses* $964.61 

This account includes honoraria for the executive board 
as well as the wages to our Office Manager & Office 
Assistants.  Honoraria over $500/year are considered 
wages and could not be placed in the honoraria account.  
This can vary due to the number of hours worked in the 
office. 

General Office $1,375.59 

This account represents the cost of running the Union 
office including the office rent, insurance, workforce 
assessment, stationery needs for the office and Union 
Officers, and office equipment. Funds for gifts, flowers 
or tributes for members are also included. Any 
miscellaneous expenses are also in this account. 



Telephone / 
Communications $1,389.57 

This account includes all telephone including our toll free 
number, fax, internet, and cell phone charges for both the 
President and VP. 

Executive Meetings $46,063.55 

The Executive Board must, by Constitution, meet at least 
eight (8) times a year, of which two (2) may be during 
the week. The Board is also entitled to travel to two (2) 
Regions outside of the Lower Mainland each year. Again 
this year, the Executive met only on weekends and with 
the pandemic we implemented zoom meetings for 4 of 
the 6 weekend meetings which significantly reduced 
costs.  All hotel deposits were returned to the local for 
cancelled meeting space. 

Regional Meetings $6,183.58 

Our Constitution requires a minimum of two meetings a 
year in each Region. This is directly related to the 
number of members attending the Regional Meetings as 
well as implementation of zoom meetings since the 
pandemic began. 

Lost Wages $6,183.58 

This covers officers and members if needed for meetings 
or functions not paid for by the employer.  A total of 
51,217.23 was actually spent, and a portion of the 
amounts charged to CUPE National and BC have been 
received reducing the posted amount.  However, after an 
audit of the amounts this difference would have been 
$11,871.54 which is directly related to fewer instances of 
lost wages coverage as a result of the pandemic. 

Annual General 
Meeting $3,896.16 

This meeting is the supreme authority of our Union and 
provides our members with the optimum opportunity to 
participate in the affairs of their Union. This can vary 
depending on fluctuating travel costs and various minor 
expenses that are difficult to predict. 

Conventions and 
Seminars $8,492.74  

We sent 5 members of our executive to CUPE National 
in October of 2019, while the CUPE BC Convention in 
the spring of 2020 was cancelled due to the pandemic.  
All Conventions and Seminars were either cancelled or 
converted to an online format which significantly 
reduced costs. 

Legal and Grievance $17,508.63  Difficult to predict as it is based on the number and 
complexity of the grievances including arbitration costs. 



Executive 
Committees $1,824.91  

This includes all Joint Union / Management committees 
such as Joint OH&S, Joint Labour Relations, Join 
Telework, Joint Appraiser Progression, Job Description 
meetings, and “summit” meetings with executive 
management. Meetings are always combined where 
possible and as the meetings involve managers in HR it 
can be difficult to predict when and if meetings will take 
place.  As such, this is always a difficult account to 
forecast.  Again, due to the pandemic and the employers 
conversion to more electronic meeting formats, costs 
were reduced. 

Trustees $1,189.76  

This account covers the cost of the required audits of the 
Unions finances, plus any referendum balloting which 
may occur. Two audits were performed in accordance 
with the Constitution.  However, the spring audit was 
done primarily via zoom which reduced costs. 

Bursary $0.00  

3 bursaries totaling $2000 were awarded this year.  If you 
or you know of any member has children attending post-
secondary education next year, please make sure they 
apply! 

Education $17,145.15  
This includes the costs of last year’s Education Seminar.  
Educational opportunities were significantly reduced due 
to the pandemic which reduced costs. 

Negotiations ($25.44)  Estimated costs associated with finalizing the previous 
Collective Agreement. 

 

SCHEDULE OF ASSETS 2020 
 
INVESTED 
WITH 

TERM CERTIFICATE 
NUMBER 

MATURITY 
DATE 

FACE 
VALUE 

Credential 
Securities (Seamark 
fund -BALFND) 

N/A Account Code 8365 
N/A $606,877.76 

TOTAL    $606,877.76 
 
CASH ON HAND – AUGUST 31, 2020 
 
Business Chequing Account $258,876.05 
Regular Class ‘A’ Equity Shares $535.25 
Class ‘B’ Equity Shares No Cert. $2,051.60 
High Interest Business Savings $12,949.78 
TOTAL $274,412.68 



 
DEFENSE FUND 2020 
 
Balance as of August 31/2020  $406,738.89 
Balance as of August 31/2020*   $406,738.89 
 
*Invested with Envision Credit Union in an 18month 9 Plus 9 – Business #024 Term Deposit (Nov 21, 2020 
Maturity date), Note that $100,000 will be added from the Business Chequing Account to the Defense Fund on Nov 
22 to complete the Policy resolution passed at the 2019 AGM. 
 
INTRODUCTION OF THE BUDGET – by Brother David Robertson 
 
BUDGET 2019/2020 – page 45 
 
REVENUES 
 

Member Dues $  820,000.00 
Initiation Fees $         500.00 
Interest $    20,000.00 
  
TOTAL $ 840,500.00 

 
EXPENDITURES 
 

Per Capita National $348,500.00 
Per Capita CUPE BC $  57,400.00 
District Council $    8,000.00 
Honoraria $    8,700.00 
Payroll Expense $  76,000.00 
General Office $  25,000.00 
Telephone/Communications $    6,500.00 
Executive Meetings $   30,000.00 
Regional Meetings $     3,000.00 
Lost Wages $100,000.00 
Annual General Meeting $    8,000.00 
Conventions and Seminars $  35,000.00 
Legal and Grievance $  20,000.00 
Executive Committees $    5,000.00 
Trustees $    2,000.00 
Bursary $    2,000.00 
Education $  30,000.00 
Negotiations $    2,000.00 
  
TOTAL $767,100.00 
  
Surplus / [Deficit]    $73,400.00 



 

TRUSTEES’ REPORT –by Nora Chaplin, Heidi Palmer and Providence Ngirimpuhwe 
 
Trustees have not been able to complete their fall audit due to difficulties in scheduling due to 
COVID.  The fall audit is tentatively set for November 20th with a report to be included in the 
following executive meeting minutes. 
 
The spring audit was completed in June with Nora attending the office in person and both Heidi 
and Providence attending via Zoom.  The trustees were successful in completing the audit and 
balancing the books. 
 
 
PRESIDENT’S REPORT – by Jared Melvin 
 
First, an acknowledgement that we are all meeting in different places around the province, and 
for myself, I am meeting on the unceded lands Lekwungen speaking peoples of the Songhees and 
Esquimalt nations in Victoria. For the rest of you, you will each be meeting on different nations 
land and it is important to consider land acknowledgments when we meet. This is an important 
part of reconciliation, acknowledging that the land we sit on, we may own now, but it was first 
stolen by others, by our ancestors and it was never ceded. Secondly, thank you to everyone for 
attending and being involved in your Union, it means a lot to those of us executives.  
 
So, it is surprisingly difficult to write this years presidents report. I guess that would be because 
it will be my last. I will admit when I took this role, I never wanted it to be a long-term role. Not 
that I do not think it is important to have stability, but I feel it is important to change our 
leadership and give opportunities to others to lead and help push our Union forward. This is not 
to say others were wrong for being in the role longer, rather we have different leadership ideas, 
and both are valid. Hence the importance to change leadership so that others can grow and make 
changes according to their style and concerns they have identified. 
 
The Union president’s role is an interesting one, and one that I strongly advise others to consider. 
You become the chief negotiator in bargaining, and frequently are the Unions main voice with 
the Employer. Often you will find yourself meeting with the VP of People (HR) or may be the 
CEO, and always, you are representing the voices of the many.  
 
For us, at 1767 our president’s role is different from even other locals. Many times, larger locals, 
pay their president a full-time salary from their dues at the top of the grid as long as they are in 
the role. They will also top up the benefits and the pension which ends up being quite expensive 
but there is a lot of knowledge and stability in that approach. There are many different positives 
to this approach but I for one think that we have a far better approach. There is a small monthly 
taxable stipend that the president makes however, because I am not a full time president, it is 
always in my best interest to share everything I learn with the rest of the executive so that 
everyone else around me, is learning with me and is able to replace me when I leave. I might not 
want to share as much if I was being paid at the top of the grid and by sharing, I would be 
increasing the risk someone else might want to run against me.  



 
Now I am transitioning. I am grateful to Tina who was willing to step up and was acclaimed into 
the role and to Becky who was willing to run and was also acclaimed to take over for Harp in the 
Vice President role. I am sure they are nervous, yet I am confident both will be fantastic in the 
roles and you will be well represented by incredible women. Impressive and I guess sort of sad 
that we finally have the majority of our table officers being women. We have been around since 
1975 as a local, (1974 for BCA) and this will be the first time that we do not have two or at least 
three men as table officers. I believe back in 1976 we had a woman president but that was the 
last time, we had a female in one of these roles. Therefore, it is truly an exciting time, in an era 
of diversity and inclusion we are seeing progress made in our local in terms of our leadership and 
we are seeing it with new sub committees such as our newly formed Diversity, Inclusion and 
Anti Racism Committee. I look forward to witnessing the changes our new leaders bring about in 
our local. I will be there, when required, helping, supporting and mentoring them when they need 
it. I am proud for the small role I have had in this Union, our Union and for watching others take 
the mantle and do great things. 
 
I would like to take a moment to thank Kevin who was the past president for me, before he took 
over grievances. He was a fantastic mentor, and support and I am grateful that he too is still 
involved in the local, helping out and looking after our collective interests.  
 
Dave, you too. I have to acknowledge you. I can always count on you to present another 
scenario, or to keep me grounded with a different perspective. However, that is the beauty of 
cognitive diversity, the more different voices, experiences and perspectives, the better the 
decision we make at the end.  
 
Harp, I would be remiss if I didn’t acknowledge you. It appears like you are also transitioning 
away from a leadership position at 1767 but potentially shifting into a leadership position with 
CUPE national. I am impressed and proud to see you pursue that opportunity as I am certain with 
your Pension Trustee experience you are going to be tremendously successful where ever you 
land with whatever you end up doing.  
 
I won’t mention all of the executive by name because well that will start getting awkward, as I 
run through each of you from this year and previous years board however, I would like to thank 
everyone who has sat on an executive board with me over the years, as I can promise you I have 
learned much from you and I thank you for your time volunteering and giving to help our local 
put itself in the position it is today. 
 
It has been a hundred years since the last pandemic, and this is the year it would happen again. 
We all kept our jobs, though we did lose all our temps and then of course after there was a break 
in their service, a few were called back. We had NextGen deferred for the second time, and as a 
result several other related projects have been deferred with it. We have bore witness to huge 
protests in the US around Black Lives Matter with their increasingly racist and violent police 
state towards people of colour. We watched in horror as Trump mocked the virus and referred to 
it racistly as the “China Virus” over 200,000 Americans died from COVID and then he himself 
got it. Credit became cheap, housing continued in a death spiral upwards while poverty and 
homelessness are evident on all our streets. Cheap and dirty drugs have caused insane annual 



death counts, and all the while, no one questions if we could get rid of poverty with better 
policies. No one questions if maybe the garbage neoliberal economic model we have all been 
educated in might be the cause of this all. The wealthiest US billionaires have seen their wealth 
increase by nearly a third in the pandemic.  
 
