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Saturday, October 26, 2019 
 
CALL TO ORDER 
 
Jared Melvin called the meeting to order at 9:10am 
 
WELCOMING ADDRESS – by Paul Faoro 
On the unseeded land of coast Salish.   Never given but taken. 
 
Good morning everyone, how is everyone doing.  If you have a drink ticket left that’s a bad mistake.  
Bad when they go through the laundry 
 
Thank you to Jared and provincial exec board.   You want a long keynote address but I have to hop on 
a plane at 10:20, glad wind has died down.  So I can attend memorial service of Muriel Overgaard.  
First female president of CUPE BC 1976-1981.  Attending including Barry O’Neal.  Sad that sister 
Overgaard passed away but celebration of life.  99 years old.  Pretty good run.  Her contributions to our 
union, province and country was enormous.  Certainly, advanced work of the union.  Put forward 
women’s equality.  Did enormous amount of work on that.  We are going to do a scholarship in her 
name.  We will be bringing it forward in the days ahead.   
 
I’m here to talk about who I am and who CUPE BC and National is and CLC is?  Some seasoned folks 
here.  Great to come to these events to see who is new to a union meeting.  First meeting I remember 
was in 1983.  I am still technically a member of local 15.  City of Vancouver.  Always remember that 
first meeting.  Our job is to continue to build capacity and why are we doing this.  Always good to get 
more people involved.  Your local is one of 2000 locals in the country.  We just passed 700,000 which 
is remarkable.  If you do the math, I think it’s 1 in 54 or 55 Canadians is a CUPE member.  If you think 
of that, that is pretty awesome.  Think about the power we have if headed in the same direction.  It’s 
about helping each other.  I applied for full time job at city hall and didn’t get it.  I was told to see a 
shop steward and filed a grievance.  Was a job in the printing department.  The union won me the 
grievance.  Landed a full-time job at the city.  Went on to get an apprenticeship and here I am today. 
 
100,000 members in BC. Largest union in BC.  National union that you send money to lays out all the 
infrastructure, provides national reps, huge staff across the country.  Does the tech stuff.  CUPE BC is a 
voluntary organization.  Proud to say with 170 locals we are about 95% affiliated.  I don’t get involved 
in bargaining or grievances.  We help behind the scenes.  I am in full political mode.  Ontario is 63% 
affiliated which is hard to speak out for CUPE with only 63%.   
 
I meet weekly with regional directors, Assistant regional directors.  We monitor all legislation 
happening in Victoria.  We have a local gov liaison.  We want to help mayors to build public service 
and communities.  As a political officer we do a lot of politics.  Occasionally, your pushing too hard.  
Politics matter.  When you look at what has happened in the last couple years under premier Horgan, 
things have changed.  More than a billion dollars invested in childcare in the last few years.  That is 
going to pay dividends in the future.  Increases in education, more than 6 billion has been invested in 
construction in hospitals & health care facilities.   
 
We will help you defend your rights.  Ask that you look at environment.  This government brought in 
clean BC, visionary plan to tackle climate change.  Everyone should watch what happened on Thursday 
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in the legislature.  Premier Horgan brought in indigenous rights in BC ..  first province to do so.  It is 
very special.   
 
Last Monday was the federal election.  Interesting ride for sure. Happy with results.  Jagmeet Singh, 
what he did in last couple of weeks.  Attended a couple of rallies.  Can’t dismiss the energy he brings 
from his leadership.  BC was a strong stand in electing NDP MPs in this country.  I door knocked for 
about 12 hrs for Laurel Collins in Victoria.  She got elected. She shares the same values as you do. 
 
Be interesting what happens with the whole balance of power.  Conservative party is already 
challenging climate and carbon tax.  Politics matters.  You have to look.  I sit on the CUPE National 
board, I hear stories that happens in every province.  Just look at facts that’s happening in other 
provinces.  Just yesterday, premier Kenny in Alberta tabled their budget.  Look what they did.  Plan to 
bring in expenditures 1.3billion below spending levels of 2018-19 budget.  They are cutting public 
service spending by 1.3 billion.  This amounts to 4 billion in cuts over the next term of 4 years.  Can 
you imagine what 4 billion in cuts of services will do to Alberta?  It’s wrong.  Alberta didn’t vote for 
that. Its’ going to be a disaster.  CUPE members are going to lose their jobs.   
 
What’s happening in Ontario that’s a whole another chapter.  Wish I could spend more time with you. 
 
I monitor the bargaining that’s going on.  72% of public service has now settled their CA’s.  covers 
about 250,000 workers.  Just about done.  Teachers are left and we still have a bunch of university and 
colleges.  You landed your deal; your bargaining committee did a good job.  If you think it’s easy you 
don’t know what it is.  It is hard.  I congratulate you for getting your deal.  We are going to support 
them. Next year at the CUPE BC convention I hope to see all of you there.  We all belong to CLC 
which is overall umbrella of the labour movement.  You are automatically affiliated.  If they want to 
send delegates.  It is in Vancouver in May of next year.  Leadership of CLC is tired and needs to be 
renewed.  When you look at union density it is going down.  CUPE is going to put forward new people 
to run in those leadership roles.  Would be great if 1767 was there in the hall.  I’m going to leave it 
there.  Could talk all day about how great our union is.  If there is anything, we can do to make your 
lives better.  If there’s stuff that I’m doing or CUPE is doing that causes heartburn you have to let us 
know.   
 