Ironically, most people will defend our economic system and say, maybe one day that might be 
us. This economic system will make us rich too. Well, I have some bad news, you are closer to 
being homeless or poverty stricken then you are of every being a billionaire or even being a 
millionaire.  
 
The beauty of being in a Union, fighting and pursuing better options for our members and for 
everyone else, is that we are raising our voices against inequality and against the system of 
oppression. We are being part of the change and helping shift the system, piece by piece. It is for 
this reason that I have been political and Harp as well in our alignment with the NDP. Others 
will say that we should not align ourselves or speak politically, however, when I look at the 
parties and the policies of the other parties, I see only one option, for working people, for 
working families. That being said, as long as you vote and I happy and the 24th or the day after 
our AGM will be your opportunity to make your voice and your vote count. So, please take some 
time, educate yourself and vote for the party that best represents your views, voice, and your 
desire for tomorrow. 
 
This year was a busy one and to be honest I think the next few years are only going to be busier. 
We implemented a new ERP system and as has been evidenced in the first portion of the release 
has been rather slow and difficult. There have been many concerns raised. I am just imaging how 
IasWorld is going to be when it releases. I like to think we will have everything planned out and 
coordinated but if all the previous IT projects I have witnessed being released I have a feeling 
there will be some hitches and snags in the release. How we have reacted to Workday should be 
an indication of what is to come if there are any issues with IasWorld. Here is to hoping we 
release it next year and do not have to defer once again.  
 
There is an aspect though, to the release of IasWorld that is financial in nature and we need to be 
aware of it. Once IasWorld is released, as per accounting rules we will have to start saving 10% a 
year for the next system, even though this was to be a long-term or lifetime system, that will 
mean at least three million a year. At a minimum we will need a levy lift next year if we want to 
balance our budget and not lay people off. Financially, we are in a difficult position. But not to 
fear, the government has a massive deficit and I am certain they can’t wait to raise taxes, like 
peoples property tax to pay for our levy lift….or maybe not. We need to be careful if we think 
that any government will be raising taxes and making people pay more in the worst financial 
downturn, we have had in the last 50 years. Thankfully, Tina and our new Union leadership will 
be up to the challenge. They will be there providing options and solutions to all the problems we 
have placed before us. They will be especially vigilant moving forward as undoubtedly with 
salary being the largest line item, if there is a need to find savings, they will probably be coming 
to labour to look for savings from us. Thankfully you can count on your Union and your Union 
Executive to ensure your voices are heard and our perspective is taken forward to a better 
resolution. 
 



Now to turn over the reins. I am excited for the opportunity for our new table officers to improve 
things we missed, to engage people that have not normally been active or coming out, to grow 
our local and continue to improve our relationship with the Employer.  
 
In solidarity, Jared Melvin, President  
M/S/C that the Presidents report be accepted 
 
  



POLICY RESOLUTIONS – by Policy committee 
 
PR-1 

 
PR-1 was moved, seconded and carried 
 



CONSITUTIONAL AMENDMENTS – by Constitution committee 
CA-1 

 
CA-1 was moved, seconded and carried 



CA-2 

 
CA-2 was moved, seconded and carried 
 



CA-3 

 
CA-3 was moved, seconded and carried 
 
Break – 10:08am - 10:20am 



CA-4 

 
Motion to amend to include ‘and at least 1 member from each area wherever possible’ 
immediately after ‘…3 members plus an alternate member’ and before ‘Where more than 4 
volunteer,’ 
 
Amendment to CA-4 was moved, seconded and carried 
 
Amended CA-4 was moved, seconded and defeated 



CA-5 

 
 
CA-5 was moved, seconded and carried 



CA-6 

 

CA-6 was moved, seconded and carried 



CA-7 

 
CA-7 was moved, seconded and carried 
 



CA-8 

 
CA-8 was moved, seconded and carried 
 



CA-9 

 
CA-9 was amended to include ‘4. Green Statement’ after ‘3. Reading of the Equality Statement’ 
by the original submitter so done as a friendly amendment. 
 
Amended CA-9 was moved, seconded and carried 



CA-10 

 
CA-10 was moved, seconded and carried 
 



CA-11 

 
CA-11 was amended to add the words ‘or becomes’ immediately after ‘If the acting term is 
for…’ and before ‘…greater than 24 weeks,’.  Done as a friendly amendment as accepted by the 
original submitter. 
 
Amended CA-11 was moved, seconded and carried 



CA-12 

 
CA-12 was moved, seconded and defeated 
 



INCULSION, DIVERSITY AND ANTI RACISM COMMITTEE REPORT - Tina Dhami, 
Alison MacLean, Angela Prince, Dylan Wells, Eder Yabut, Providence Ngirimpuhwe and 
Stephanie Vieille 
 
The Inclusion, Diversity, and Anti Racism Committee was established as a result of the Black 
Lives Movement that gained more traction this year because of the world witnessing the 
unjustified murders of George Floyd, Breonna Taylor, and so many more.  The protests and call 
for action brought to light the systemic racism and social injustice that truly exists in our society, 
not a surprise to the people who face it and live with it daily.  Canadians and the world joined in 
support of our American neighbours but it would be foolish to think we are immune.  Black, 
Indigenous, and People of Colour in our country have faced and continue to face discrimination, 
social injustice and racism. 

The purpose of the Inclusion, Diversity, and Anti-Racism Committee is to: 

§ provide a forum and safe space for the discussion of issues 

§ allow for the timely exchange of information 

§ provide insight and guidance to Union to take to our Employer on restrictions or limitations 
as the result of company policies, practices or procedures 

§ refer issues, as appropriate, to the Union Executive for immediate resolution or to be actioned 
at the Joint Labour Relations committee 

§ monitor the progress of work on issues to ensure they are resolved in a timely fashion; 
provide assistance where appropriate 

We strongly feel the employer has an opportunity to provide education and training, to make a 
statement on where they stand on racism, develop a policy to ensure their hiring practices and 
policies are inclusive and to make their worksites accessible.  The employer has said they are 
planning on creating a diversity and inclusion strategic committee, our hope is to have an 
opportunity to work with the employer on moving issues forward.  Please reach out to any of 
committee members for more information or to share your experiences. 

In Solidarity, Tina Dhami 
M/S/C that the Inclusion, Diversity and Anti Racism Report by accepted 

 
EDUCATION COMMITTEE REPORT – by Sarah Davy, David Robertson, Paul Mrazek and 
Eder Yabut 
 
Your Education Committee had a less eventful year than what we were looking forward to with 
covid-19 having put a significant damper on our educational plans. We started out the year 
strong by completing education needs assessments for both our executive and area reps/alternates 
to get an idea of their experience and comfort levels with various areas of their union duties. 
From there, we had prioritized training topics and put out EOIs and identified delegates for the 
CUPE BC Spring School and the Summer Institute for Union Women - unfortunately, everything 



went sideways soon after as all in-person training events were cancelled due to the covid-19 
pandemic.  
 
In an attempt to address some of the hot topics from the education needs assessments, our 
committee gathered and posted some great self-serve educational resources on our website 
at www.cupe1767.ca/resources/ for our union officers to peruse. A few union training 
opportunities eventually became available in an online format so we had some OH&S committee 
members attend covid-related OH&S training sessions through the BCFED training center, a 
group of executive attend Job Evaluation training hosted by the employer, and most recently 
almost all members of our executive as well as our new Diversity, Inclusion, and Anti-Racism 
Committee attended a Technical Understanding of Inclusion for Unions webinar hosted by 
CUPE BC. We hope that more union training will go virtual in the next year so we are able to 
continue providing quality training to meet the needs of our local despite a lack of in-person 
options. Our executive has discussed planning for a significant expenditure on education next 
year as this is a priority for our union and we hope that the offerings will be available to make 
this happen! Speaking of next year, our executive has also discussed plans to develop more in-
house training on a few key topics so this is something we'd like to start developing in the 
coming year. We have some highly knowledgeable union stewards within our local whose 
experience we would like to leverage for the good of our membership.   
 
That's about all we have to report on. We'll keep you posted! 
 
In solidarity, Sarah Davy, Chair 
M/S/C that the Education Report be accepted 
 
 
BURSARY REPORT - by Sarah Davy, David Robertson, Paul Mrazek and Eder Yabut 
 
Congrats again to the 2020 recipients of the CUPE 1767 Bursary: 
- Kaitlin Earl; 
- Kyla Reade; and 
- Jaclyn Currie! 
 
And a special shoutout to Kaitlin who received the Mick Currie Award for outstanding 
volunteerism! We wish all 
applicants the best in their post-secondary studies this year.  
 
In Solidarity, Sarah Davy, Chair 
M/S/C that the Bursary Report be accepted 
 
 
WELLNESS COMMITTEE REPORT – by Tina Dhami, Jared Melvin, Becky Olson, Kurtis 
Williams, Sarah Davy and Tom O’Brien 
 
It is hard to recap a year that most of us want to forget, 2020 has been something!  I write this 
report on World Mental Health Awareness Day and one positive of this past year is that there has 



been a lot more emphasis and discussion on mental health.  We have all gone through some 
challenges this year, take some time to reflect on your resiliency, the support you have provided 
to your family, friends, and coworkers, and how you have adapted to working from home and 
public health restrictions.   
 
Parents and caregivers have been especially challenged this year, if only we could give out 
vacations like union buttons.  Extending working hours outside of 7-7 to parents and caregivers 
was a huge benefit as it meant they did not have to burn through vacation or take unpaid leave 
while children were home from school.  Article 33.01 (l) (6) states: “ensure that dependent care 
arrangements are in place and that personal responsibilities are managed in a way which allows 
them to successfully meet their job responsibilities. Telework is not a substitute for dependent 
care”; thankfully the employer was able to understand that during these times there is no other 
option for childcare and have been reasonable with working while schools were closed. 
 
As we move forward and see what the next year brings us, take some time to learn more about 
mental health illness and how to recognize signs in others and in ourselves, there are many great 
resources out there.  It is okay to not be okay.  The Wellness Committee members, your area 
reps, and your executive are here to support you, never hesitate to reach out.  Contact the Chair 
at 604-467-5611 and utilize the benefits through Homewood Health.   
 
Tina Dhami, Chair 
M/S/C that the Wellness Report be accepted 
 
 
Adjourned for lunch – 12:11pm 
 
Call to order - 1:01pm 
 
CREDENTIALS COMMITTEE REPORT – by Mark Hilker 
 
68 total delegates including (65 voting delegates): 
51 Voting Delegates 
3 Trustees 
7 Regional Directors 
3 Table Officers 
1 Grievance Officer 
1 Office Manager – Adele Zakus 
2 Non-Voting Delegates 
1 National Representative – Sung Wong 
M/S/C 
 
 
  



DIGITAL EVOLUTION AND TECHNOLOGICAL CHANGE REPORT – by Mark Hilker, 
Kurtis Williams, Paul Mrazek and Dion Savard 
 
We had our most recent committee meeting shortly after our last executive meeting on Sept 23, 
2020. Most of the topics discussed involved the presentation by Brian Smith, outlining the 
current and future focus of the Modelling team leading up to roll close. It has been an interesting 
year to say the least, with technology at BCA being a forefront. Whether it was technology 
allowing us to successfully work from home or new improvements to our ever-aging system; 
both will be important moving forward.  
 
During very difficult times in Spring, 2020 – we were all asked to work from home with not 
much preparation time. Many members have worked from home prior to this time, but those new 
to telework did not know what to expect. Overall, even though this was quickly implemented, it 
was a success all around. We showed that with the addition of jabber calling, Admin staff were 
admin to work from home when in the past it did not seem possible due to the responsibilities of 
UCCX, etc. The higher focus of utilizing WebEx also made for learning opportunities and team 
engagement to stay similar to 2019, with some teams actually referencing their engagement 
increased while working from home. As we are still in-office at a rough 20% capacity, these 
difficult times do not appear to be behind us just yet. However, as a committee we are hoping 
that we further our technological advancements to improve the way we work both in office and 
at home.  
 
Workday has be rolled out and not without various difficulties. There were training modules 
available before the system was live but these exercises did not seem to be effective. They were 
too general and did not involve the specific ways that each position would have to utilize the 
system. There is always a tough transition to a new and advanced system, but the timing of the 
release has raised questions across the region. During roll production, concentration should be 
placed on completing important tasks and meeting deadlines but there has been too much time 
spent on trying to learn how to successfully use Workday. There is some frustration amongst 
members, but we are still optimistic that this system will become more familiar over time.  
 
What also comes with improvements in the tools and processes we work with is the assumption 
that these advancements will allow for staff to take on more work. With the technological 
improvements focused around distribution of work, members are feeling the increased workload. 
Admin are able to assist within any regional task due to their current processes, but this also 
results in their day-to-day tasks piling up. This has been evident with the consistent approval of 
overtime over the last few weeks and moving forward. On the appraisal side, the newest 
implementation of modelling has played a major role in how the roll is produced. Appraisers 
have be required to take on larger portfolios due to the focus on modelling and new PIC 
involvement in certain core tasks. It has been communicated that appraisers will have more time 
to spend on analysis with these technological improvements, but that is not the case when 
portfolios double in size. Furthermore, these specific tasks like servicing and sale reviews that 
were being altered to involve PICs have been assigned back to appraisers due to the lack of 
resources overall. Of course, improvements in the way we do our jobs is important and help us 
continue to evolve as a company, but that does not mean that we can stop filling staffing 
vacancies altogether. 



 
Overall, it has been a busy year from the technology and digital evolution side at BCA but as a 
committee, we are excited to see where the future takes us. We are consistently asking the 
important questions and having difficult discussions on how these advancements are going to 
impact members’ jobs. This is the most important aspect to us as a committee and will continue 
to focus on how to protect ourselves from these constantly changing situations. At any time 
please reach out to a executive member and any specific question regarding technology at BCA 
can be directed to one of our committee members.  
 
All the best and stay safe! 
 
Yours in solidarity, Mark Hilker, Chair 
M/S/C that the Digital Evolution and Technological Change Report be accepted 
 
 
FLEXIBLE WORK COMMITTEE – by Becky Olson, Mark Hilker and Christina Infanti 
 
In preparing to write this report, I’ve been looking back on the year that was - reading Christina’s 
report from last years AGM as well as my reports from our executive meetings this year, what a 
wild ride.  I feel like this report could read like a spoof of Alanis Morissette’a “isn’t is 
ironic”.  Because.. Isn’t it ironic that for so long we’ve had the employer telling us that 
“operational requirements” were behind many of the limits to flexible work, and then a global 
pandemic hits and all of the sudden we can all work at home?  
 
In all seriousness though, it is quite shocking to look back on this year and remember how much 
has changed, and how far we’ve come.  I’m extremely proud of this committee and I’m looking 
forward to the year ahead as we continue to build momentum.  Hopefully sometime in the near 
future there will be a vaccine and our lives can all return to some semblance of normal.  When 
that happens, we’ll have learned so many lessons about operating a flexible workplace on a scale 
much greater than was ever imagined prior to this year.  This is good. 
 
The flexible work committee was formed in late in 2019, shortly after I started with the 
committee last year we sat down to outline our goals.  Here is what we came up with: 

1. Increased ability to recruit, retain and engage high quality talent to enable the current and 
longterm success of out business and our people. 
 

2. Implement modern practices and technologies that support flexible work.  We will 
advocate for a new phone system to access UCCX remotely and 
enhance flexible work options. 
 

3. Establish a clear understanding of team norms for flexible work across the province, and 
how these norms align with the vision and goals of the executive.  Help local managers 
establish consistent policies/guidelines for flex work.   

 
COVID-19 arrived in Canada, and before we knew it we were all working from home. I was 
really pleased with how quickly BC Assessment was able to pivot and get the full work force 



working safely from home.  Your union worked very closely with the employer to ensure that the 
evolving needs of our membership were considered during this time.  In very short order we 
were able to sign LOU’s with the employer which altered CA language to allow for extended 
hours of work for those who had littles at home due to the pandemic and needed to work an 
altered schedule.  The less than full time and leave of absence language was updated to allow 
members to take time away if they needed to care for a family member.   
 
The pandemic obviously drastically altered our course for the year, and all three of these goals 
were immediately impacted.  
 
1.  This one I find quite interesting.  Since bringing in flexible schedules and telework, BC 
Assessment has proudly touted the competitive advantage they hold as an employer as a result of 
this flexibility.  And I truly think they were correct in this, many of us would admit that we know 
we could earn more in the private industry or even in other public offices but stay because of the 
flexibility we so enjoy.  Well, as we learned to be a 100% telework company this year, so did 
most other employers.  This will vastly change the competitive landscape when it comes to 
attracting talent.  Not only have other employers become more flexible, but employees have a 
higher expectation of flexibility.  As an employer, BC Assessment will need to be mindful of this 
in the post-pandemic world.  Flexibility is no longer a “nice to have”, it is a must have. 
 
2.  SOFT PHONES!! While the flexible work committee can certainly not take the credit for this, 
we were thrilled to see how quickly this nagging issue was resolved when the need became 
undeniable.  I know there have been bumps along the way implementing jabber phones, but 
overall, this is a wonderful advancement.  Our admin members are now able to telework at much 
higher levels than was ever possible before. 
 
3.  Prior to the pandemic we had seen inconsistent application of flexible work, where certain 
teams or job groups were limited due to “operational requirements”, or “team norms”.  While we 
remain concerned about that pattern, the issue is currently in a holding pattern as the whole 
company is, for the most part, operating under the same expectations right now.  The flexible 
work committee saw this unplanned experiment of 100% telework as an opportunity to gather 
information about how well we’re all able to work at home.  We sent out the first survey shortly 
after we had all gone home, and the second one as we began phase 1 of our return to offices.  I 
believe the information we’re gathering in these survey’s will be vital in strengthening our 
flexible work policies in a post pandemic world.  Thank you to everyone who has provided the 
feedback, it is truly appreciated.   
 
I know that this year has been frustrating, scary, and hard to predict.  I know that the return to 
office plan caused much anguish around the province.  We’re listening to your concerns and are 
making every effort we can to bring those concerns to the executive.  In the second survey this 
year, we asked how safe you felt returning to the office, the results from those questions were 
taken very seriously by the employers executive.  Shortly after they saw these results, we 
received the update to phase 2 from Jason Grant which allowed more flexibility in scheduling 
staff.  
 



I’ll leave it there, thank you all for taking the time to read, and for taking the time to attend the 
AGM this year. 
 
In Solidarity, Becky Olson, Chair 
M/S/C that the Flexible Work Report be accepted 
 
 
OH&S REPORT – by Eder Yabut, Sarah Davy and Tina Dhami 
 
What a whirlwind of a first year... When we were assigned our committees this year, I wasn't 
sure what I was in for chairing the Committee, however I truly believe we have a pretty great 
team. Geoff and Jennifer have been sitting on the corporate committee for a few years now, 
while it was the first for Sarah, Tina and myself. We started off the year dealing with structure 
concerns from some regions, which luckily did not set the tone for the rest of the year.  
 
As a committee, we met regularly (and sometimes on an adhoc basis) to go over Worksafe 
Claims, Violent Incident Reports and local/regional committee meeting minutes in case we 
found a pattern in OHS concerns around the province. We have open discussions on topics, and 
though we don't always agree on everything, we try to find amicable solutions to issues brought 
to us. Here are some quick highlights for the year.  
 
Kootenay JOHS Structure 
We are very happy to report that the Kootenay JOHS Structure is finally resolved with our 
members in the Nelson and Cranbrook office satisfied with the number of worker and manager 
representation for each office. As we have some changes in area reps this year, please ensure that 
your local committee is fairly represented and conforms with the WorkSafe BC regulations. 
Although area reps and alternates are not necessarily required to sit on the committee, it is 
something we highly encourage to ensure we are kept in the loop about any OHS concerns. It 
also gives reps something to write about in area reports if there is nothing else to talk about.  
 
BCFed Seminars 
If you sit on the local OHS committee for your office or region, please remember that you are 
entitled to 7 hours of paid time to attend training on OHS related courses each year. This year, 
BCFed provided online training on COVID related topics earlier this year. There are also 
training available through other providers, please check the WorkSafe BC website to see if there 
are any courses you are interested in taking with one of their approved partners.  
 
First Aid Certificates 
WorkSafe has been automatically extending certificates expiring between March 31st to August 
31st until the end of the year. First Aid Courses are now starting to be offered again so please 
consider if yours is about to expire.  
Also a very very big shout out to our First Aiders who have been going into the office for 
coverage - we appreciate you! 
 
  



Work Boot Allowance 
With the new Workday system up and running, expenses related to OHS can be submitted and 
approved by Jennifer Lowry. As per our collective agreement, if you require work boots, you are 
able to claim $180 every 3 years. The new system does not allow you to look at past expenses to 
see when you are eligible and the legacy ERP system no longer has the capacity to do the same. 
As such, if you believe you are due for new boots and do not have a copy of your records from 
prior purchases, please reach out to the Accounts Payable department and they will be able to let 
you know when you are eligible.  
 
J in JOHS 
Please remember that our OHS Committees are Joint, meaning we have just as much say as the 
employer during meetings and action items related to the health and safety of our offices. We 
encourage you to take a look and review your Terms of Reference to include the J in your 
committee name and refer to it as such. With some issues arising from COVID, with managers 
dismissing certain concerns, it is important to remind them that it is a joint committee and ALL 
members have a say.  
 
OHS Committee Training 
Lastly, just a friendly reminder that if you are a new member of your local/regional committee to 
take your OHS Committee Part 1 Training. The costs of registration and the time to take the 
course and are paid by the employer. Please make sure to take the training within 3 months of 
joining.  
 
It has been a busy and odd year as most of you can relate. It has been an educational year for us 
(Tina, Sarah and myself) as we navigated through our first year on the committee together - I 
truly work with some fantastic and intelligent people. I hope we have been able to help on issues 
that cannot be resolved at your local level. As always, we may be busy, but we are here for you 
so please feel free to reach out and thanks for trusting us.    
 
I hope you all had a great Thanksgiving weekend!! 
 
In Solidarity, Eder Yabut, Chair 
M/S/C that the Occupational Health and Safety Report be accepted 
 
 
POLITICAL ACTION REPORT – by Paul Mrazek, Kurtis Williams and Harpinder Sandhu 
 
Unions and labour use political action to help improve workers’ rights, benefits, and safety in the 
workplace.  The labour movement in Canada has a long history of improving workers’ everyday 
lives. Things like the 8-hour workday, the 5-day work week, weekends off, minimum wage, 
overtime pay, pensions, health benefits, unemployment insurance, workplace safety standards, 
maternity and parental leave, vacation pay, diversity and inclusion, gender pay equity, and 
protection from discrimination and harassment.  Some gains were a direct result of workers 
collectively standing up against the employer and some were due to new laws or a change in 
laws after workers raised public awareness by standing up against the employer.  More recent 
examples of political action are the Asbestos Ban Regulation, BC legislation so that BC 



employers can no longer keep workers' tips, and changes to the Employment Standards Act 
providing job protection for Leave for Domestic and Sexual Violence.  Currently, a few things 
unions, labour councils, and labour boards are lobbying for are improvements to Pharmacare, 
Old Age Security, and Protecting Workplace Pensions. 
At BCA, your local is well connected with Cupe BC, Cupe National, the BC Assessment Board 
Chair, and the BC NDP.  Jared, Harp, and Kevin have worked hard over the years to build these 
relationships and have helped by lobbying Cupe BC, MLA's, and our Minister on issues 
affecting our organization and members.   Thank you, Jared, Harp, and Kevin, for all your hard 
work and making sure we are being heard. 
Once again, your local has had another busy year, extremely busy year as we continue to work 
hard to protect the rights we’ve won and hold the employer accountable.  A few notable items 
are: 

• Early into the Covid 19 Pandemic, Executive members were active in working towards 
offices reducing the number of staff in the office when we were manning the office with 
minimal staff.   

• The Union Executive stayed on the employer pushing hard for closing the offices and 
having everyone teleworking.  Jared kept on the employer every day, and our employer 
was able to show government that we can operate from home during this crisis.  Thank 
you, Jared, for your work on this.   

• The Union also approached the employer regarding interim changes needed to the 
Collective Agreement to accommodate our members working from home during Covid 
19 by expanding work hours from 6am to 10pm for those with child or elder care 
responsibilities.  It wasn’t the employer coming to us.   

• As offices re-opened to staff and as we moved into Phase 2 of returning to offices, 
members were very clear in the employee survey and in discussions with the employer 
that 40-50% of staff in an office was unreasonable and not safe for our members.  This 
target now became a maximum. 

• Bereavement Denial:  We fought the employer on denial of bereavement days and won.  
The employee was credited back the vacation day and the employer agreed to 
Friday/Monday are consecutive working days. 

• Working Outside of Job Description:  The TL’s stood up to the employer when the OS 
position was eliminated and that downloaded to the TL’s.  The TL’s banded together 
sharing examples of working outside their job description with each other and submitted 
an excellent package to the employer detailing this.  The job description was re-written 
and then the job re-evaluated resulting in an increase in pay grid 7 to 8.  This was a great 
showing of solidarity. 

• The creation of the Inclusion, Diversity, and Anti-Racism Committee.  This Cupe 1767 
committee is pushing the employer to develop a joint committee to foster environments 
in BCA that are diverse and inclusive.   

• The local, through the grievance committee continues to hold the employer accountable 
in many areas of the Collective Agreement such as failure to post jobs, bereavement, 
leave of absence (medical and other), and excessive discipline just to name a few. 

 
While writing this report the day before Thanksgiving, it makes me reflect on things to be 
thankful for.  I have much to be thankful for, but on the work and employment side, I am 
thankful to all those that stood up, spoke out, marched, and rallied for Canadian Workers Rights 



and Benefits.  Thankful to my union for the negotiated rights and benefits gained over the years 
in our collective agreement.  Many others in the workforce are not as fortunate as we are.  And 
finally, thankful to be part of great union executive team that cares so much about its members.  
Thanks everyone! 
 
In solidarity, Paul Mrazek, Chair 
M/S/C that the Political Action Report be accepted 
 
 
PENSION REPORT - by Harpinder Sandhu and David Robertson 
 
During this time of uncertainty and stress the Public Service Pension Board released the 
following information for plan members. Ensuring members that pension payments will be paid 
on time and your plan is secure. The past year has resulted in a variety of pension plan changes. 
The majority of which have been minor, many of them are outlined here. 
 
The Public Service Pension Plan released the 2019 Annual Report in November 2019.  
Since last year the market value of the plan’s investments increased from $31.6 billion to $33.1 
billion. The plan remains fully funded and well-positioned to pay current and future pension 
obligations. The plan turned 84 years old in 2019. A key reason it continues to succeed is its 
ability to adapt to changing demographics, and legislative and economic conditions. Last year, 
the PSPP partners—the BC Government and Service Employees’ Union and the Government of 
BC—agreed to a set of plan design changes that de-coupled the plan from Canada Pension Plan 
and improved equity among members. PSPP implemented these changes for a majority of our 
plan members last spring. 
 
PSPP also introduced a new temporary annuity option to provide future retirees with more 
flexibility for their retirement planning. Starting in November 2019, members can choose to take 
half of a full temporary annuity amount. Temporary annuities are based on the maximum 
monthly old age security payment—this new option is half that amount.  
 
The plan has a long-term investment horizon as the plan’s liabilities are also long term in nature. 
The board and BCI remain focused on holding a diversified investment portfolio that follows a 
disciplined, long-term approach to managing the plan’s investments. Keeping in mind, 
geopolitical tensions and policy uncertainties are expected to remain high, with ongoing trade 
disputes, implications from Brexit and signs of slowing global growth. Concerns over slowing 
growth led the Bank of Canada and the U.S. Federal Reserve to pause interest rate hikes, 
resulting in a boost in fixed income returns. Income-generating assets may benefit from a stable 
rate policy, while a slowing economy may negatively impact growth-oriented assets.  
 
The plan is continuing its transition toward an updated asset mix, which took effect January 1, 
2019. The plan has reduced its exposure to public equities and increased its exposure to fixed 
income, real estate, private equity, and infrastructure and renewable resources. The investment 
agent (BCI) will continue to focus on risk management, expanding investment strategies and 
increasing efficiencies through initiatives such as managing more assets in-house rather than 
contracting it out. 



 
Be aware that your pension is safe. Your pension is calculated based on a formula that takes into 
account your years of service and highest average salary. It is not dependent on the performance 
of the financial markets. The plan is well funded and has enjoyed strong performance over the 
past 10 years. While the severity and speed of the market decline has been unprecedented during 
the COVID-19 crisis, in recent weeks equity markets have been recovering. This means the value 
of many of the assets in the fund has also been recovering.  
 
Additionally, your plan is protected against a market downturn through our long-term approach 
to investing. The board has been anticipating for some time a correction in the decade-long 
market growth and has been working with British Columbia Investment Management 
Corporation, the plan’s investment agent, to adjust the portfolio holdings to reduce risk. Plan 
investments are broadly diversified, which cushions the overall portfolio against lower returns in 
any one asset category. In other words, we don’t have all your eggs in one basket. Because your 
pension is paid from a large pool of assets, the plan is able to meet its commitments to members 
now and in the future. 
 
Members will have a new option for buying service for a leave of absence. Effective May 1, 
2020, the Public Service Pension Plan rules have been amended to allow members to continue 
making contributions during an Employment Standards Act–approved leave of absence. This 
decision gives members who want to buy service the flexibility to choose the option that fits 
them best: 
 

1. Continue making contributions during a leave 
2. Buy back service after the leave 

 
Option one: continue making contributions during your leave 
Starting May 1, 2020, you can choose to continue making contributions during your leave by 
direct payment to BC Pension Corporation (corporation). This option is available for leaves that 
begin on or after May 1, 2020. If you choose this option, the cost will be based on current 
contribution rates and your salary while on leave. The corporation will bill your employer 
separately for their portion of the cost. You must apply to continue contributing within 30 days 
of starting your leave. Visit the plan website on or after May 11, 2020, for more information. 
 
Option two: buy back service after your leave 
Alternately, you can apply to buy service for your leave in one lump-sum payment after you 
return to work. You must buy service for the entire leave period, unless it makes your 
pensionable service exceed 35 years in total or 12 months in a calendar year. If you choose this 
option, the cost will be based on your salary and the current member and employer contribution 
rates at the time you make the purchase. That means if your salary or member contribution rates 
increase after your leave, the cost of buying service will also increase. You must apply to buy 
service within five years of the end of your leave or before you leave your job with your 
employer, whichever comes first. Since the cost of buying service is based on your salary and the 
contribution rates at the time you apply, it's generally a good idea to buy service as soon as 
possible, before potential future salary or contribution rate increases. 
 



Buying service may increase your pension when you retire or allow you to retire earlier. When 
you buy service, you increase your pensionable and contributory service. Pensionable service is 
used to calculate your pension at retirement. Contributory service determines if your pension will 
be reduced and by how much. 
 
An Employment Standards Act–approved leave is one that is covered under the Employment 
Standards Act (ESA). These include maternity, compassionate care, and parental or adoption 
leaves. When you buy service for an ESA–approved leave, our employer also contributes. Not all 
types of leave are covered by the ESA. Best to contact our employer for more information about 
which leaves are covered. 
 
In Solidarity, Harpinder Sandhu (PSPP Trustee), Chair 
M/S/C that the Pension Report be accepted 
 
 
JOINT LABOUR RELATIONS COMMITTEE - Jared Melvin, David Robertson, Harp Sandhu, 
Tina Dhami and Paul Mrazek 
 
We met with the employer 4 times since our last AGM.  Topics covered were as follows. 
 
Dec 12, 2019 

- admin services – sick protocol 
- EI Rebate- amount & how is it spent 
- Vehicle damage 
- Average sick time 
- Central MACM & Land Rates. What is the impact, feedback from staff & exec, and 

intent for future? 
- Parking & the plan for parking 
- Finance update and levy 
- Courtenay office – status update 
- Appraisal model – what is this and what is the future 
- Teleworking – is there a maximum number of days that employees are allowed to 

telework?  
- Workload distribution – how is work equitably distributed? 

 
March 3, 2020 

- ICI is increasingly concentrated in the Lower Mainland: impact on the specialization of 
work being done in one geographic area only 

- Lack of Admin support and future plans for Admin (WL, Nelson, other small offices) 
- Update on facilities; what is the long-term plan for the organization? 
- Hours of work for the NextGen training session are 8am to 5pm. Were employees 

consulted before this schedule was created? 
- Admin and Appraisal staff have been working some over-time hours lately. 

a.) How is it being offered to ensure it is distributed equitably? 
b.) Can we find out how 2019 OT numbers compare to previous years? 

- Update on the pulse survey results and what is managements response to those results? 



- Finance Update; levy update 
- Diversity & Inclusion Roadmap 
- Coronavirus – OHS & Business Continuity Plan discussion 

 
July 14, 2020 

- Are we backfilling current vacancies? 
- Are there currently restrictions on applying on internal temporary postings? 
- Financial update 
- Update on current vacation uptake.  Are employees taking their vacation? 
- What is going to be the future of our offices?  Are we going to shift our facility footprint 

as a result of COVID? 
- Is anyone able to define “work that is more effectively achieved in the workplace? 
- Update on what work has been done on Diversity and Inclusion and what is planned next 
- The union is hearing from its members they do not wish to return to work at a 50% 

capacity in September.  What is the employer doing about this? 
- Please provide background on where the target of 20% came from? 
- First Aid Attendants and return to office 
- Accommodation requests – what an employee must provide to support their request that 

they be exempt from returning to the office? 
 
Sept 17, 2020 

- Acting assignments 
- Flexibility – Reopening telework applications/telework agreements? 
- PARP – Will parp be 100% teleconference this year? 
- Technology – IASWorld update? On track for next year? 
- Inclusion, Diversity, and Anti-Racism 
- Tax deduction – working from home costs? 
- Office Update 
- 2020 Q3 Forecast and 2021-2024 Corporate Business Plan Update 
- Customer Evaluation 
- Staff Recognition 

 
 
Break – 2:30-2:45pm 
 
 
ADMIN/PIC COMMITTEE REPORT – by Kurtis Williams, Sarah Davy, Eder Yabut, Ellery 
Bone and Nicholas Hattingh 
 
When I was asked to chair this committee after the last AGM I never could have guessed at the 
kind of year we were going to have. I’d like to say that I have a rough idea what the next year 
should look like but I won’t. Tempting fate is bad mojo and someone must have done some 
major tempting last year.  
 
For the Admin & Pics, despite all the challenges this past year has presented, we were handed 
one hell of a silver lining. We were given an opportunity to prove that telework wasn’t just 
remotely possible, but 100% feasible for all staff including our admin and our pics. Just as we 



needed the option to work we found that soft phones were finally ready, just in time, what a 
lucky, lucky, break. Our own executive hailed the success of telework and broadcasted out that 
we were able to function just as well in lockdown as we did in the office. We certainly intend to 
make sure everyone remembers this.  
 
I’d also like to once again thank all the team leads who contributed to the job review process and 
gave valuable input into the JD to inform the Union and the Employer during the Job Evaluation. 
Their hardwork helped us get the job updated to reflect the true nature of all their hard work and 
resulted in those people being realigned on the pay grid at a higher level to reflect the additional 
responsibilities and complexity of their work in the wake of eliminating the OS jobs and 
replacing them with 2 manager jobs that were never going to be able to do the work of several 
more people. I’d also like to thank Jared and Paul on the executive for all their hard work on this, 
Paul who is the former chair of this committee, kept working on this even after he stepped down 
from that position because he didn’t want to risk any mis-steps from a change in primaries.  
 
Despite the success of our lockdown we are still facing some serious challenges. I’d like to take 
the opportunity to thank all of those people who joined in for the Admin Pic Zoom calls and 
contributed their experiences and their feedback to inform this committee for the coming weeks 
and help us make shape a strategy for the upcoming year. What we learned from the input going 
in to that meeting as well as the meeting itself was that the challenges facing this group follow 
one main theme but affect a number of people in several ways.  
 
This group is being asked to do more with less on a continual basis.  
 

1. Overworked: Many in both the admin and pic groups are feeling more and more 
overworked. Nowhere near the former total number of temporary staff were hired in the 
wake of our office closures and even with several people moving to different offices, 
retiring, quitting/resigning, we have not seen permanent staff loses replaced. Many have 
reached out to me directly to let me know that they feel as if they are always running at 
full speed and never able to finish. We have also seen core tasks, both regionally and 
provincially falling far enough behind that management has authorized OT all around the 
province to try and keep up. I will tell you all what I have told others so many times. You 
can’t kill yourself for the employer, do your work, take your breaks, inform your 
supervisor if you don’t think you will have enough time and keep them in the loop if you 
fall behind. At the end of the day, go home and forget about it. You are not paid to work 
on your own time, you are not paid to stress about it at home. In the long run its worse for 
both you AND the employer if you go so hard for so long that you burn out.  

2. Working Beyond the JD: this one is tricky. One of the things I was really enthusiastic 
about when I became an RD was participating in job evaluation. Recently there was a 
large training session for Union Executives where we all received an overview of how the 
process works. I intend to put this training to good work on job evaluation but also to 
help me interpret the JD and respond to this common complaint. On our zoom calls we 
got a lot of feedback and examples of where people felt they were working or asked to 
work beyond their JD. Many are clear cut but just as many are not. As always the advice 
is that if you feel something is beyond your JD take it to your rep or to me and we can 
take the appropriate actions. I’d like to eventually develop a job aid that we can use with 
examples of tasks and if they fall within or outside of the JD’s to help reps and 
employees in those cases. 

3. EOI & Acting Opportunities (Lack of): Many people have felt this sting in the last year. 
Due to budget constraints and already low staffing levels we have seen many offices not 



back filling for absences and fewer opportunities for people to act. On this same note 
many managers have been unwilling to allow their teams to express interest in EOI’s, 
something that does require managers approval. This hurts both the employees who could 
have grown and learned in a new role and maybe built valuable interview examples for 
future opportunities. This has also led to examples of EOI’s that just don’t get filled 
because there is “no interest”, when in fact there was interest but not from anyone who 
could be spared from their team. This is something we will need to keep in mind as a 
Union when we are trying to address the challenge of work becoming disconnected from 
geography as well as having multiple cost centers working in the same office. Just as the 
work is becoming mobile we need to make sure that the opportunities for staff are also 
mobile and not hindered by needless bureaucracy.  
 

Many other items were discussed at this meeting that tied into these general areas and all of them 
have been noted for our discussions with the employer. We are always seeking for our members 
to continue to have opportunities to do stimulating, meaningful work and have the opportunities 
that they deserve but we also want to ensure that when you are doing that work you are fairly 
compensated. Your continuous input on this is essential.  
 
Moving forward we have made a few decisions on how to run this committee to provide the best 
representation to you. We intend to continue and even expand the practice of holding periodic 
Zoom meetings to talk to you directly. However, in the future we are planning to split these up 
into the two groups. We want to ensure both Pics and Admins have the chance to provide their 
feedback. Also, it just helps us keep track of which issues affect each group and which affect 
both. We would like to meet with each group at least a couple times a year. Hone set of meetings 
in will likely stay in September as it helps us plan for the next year in advance of the AGM and 
we will likely schedule another in the spring to touch base in the middle of our union calendar 
year. That being said we are always open and available should you have concerns or feedback. 
  
The coming year is going to bring a lot of challenges and opportunities. We might (or might not) 
see the rollout of ias world, (only a couple years later than expected), we have bargaining coming 
up soon and we may eventually get to see the lessons learned from covid about our economy and 
our work-life balance put to work in planning for the future. Looking forward to seeing all those 
who attend the AGM virtually! 
 
Yours in solidarity, Kurtis Williams, Chair 
M/S/C that the Administration & Property Inventory Collector Report be accepted 
 
 
ELECTION OF OFFICERS – by Jared Melvin 
All positions were acclaimed in the pre-AGM election process 
 
President – Tina Dhami 
Vice President – Becky Olson 
Sec/Tres – David Robertson 
Grievance Officer – Kevin McPhail 
3 Year Trustee – Lisa Cragg 
 
SWEARING IN OF OFFICERS AND READING OF OATH – by Sung Wong 
 
 



ACKNOWLEDGEMENT OF COMPLETION OF 1ST YEAR ON THE EXECUTIVE BOARD – 
Eder Yabut, Mark Hilker, Kurtis Williams and Becky Olson.   
 
 
RECOGNIZING OUTGOING EXECUTIVE– Harpinder Sandhu VP, Sarah Davy Regional 
Director of the North.  (later amended to include Heidi Palmer Trustee) 
 
 
JOINT JOB EVALUATION COMMITTEE – by Harpinder Sandhu, Jared Melvin, David 
Robertson, Mandeep Mahanger and Tom O’Brien 
 
The job evaluation committee has met a few times over the past year. We reviewed various 
existing jobs.  
 
The Customer Relations Information Analyst was created this May 2020. The additional job was 
presented to the Job Evaluation committee this June 2020. The job focuses on quantitative and 
qualitative research, descriptive and predictive analytics for assessment programs. The 
committee had some early feedback from both the employer and union members. Primarily the 
concerns were related to departmental overlap, who would supervise or be the manager and if 
there were enough unique duties that justify a new job description. 
 
Recently, the Joint Job Evaluation Committee has met with the employer over the past few 
months regarding four separate jobs. All four jobs are currently within the list of positions with 
BC Assessment, no new jobs were included. The jobs include: 
1. Team Leader, Administrative Services 
2. Lead GIS Analyst 

3. Senior GIS Analyst 
4. Senior Information Analyst

 
The Team Leader, Administrative Services job has been a major issue of contention for administrative 
members. Since the last restructuring of jobs and the creation of excluded positions the change of 
regular duties and responsibilities demanded a revaluation. Prior to this happening the committee has 
had numerous conversations with individuals that hold such positions to bring forth examples where 
job duties had changed substantially. The initial response was somewhat inadequate. However, 
following greater engagement and communication there was more meaningful information provided to 
initiate a joint review by the JJEC. The result of this revaluation will be announced shortly. The Lead 
GIS analyst was also reviewed with new information and minor changes to job duties. The resulting 
evaluation will be announced shortly. The Senior GIS Analyst was reviewed, and greater insight of the 
job was provided by the employee currently in the position. The responsibilities were realized to be of 
greater organizational impact and consequence. The resulting evaluation will be announced shortly. 
The Senior Information Analyst job was reviewed, new data was provided to review the job 
description. The resulting evaluation will be announced shortly. 
 
To clarify the JEC is only responsible for evaluating jobs presented and owned by the employer for 
evaluation. If any job descriptions are not accurately reflecting the quality of work being conducted, 
then this must be systematically outlined and presented to the employer's human resources department. 
Pending further discussion, the union and employer may reevaluate the jobs. 
 
Submitted by, Harpinder Sandhu, Chair 
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M/S/C that the Joint Job Evaluation Report be accepted 
 
 
CONTRACTING OUT/IN COMMITTEE REPORT – by David Robertson and Harpinder Sandhu 
 
This past year has seen a dramatic reduction of contractors within BCAssessment.  This may be the 
result of several different reasons being the pandemic, changes to the timelines for NextGen, and the 
employers budget concerns.  The list of 2020 contracts over $75,000 are as follows: 
 

2020 CONTRACTS  

Contractor Subject 
Start 
date 

End 
date Total New/Renew 

Apex 
Software Apex Sketch 6 Pro Assessor Single License 01-Jan-20 

31-Dec-
20 $136,986.30 New/Renew 

ESIT  Service Now renewal 
12-Mar-

20 
11-Mar-

21 $152,177.40 New 
Experis - 
Veritaaq Report Developer 

06-Jan-
20 

30-Jun-
20 $110,016.00 New 

Homewood 
Health EFAP Services 

01-Jul-
20 

30-Jun-
22 $120,000.00 Amend 

Pictomery Residential Aerial Imagery 
12-Mar-

20 
31-Dec-

21 $343,214.50 New 

Sierra DCX Portfolio Services for Operations Support 01-Jan-20 
31-Dec-

20 $282,475.00 New 

Sierra  ERP Project Manager - Add  Fees   
31-Dec-

20 $328,125.00 Amend 

Sierra EDW 2020 Projects 01-Jan-20 
31-Dec-

20 $869,380.00 New 

Sierra  DCX - Report Replacement Project Team 01-Jan-20 
31-Dec-

20 $493,675.00 New 

Sierra  
2020 DCX Project Services for design, 
development, test and implement 

01-Jan-
20 

31-Dec-
20 $875,240.00 New 

Sierra  Service Delivery Lead 
01-Jan-

20 
31-Dec-

20 $169,187.00 New 

Sierra  
nextGen Program Implementation Project 
Manager 

01-Feb-
20 

30-Jun-
20 $103,950.00 New 

Sierra  Appeals Transformation Portfolio 
02-Mar-

20 
01-Aug-

20 $99,950.00 New 

Sierra  Senior Business Analyst - ERP 
01-Mar-

20 
31-Aug-

20 $116,250.00 New 

Sierra  
Organizational Change Manager & Training 
Lead 

09-Mar-
20 

30-Sep-
20 $171,600.00 New 

EY Finance Workload Review 
15-Jun-

20 31-Jul-2- $158,800.00 New 

Experis - 
Veritaaq Report Developer - Add funds, extend term   

30-Jun-
21 $120,000.00 Amend 

Intellex 
Systems  Chatbot PM 

08-Jun-
20 

26-Feb-
21 $75,000.00 New 

New Value 
Solutions 

Report Developer - NextGen - Add funds, 
extend term    

20-Jun-
21 $80,000.00 Amend 
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Richard 
Dzioba & 
Associates Technical Lead for Next Gen Data Conversion 

01-Jul-
20 

30-Jun-
21 $160,000.00 New  

Sierra  DCX - add funds, extend term   31-Jun-21 $120,000.00 Amend 

Sierra DCX - Add funds    31-Jun-21 $202,075.00 Amend 

Sierra DCX Project Services - Add funds   
31-Dec-

20 $574,760.00 Amend 

Sierra  
Enterprise Business Solutions Program 
Manager - Add funds - extend Term   

30-Jun-
21 $295,425.00 New 

Sierra  NextGen Technical Release Manager 
26-May-

20 
30-Jun-

21 $262,500.00 New 

Sierra  iasWorld Portfolio and Project Manager 
16-Jun-

20 
30-Jun-

21 $270,000.00 New 

Microsoft Onpremise /Subscription Software 
01-Jul-

20 
30-Jun-

23 $1,492,697.88 New 
 
Another reason that we may be seeing fewer contractors is the implementation of a Contractor 
Checklist that was create this past year to ensure work that could stay in house in IT is kept in house.  
A series of questions that reviews the rational for engaging a contractor for BCA work includes listing 
the skills required for the job, rational for training or not training staff to participate or support the 
project as well as a list of staff consulted and considered for the work.  This is definitely a step in the 
right direction.  However, we need to continue to be aware of any work that is contracted out that 
should have been kept in house.  Our CA language details the following: 
 

31.01 Contracting Out 
(a) The Employer and the Union share a common desire to afford the best and broadest possible 
opportunity for job development to employees. To this end, opportunities for development 
afforded by project or duration work will be offered to employees to the greatest extent 
possible, recognizing that some measure of re-deployment of the work force may be involved. 
To the same end, the Employer will, to the greatest degree practicable, minimize the contracting 
out of work requiring services normally provided by its employees. 
 
(b) The Employer agrees that if the need arises to contract out bargaining unit work, and where 
the contract is valued at $75,000 or more, they will provide the Union with as much information 
as possible, and will make every effort to provide it 10 days in advance. In addition, any 
contract work shall include a stipulation that all pertinent notes be made available to the 
Employer so that the work can be turned back to the regular employees in subsequent years 
when sufficient staff are again available. 
 
(c) The Union agrees that it shall be the responsibility of the employees to bring to the attention 
of the Employer's representative responsible for such project or duration of work the expertise 
available to meet the needs of such work and further to propose reasonable alternatives for 
deployment of the work force where such is necessary. 
 
(d) The Employer will provide the Union with a list of contractors, the work they are contracted 
to perform and the value of the contract on a quarterly basis. 

 
So please let your contracting out committee know if there are instances that are not following the CA. 
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In Solidarity, David Robertson, Chair 
M/S/C that the Contraction Out/In Report be accepted 
 
 
GRIEVANCE	COMMITTEE	REPORT	–	by	Grievance Officer - Kevin McPhail,	Chief Grievance Officer 
- Jared Melvin, Members – Becky Olson, Paul Mrazek, Tina Dhami, Mark Hilker	
 
What a Year! 
 
I’ll keep this intro brief, since the report itself remains long unfortunately! 
 
Who knew what the future would bring at this time last year, but here we are, still in the grips on a 
pandemic and holding a virtual AGM!   
 
From a grievance perspective it’s brought some interesting facts that we hope will help us as we 
proceed on several grievances that relate to the broad phrase ‘subject to operational requirements’.   
 
Increasingly managers in several offices had been hiding behind this phrase when denying certain 
leaves, or tightening coverage requirements, saying how critical it was for employees to be working 
together to get the job done.  The reality of course was very different come the start of the pandemic 
and surprise surprise, we were able to function quite well at 100% telework.  Our experience over the 
last year will be very instructive as we move those particular grievances forward. 
 
In April we transitioned from one CUPE National rep advisor to our current one Sung Wong and this 
coincided with the employer taking a harder stance on how much employer paid time the grievance 
officer could spend prepping and trying to resolve grievances that had been referred to arbitration.  The 
challenge is that our Collective Agreement language doesn’t marry with the past practise of having a 
significant amount of that time being during work hours.   
 
With only so many hours in the day this has slowed the process of resolving grievances and shone a 
spotlight on the need for better practices, note-taking and file sharing even before a grievance is filed.  
This will be reviewed in more detail during this AGMs training. 
 
The following is a complete list of grievances that were active or resolved since our last AGM. 
 
Of particular interest in the case of several grievances over the last year is the repeated situation where 
one HR manager (newish to BC Assessment) single-handedly is creating grievances by interpreting our 
Collective Agreement through the lens of previous non-BC Assessment experience.  We’re hoping that 
this will diminish, but it certainly proves that there is an almost daily need to be vigilant to protect our 
bargained rights and that we must remain educated about those rights and be prepared to take 
grievances to arbitration if necessary. 
 
I am thankful to my nominator in my acclamation to this position!  There is still a long way to go to 
clean these files up, and training to do in order to ensure that future generations of Local 1767 
employees know their rights, our past practices and are prepared to defend them.  But to paraphrase the 
past, past past-president Mike Meyer “But no one actually voted for you!” 
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Resolved Grievances 
 
Twelve grievances that were active a year ago have been resolved, as well as seven more that have 
been filed and resolved during the last year for a total of nineteen since the 2019 AGM. 
 
2016-12 Denial of Mileage (Nelson) 
A member encountered hardware issues with their computer while teleworking from 
home so the member had no choice but to come into the office as the equipment failure 
made it impossible to complete their work. The member claimed mileage to the office 
from their telework place and was denied. The telework clause denies mileage between 
the telework site and the office but the language did not anticipate failure of the 
employer's equipment. Had it been the employee's internet connection we would have 
agreed. 
 
Status: This grievance was withdrawn on a without prejudice basis after discussions with our CUPE 
National Rep.  The ultimate goal is to have an understanding between the parties regarding what 
happens in this and similar scenarios and it was felt that it would be more effective to have the Joint 
Flexibility Committee discuss this and come to an agreement. 
 
2016-21 Denial of Mileage Claim (Nelson) 
Mileage claim for mileage to the office from home on a Telework day in which the 
company equipment (computer) was not working was denied. The manager instructed him to 
travel in to the office but then denied the mileage claim. The CA says that when you have less than one 
business day notice, and you have to travel to the office, mileage is paid. 
 
Status: This grievance was withdrawn without prejudice as noted above in 2016-12. 
 
2017-13 Denial of Benefits (Personal and Policy) 
The Union claims that it’s contrary to the Collective Agreement, carrier policy and the 
BC Human Rights code to deny access to extended health care benefits if an employee 
falls below 35 hours biweekly on a temporary basis only.  The policy language indicates that the 35 
hours should be measured “on an annual basis”. 
 
The case was resolved with the clarification that Full Time Employees, who are on a graduated return 
to work after being on sick leave, are entitled to employer paid benefits even if their hours are less than 
35 hours bi-weekly. 
 
2018-03 Denial of Bereavement Leave (Nelson) 
A co-worker was denied the 3 days bereavement leave in the CA and only given one day 
leave due to a flex day in the schedule not making the bereavement days consecutive. 
Management would not let the member cancel or move the flex day for the member to be 
able to use the 3 bereavement days. The member had to take vacation instead of being given 
the 3 full bereavement days. 
 
Status: This grievance was finally resolved with the employer conceding the fact that a weekend or 
earned day off did not in fact result in a break of potential bereavement leave.  Consecutive workdays 
can indeed mean Friday, Monday and Tuesday since weekends are not days of work. 
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2019-1 Denial of Sick Leave (Location withheld) 
An employee with a heavy workload experienced a near-miss accident while driving to a panel hearing 
and called in sick the next morning.  In trying to be as forthcoming as possible they provided a brief 
medical note from a walk in clinic even though there is no automatic requirement to do so under five 
days of absence due to illness.  The employer used this as an opportunity to request supporting medical 
information which impacted the employee’s health further.   
 
The union argues that there was a duty to inquire into the employee’s health given earlier conversations 
and emails on record and furthermore argue that there was no blanket right to invoke a section of the 
sick leave language suspecting misuse or abuse of sick leave in this instance.   
 
Status: The grievance was elevated to arbitration.  Your grievance officer and CUPE national rep met 
with HR on August 14, 2019 to attempt to resolve the issue.  The parties agreed to refer the individual 
to an independent medical examiner (IME) to resolve this and two related grievances.   
 
We are pleased to report that the IME supported the use of sick leave for this individual and the 
grievance was resolved. 
 
2019-3 Suspension without Pay (Location withheld) and 
2019-9 Termination (Location withheld) 
An altercation with a member of the public at one of our front counters resulted in that customer 
reviewing Facebook postings of our coworker and lodging a complaint with the ministry.  Images and 
comments purport to cast BC Assessment in a bad light and questions have been raised about time 
spent at work on social media. 
 
The investigation was ongoing for a month while the employee remains unpaid even though there had 
been no discipline levied against the employee.  The employee provided medical evidence that 
explained the behavior.  
 
The grievance was filed at Step 2.  Questions were sent by the employer to the employee’s specialist to 
inquire as to whether a medical condition may have affected the behavior.  The doctor’s response was 
received and the employer terminated the employer despite clearly supportive statements from the 
doctor. 
 
After suspending an employee without pay during an investigation into Code of Conduct concerns, the 
employer decided to terminate the affected employee. 
 
Status: The grievance was scheduled for a hearing scheduled for July 2020 however the CUPE rep, 
CUPE Legal and the grievance officer met online to discuss the file and a resolution was negotiated 
with the employer that was satisfactory to all parties. 
 
2019-04 Denial of Sick Leave (Location withheld) 
An employee was denied sick leave after the employer decided that responses from a family doctor to 
their questions were insufficient to support paid leave. 
 
The grievance was filed, heard and denied at Step 1 and was subsequently heard and denied at Step 2.  
The Union has raised the matter to arbitration.  
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Your grievance officer and CUPE national rep met with HR on August 14, 2019 to attempt to resolve 
the issue.  The parties agreed to refer the individual to an independent medical examiner (IME) to 
resolve this and two related grievances.   
 
As noted above we are pleased to report that the IME supported the use of sick leave for this individual 
and the grievance has been resolved. 
 
2019-06 Office Supervisor Reclassification 
The employer re-wrote the Office Supervisor job description and it subsequently was reviewed by the 
joint Job Evaluation Committee (JEC).  The determination of a drop in pay grid and inability to access 
retro pay is being questioned by the affected employees in addition to the lengthy period between the 
decision being made and the communication from the manager (more than three months). 
 
The Union filed the grievance at Step 1 and initial questions and clarifications were sought from the 
manager involved.  Those answers were discussed with the union side of the joint committee to ensure 
that due process was followed. 
 
The employer has the right to create or change job descriptions (JDs) and when that occurs the new JD 
and evaluation rationale is sent to the Joint Job Evaluation Committee (JEC) for review.  This 
committee is comprised of equal number of union and excluded employees who are trained in our job 
evaluation parameters and are tasked with reviewing the position objectively.  If the union felt strongly 
that they disagreed with the employer side, the opportunity exists to refer the evaluation impasse to an 
arbitrator.  This has not occurred in living memory. 
 
This grievance was heard at a combined Step 1 and 2 meeting to expedite the matter with the Union 
making the following observations: 
 

• The ER has a separate Job Evaluation policy with specific triggers to determine when a JD 
should be changed – none of those triggers appear to have been pulled 

• The ER had a moral if not legal obligation to inform the affected employees of the decision of 
the JEC to reduce the position from Grid 10 to Grid 9 immediately, rather than waiting for 
months, and after ratification of the collective agreement 

• Article 27.03 d clearly states that the effective date of any JEC finding is the date that the 
employer sent the JD and evaluation rationale to the committee.  That was January 19, 2019. 

• Upon ratification, wages were retroactively increased by 2% effective January 1, 2019, which 
precedes the effective date of the JEC determination 

 
The Union feels strongly that the remaining affected employees (two have since been promoted to 
management positions) be treated with the respect that has been completely absent during this process.  
The agreement is clear that they should receive the 2% retroactive wage increase for 2019. 
 
Status: This grievance was resolved with the affected employees being rewarded the retroactive pay 
increase. 
 
2019-08 Denial of Single Day Sick Leave (Location withheld) 
A coworker received significant financial bad news regarding a previous sick leave request and was too 
ill to attend work for a day.  The manager reached out to the employee to ask why he was sick but at no 
time asked for a doctor’s note.  The employee returned to work the next work day.  Under article 23.01 
a) if the Employer “perceives an abuse or misuse of sick leave” they must be advised prior to the 
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employee’s return to work that they require a doctor’s note.  Failure to provide the medical evidence 
will result in the denial of sick leave pay, but the employer cannot arbitrarily chose to disallow it. 
 
The Union’s case is supported by similar circumstances in Kelowna where we successfully won a sick 
leave day for a coworker who was asked for medical evidence after they had already returned to work. 
 
This grievance was filed, heard and denied at Step 1.  It was elevated to Step 2 and was held in 
abeyance pending the discussions held with HR on August 14, 2019. The parties agreed to refer the 
individual to an independent medical examiner (IME) to resolve this and other related grievances. 
 
After receiving the report of the IME this grievance was resolved to the satisfaction of the grievor. 
 
2019-13 Denial of Sick Leave (Surrey) 
A coworker on Less Than Full Time hours and a compressed work cycle has grieved their circumstance 
where the maximum hours of sick leave pay per day is 7 hours and they are unable to make up the 
shortfall in time due to their Less Than Full Time schedule.  This results in the individual having to 
draw down vacation hours instead. 
 
This grievance was filed, heard and denied at Step 1.  Unfortunately this is a situation where separate 
parts of the Collective Agreement create an unanticipated result.  The bargaining committee raised this 
concern but were unable during negotiations to rectify the situation and so we are unable to sustain this 
grievance.  It was withdrawn without prejudice or precedent and we hope to reopen the issue in the 
next round of bargaining. 
 
2019-15 Termination (Abbottsford) 
A temporary employee was found to have contravened BC Assessment’s Code of Conduct policy by 
viewing internal information records of a family member’s property and asking questions about farm 
classification without first having disclosed to the Area Assessor their interest in the property. 
 
Your Union argued that the policy is clear with regards to appeals of your own or family member’s 
properties, but is not at all clear that inquiries can’t be made outside of the appeal period as well.  
Argument was also made that in previous years individuals have even advocated to a city council to 
take over the assessment function were only given a brief suspension.  Unfortunately temporary 
employees are in a more tenuous employment relationship, with the Employer reserving the right 
within their contract to terminate prior to the end of their time with us. 
 
Status: Since this was a termination the grievance was filed and heard and denied at Step 2.  It has been 
referred to an arbitrator and we negotiated a settlement that satisfied the individual. 
 
2019-17 Selection Process (Head Office) 
A coworker applied for a position but was not the successful applicant.  The grievance was filed at Step 
1 and the scorings of the applicant and successful individual were reviewed by the grievor and Union 
representatives.  The grievance was denied at Step 1. 
 
Status: The grievance has been presented at Step 2 and we were successful in having the scoring 
reviewed and adjusted.  Despite this review the grievor is still not the successful applicant. Since the 
resolution of the grievance was to review and regrade the results, your Union considers the grievance 
resolved and will not refer the case to arbitration.  This decision was upheld by the Executive after 
appeal for reconsideration. 
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2019-18 Excessive Discipline (Location Witheld) 
The Employer suspended a coworker for 10 days on allegations of theft from the workplace and not 
being truthful during investigative meetings.  The details cannot be revealed in this report due to 
protection of privacy concerns.  Around the same time of the alleged theft another coworker exhibited 
the same behavior but was deemed truthful in an investigative meeting by the employer and received 
no discipline.   
 
The concerns presented by your Union revolve around consistency of discipline, the potential for a 
medical reason to explain the perceived reactions during investigations, whether actual theft occurred 
or a misunderstanding and also whether the discipline was excessive even if the individual was found 
discipline-worthy.  Typically under arbitral rules, the discipline meted should be the minimum amount 
to change the behavior taking into account such things as the employee’s length of service and 
discipline free work record. 
 
Since the case involved a suspension the grievance was presented at Step 2 and has been denied by the 
Employer.   
 
Status: The grievance has been resolved to the satisfaction of both parties. 
 
2020-01 Retirement Vacation Allowance 
Your Union asked for clarification several months ago with regards to hearing a comment made by a 
senior HR manager with regards to the amount of time required to be served in a New Year prior to 
retiring in order to trigger the full vacation allowance.  Upon prompting recently the manager stated 
that a full ten days would have to be served.   
 
Not only is this not stated within the Collective Agreement (Article 22b), but is not in keeping with 
past or current practice.  Your Union would suggest that the minimum 3.5 hour day is the only 
requirement.  As a policy grievance it has been filed at Step 2. 
 
Status: This grievance has been resolved with the parties agreeing that a minimum of 7 hours must be 
worked in the New Year to trigger the current year vacation allowance retirement bonus. 
 
2020-02 Policy Sick Child and 
2020-03 Head Office – Sick Child 
A coworker has more than one child.  Child A became ill and the member took leave under Article 
24.01 c to care for the child and arrange alternate care.  After a day at work Child B became ill and the 
employee requested another day of leave which was denied by the employer.  This was filed as a 
personal grievance and your Union also filed it concurrently as a policy grievance to ensure that a 
successful resolution would have equal application to all employees affected.  It is held in abeyance 
pending the outcome of the personal grievance.  
 
The Union’s position is that the Employer has no right to read limitations into the Collective 
Agreement that do not exist. 
 
Status: These two grievances have been resolved with the Union’s position upheld.  Employees with 
more than one child will be entitled to claim leave for each depending on the circumstances for each 
dependant child. 
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2020-05 Location Withheld – Excessive Discipline 
A coworker was accused of falling asleep during more than one meeting and not working well with 
coworkers.  They were given a written reprimand as a result.  The Union feels that not only should 
there potentially be some form of accommodation required for our coworker, but that discipline was 
unnecessary and that a Letter of Expectations would have sufficed to state the Employers concerns as 
well as supports that should be made available to help improve heir behavior. 
 
This grievance was filed, heard and denied at Step 1.  It has been elevated to Step 2 and was withdrawn 
on a without prejudice basis since the employee successfully sought employment elsewhere. 
 
2020-12 Code of Conduct Investigation 
This grievance is new since our last report to the membership.  An employee filed a complaint against a 
manager citing the employer’s code of conduct, specifically with regards to bullying and harassment. 
 
The Employer respondent refused to open an investigation, indicating that the complaint relates to 
active grievances and that there was nothing in the complaint that wasn’t already active within the 
grievances. 
 
The Union disagreed and filed this grievance, noting that the complaint was with regards to 
unreasonable manager behavior prior to the start of the grievances and also after and separate from the 
grievances.  With it being elevated to the Director of the People Division, the employer has decided to 
hire a third party investigator and so the grievance has been resolved. 
 
Outstanding Grievances 
 
There are seventeen outstanding grievances.  Seven of these were also active a year ago and ten are 
new. 
 
2015-16 PIC Job Description (Policy) 
We are of the opinion that the PIC JD has been breached and no longer relevant due to the current work 
being done. The PIC Job has been evolving since this position was created and it is necessary to update 
the JD because of the type of work current PICs are asked to perform.  
 
Status: Held in abeyance. We had proposed a joint survey with the employer and were hoping to move 
forward with a better understanding of the issues between both parties however the employer surveyed 
a limited number of employees in one office and concluded that there is no issue. 
 
The survey has been completed and individual interviews must be held with those who requested the 
opportunity to provide more information.  The Regional directors will be asked to have these 
conversations and summarize the results for the grievance committee.  Once complete the full 
grievance file will be scanned for our cupe national rep to review and recommend steps.  This is not an 
easy file since the tasks vary greatly between regions, and the employer no longer allows this review to 
be done during employer paid hours. 
 
2017-14 Unjust Termination (Abbotsford) 
An employee on long-term disability was ordered back to work by the disability provider and the 
employer refused to offer an accommodation of the same work in the same location but instead offered 
different work in another area of the province.  The situation was compounded by the employee’s 
doctor determining that she was not medically ready to return to work. 
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The Union alleges that this situation amounts to constructive dismissal, that if fit to return the employee 
could easily be accommodated in the previous position and location and that the decisions by the 
Employer and health care provider amount to discrimination on the basis of a disability. 
 
Status: the grievance was filed at Step 1 and has been held in abeyance while a labour lawyer acts on 
behalf of our co-worker. 
 
2018-04 Denial of Acting Assignment (Prince George) 
The employer created an acting Senior Appraiser position and invited applications.  The only qualified 
applicant in that round was denied the opportunity despite the clear language of article 16.06 d) “Where 
there is only one qualified applicant for the vacancy, that applicant shall be assigned the position for the 
duration.” 
 
Your union filed the grievance at Step 1 where it was heard and denied.  It was subsequently heard and 
denied at Step 2. 
 
Status: Elevated to arbitration.  An attempt to resolve this grievance was unsuccessful and our CUPE 
National rep is reviewing the file.  Critical to the case will be obtaining the scanned bargaining notes 
from the sessions where this language was created in order to demonstrate intent and the meaning of 
the language in context with the rest of the article. 
 
2018-10 Policy Grievance – Temporary Assignments 
In Prince George a temporary three month acting SA position was extended for an additional three 
months without determining if other appraisers were qualified and interested in the role.  It’s important 
to note that the procedures around temporary assignments both three months or less and greater than 
three months were discussed at length at the last round of Collective Agreement bargaining.   
 
The manager in this case chose to create a three-month position and held a competitive selection 
process, awarding the position to the top applicant.  It is the Unions position that there is now a new 
position and had the manager wanted to create a six-month position under the original selection 
process, which would have been the time to do so.  The Union was clear in bargaining that managers 
could not simply continue to extend the same individuals in acting roles when there are others who 
would benefit from the experience.   
 
Status: It has been raised to arbitration. Similar to the other acting position grievance this grievance 
hinges upon the grievance committee receiving the scanned bargaining notes from the sessions where 
this language was created. 
 
2019-07 Denial of Single Day Vacations (Nanaimo) 
A co-worker submitted a vacation schedule with single day vacations for the remainder of the year 
which was denied by the employer.  The manager claims that the employee’s sick leave record will 
improve if they take their vacation in larger chunks and that it ‘wasn’t the intent’ of the Collective 
Agreement to allow single day vacations every week. 
 
The Union notes that the Employer has not suggested that work objectives could not be met with the 
vacation schedule as submitted so the denial is unreasonable.  The employee is not seeking a medical 
accommodation and similarly the employer can’t play doctor with regards to what is best for the 
employee.  Previous Collective Agreements restricted the number of single day vacations and the 
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restriction was gradually reduced until it was removed entirely.  Currently you are allowed to take as 
little as 15 minutes vacation per day, every day for the entire year if you wish and it meets the needs of 
the employer for “efficient operation”. 
 
The Union also submits that this is the employee’s first choice for a vacation period under the meeting 
of 22.05 a) and the language says “every consideration shall be made to accommodate” it.  The 
decision is discriminatory, arbitrary and shines light on why the Vancouver Island engagement score 
decreased.  HR claims that a series of single day vacations cannot be “a vacation period”. 
 
Status: The grievance was filed, heard and denied at Step 1.  It was elevated and heard at Step 2 and 
denied a second time.  The Union has elevated the grievance to arbitration. Your grievance officer and 
CUPE national rep met with HR on August 14, 2019 to attempt to resolve the issue.  A settlement offer 
was made since the employee intends to retire within months but restricted the employee’s basic human 
rights to access short and long term disability during the intervening timeframe.  The employee and 
Union have rejected the offer and will proceed to arbitration. 
 
We are close to resolving this grievance and re-confirming your full rights under this article. 
 
2019-11 Working Beyond the Appraiser 2 Job Description (Policy) 
A coworker expressed concern that they were told to perform high value, complex work as an appraiser 
2, specifically hotel SME for a region, when all other regional SMEs are Senior Appraisers. 
 
This grievance was filed and presented at Step 2 with the expectation that the job description 
limitations be followed rather than creeping into a higher level of work without compensation. 
 
Status: This grievance has been referred to arbitration and is being scanned for our CUPE national rep 
to review. 
 
2019-16 Policy Grievance – Denial of Single Day Vacations 
This grievance has been filed at Step 2 since our last executive report.  This is in response to the 
Employer’s comments made when trying to resolve a co-workers personal grievance regarding the use 
of single day vacations.  With the employer intent on trying to establish a management right that they 
had freely bargained away regarding the use of single day vacations, the Union had no recourse but to 
file a policy grievance as it now has general application to all employees. 
 
Status: We are close to resolution on this case and feel we will confirm our existing rights to take 
unlimited single day vacations subject to reasonable operational requirements. 
 
2019-19 Denial of Alternate Workplace (Vancouver) 
A coworker was pre-approved vacation days close to Christmas and submitted a request to cancel those 
days and use our Collective Agreement language to work in an alternate workplace.  The ICI team 
managers denied the request citing operational requirements to be in the office at that time.   
 
Your Union feels that this is the ultimate test of workplace requirements... having an individual 
working ANYWHERE in the province would be a benefit to the employer over taking vacation days.  
Through grievance discussions the employer could cite no valid rationale for denying the request 
effectively beyond “we said so”.  If we can’t access our Collective Agreement rights, then why are they 
in the jointly agreed document? 
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This grievance was presented and denied at Step 1 and has since been presented by Mark Hilker at Step 
2.  The Employer denied the grievance at Step 2 and we have referred the case to arbitration. 
 
2019-20 Policy – Admin Coverage 
The employer unilaterally created a requirement to have two admin staff available in some offices until 
4:30 when previously it had been sufficient to have one admin between 4 and 4:30.  When approached 
by the Union on the matter the management team felt that the line of questioning was outside of the 
scope of their rights...hence this grievance. 
 
Conditions of employment contained within the collective agreement such as hours of work also extend 
to past practice and management rights do not grant the unfettered use of ‘operational requirements’. 
Operational requirements must be bone fide rather than “I said so”.   
 
It’s our understanding that admin employees in other parts of the province are concerned that the Union 
supports the employer in this regard and we want to make it very clear that we feel that all employees 
have the right to submit work schedules that provide for adequate coverage that finds a balance 
between personal and employer needs and that does not extend to excessive coverage that has no 
historic or reasonably foreseeable basis. 
 
As a policy grievance, this was filed at Step 2.  It was presented at Step 2 and denied by the Employer.  
It has been referred to arbitration. 
 
2019-21 Policy – Lower Mainland ICI Suspension of Telework 
After the grievance was lodged regarding alternate workplace language, all teleworkers on that team 
were informed that their telework arrangements at the end of December would be suspended.  This was 
under the guise that with Altus batch appeal deadlines looming that all working employees needed to 
be in the office. 
 
Your Union notes that there are many workgroups throughout the company that don’t need to be 
physically in the same office to work effectively.  There are no in person meetings with Altus 
scheduled at this time or any other valid reasons to suggest that this is an operational requirement. 
 
This decision sounds suspiciously like an excuse for denying the alternate workplace request. 
 
As a policy grievance this was presented by Mark Hilker at Step 2 and denied by the Employer.  It too 
has been referred to arbitration. 
 
2020-04 Working Beyond the Business Analyst Job Description 
A coworker had provided evidence to their manager that their current position met the criteria for being 
classified as Lead Business Analyst.  The successful argument led to the position being posted and 
filled.  This grievance seeks to address the difference in pay retroactive to when the duties met those 
criteria. 
 
Status: This case was referred to arbitration and is currently being reviewed by our CUPE National rep. 
 
2020-06 Excessive Discipline – (Nelson) 
A coworker was removed from their team, told to report directly to the Deputy Assessor and to check 
in several times a day.  That was not the discipline…in fact the employee doesn’t know what led to this 
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direction form management and failed to comply immediately the following morning which led to the 
discipline. 
 
While your Union agrees that management direction must be immediately followed unless it presents a 
health and safety concern, we are troubled by the actions by the management team that led directly to 
this result. 
 
Status: referred to arbitration. 
 
2020-07 Denial of Sick Time (Surrey) 
A coworker was sick and away from work.  Well after the individual returned to work the Employer 
denied their sick leave.  Our Collective Agreement is very clear that if a manager perceives a mis-use 
or abuse of sick leave they may request that the employee produce a statement from a medical 
practitioner, but the manager’s request must be before the employee returns to work.  We have 
successfully resolved a similar grievance a number of years ago in Kelowna. 
 
This case was presented, heard and denied at Step 1.  It is being held in abeyance pending the complete 
file being copied for review by our new CUPE national rep. 
 
2020-08 Denial of Sick Time (Surrey) 
The employee in case 2020-07 above was requested to have a medical practitioner fill out a sick leave 
form in support of a more current sick leave request.  The Employer rejected the doctors information 
and denied the sick leave claim.  Too often we see human resource employees acting inhumanely and 
judging sick leave applications without any medical training whatsoever. 
 
This case was presented, heard and denied at Step 1.  It is being held in abeyance pending the complete 
file being copied for review by our new CUPE national rep. 
 
2020-09 Denial of Flexible Work Schedule (Surrey) 
A manager denied a coworker a flexible work schedule because the individual was deemed to have 
been using too much sick time.  The manager was concerned that if the employee was ill near the end 
of the 140 hour cycle they may not have enough vacation time to cover the make-up requirement.  
There was no actual operational requirement to deny the requested schedule. 
 
This case was presented, heard and denied at Step 1.  It is being held in abeyance pending the complete 
file being copied for review by our new CUPE national rep. 
 
2020-10 Policy - Failure to Post ICI Appraisal Positions (Lower Mainland) 
The employer wanted to increase the complement of the ICI team by two or three appraisers and posted 
an expression of interest to residential team members in the VSS, Surrey and Abbottsford offices.  
They claimed that this was simply an internal re-organization and so did not trigger a review of the 
Voluntary Transfer list, Eligibility list or posting language. 
 
The concern by the Union is that the successful applicants would have to be located in either the Surrey 
or Vancouver offices, necessitating a move if a applicant was from Abbottsford.  When there is the 
potential for a physical move, the Collective Agreement is clear that a number of clauses speak to the 
location an individual is hired for. 
 
Status: referred to arbitration. 
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2020-11 Letter of Expectation (Nelson) 
A co-worker was given a Letter of Expectation that is not reasonable or factual.  It referenced issues 
that had not been discussed in a meeting between the parties and lists some expectations that should be 
given to all staff in the region if not the province.  In one instance the employee is told to be respectful, 
without being given any examples of being disrespectful.  It is unreasonable to have an expectation 
without being clear about actions that would violate that expectation.  As a result the effect is 
unnecessarily punitive. 
 
Status: referred to arbitration. 
 
Kevin McPhail, Grievance Officer 
M/S/C that the Grievance Report be accepted 
 
 
UNFINISHED BUSINESS 
 

- Mobility of work – Jared Melvin – It is our roll that this will encompass everyone eventually 
- Swag – Eder Yabut – Please send in your swag order forms if you haven’t already done so, and 

check your sizes 
- Reports – Dennis Chow – suggestion to have materials in advance and that the presenter 

highlight issues in the report 
- Welcome Ellery Bone as the incoming Regional Director in the North 
- By elections underway for South Island and Kelowna with elections to be held on November 

10th for both regions 
 
AGM Committee Announcements – by David Robertson 
-None 
 
Adjourned 4:20pm 
 

 
 