Have a great convention. Thanks 
 
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 
- This is a non-smoking room 
- When speaking at a microphone please identify yourself and office/division 
- Three minute tie limit at the microphone 
- 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 

Adoption of the 2019 Agenda 
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M/S/C 
 
Introduction of the 2018-19 Executive Board 
Regional Director  (Victoria)     -  Tina Dhami 
Regional Director (Surrey)    - Mandeep Mahanger 
Regional Director (Cranbrook)   - Paul Mrazek  
Regional Director (Kamloops)   - Ron Arnett   

Regional Director (Prince George)   - Sarah Davy 
Regional Director   (Vancouver)   - Mark Hilker 
Regional Director   (Nanaimo)   - Christina Infanti 
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 
AGM:    Chair: David Robertson 
    Members: Adele Zakus, Tina Dhami 
Hospitality Suite  David Robertson, Ron Arnett 
Saturday Night Dinner Sarah Davy, Tina Dhami, Kevin McPhail 
Credentials:   Christina Infanti, Mark Hilker 
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 
Paul Faoro – President of CUPE BC 
Recognition of 1st time delegates.  
 
Motion to give voice to wildcard delegates. 
M/S/C 
 
EQUALITY STATEMENT – read by 6 different members 
 
CREDENTIALS COMMITTEE REPORT – by Christina Infanti 
Tom O’Brien  Randy King  Neil Poirier  Halima Safi Jama   
Jared Melvin  Crystal Johnston Dennis Chow  Stephanie Pound 
Lisa Cragg  Tina Dhami  Dion Savard  Amina R Mayeka 
Choo-Ming Yeak Chad Kelbough Nicole Block  Christina Infanti 
Koran Weston  Eder Yabut  Tomas Hala  Rebecca Anderson 
Kevin McPhail Alison MacLean Harpinder Sandhu Mark Hilker 
Providence Ngirimpuhwe Shannon Brown-John Jennifer Armstrong Kate Junkin 
Yohan Lee  Michelle Park  Lauren Robinson Regina Jan 
Nolan Derby  Henry Chan  Joseph Ku  Carrie Tong 
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Mandeep Mahanger Kurtis Williams John Snow  Samuel Lee 
Ruby Bath  Nora Chaplin  Nicolaas Hattingh Cesar Aviado 
Sunny Sandhu  Maria Dick  Monika Rzemykowska  Marcin Pluszka 
Umesh Chand  Jordan Derickson Becky Olson  Jeffrey Chan 
Sarah Jolly  Ron Arnett  Kelly Morrish  Dave Ziola 
Paul Mrazek  David Robertson Joe Baich  Patricia Enns 
Jane Butler  Emmanuel Fombuena Sarah Davy  Heidi Palmer 
Angela Prince  Chris Dittmar  Leah Clark  Ellery Bone 
Bobbi Borys  Joshua Sewell  Melanie McComber Daniel McElheron 
Tracey Love  Rachel Morrison Maureen McKay 
 
Motion to remove Dave Ziola from the delegate list.   
M/S/C 
 
Amina Mayeka could not make it due to ferry cancellation. 
 
73 total voting delegates including: 
56 voting delegates 
3 Table Officers 
1 Grievance Officer 
7 Regional Directors 
3 Trustees 
3 non-voting delegates 
1 Office Manager - Adele Zakus 
1 guest – Paul Faoro 
M/S/C 
 
AGM Committee Announcements – by David Robertson 
-Internet password is AGM2019 
-parking is included at check in, parking sheet available 
-Emergency Exit locations 
-Bathrooms locations 
-Meals for Saturday night, Minoru room, guests are $35 each, begins at 6:30pm 
-Complete your expense claims and hand in to the back table 
-Send in any missing receipts when you get home 
-Cell phones to mute 
-Please take private conversations outside 
 
Motion to approve the 2018 AGM minutes 
M/S/C 
 
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, 2018 and explanations for the variances between the amounts 
budgeted for 2017/2018 and the amount actually earned and spent. 
 
The budget variance explanations are in keeping with a 1979 policy resolution, which states: 
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“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 45th annual AGM.  Thank you to all of you for giving up your weekend to attend to 
our locals business.  On the bright side, as this is not a bargaining AGM we will conclude no later than 
1pm on Sunday so as to ensure we can plan our travel plans home accordingly.  Most important part of 
my report, if you don’t know it already the wi-fi password is agm2019. 
 
Money 
As hotel costs dramatically increase, I have been asked on occasion if there is a better way of 
conducting our business and reduce our travel expenses.  Can we utilize technology instead of flying 
everyone from around the province for meetings is one of the most common ideas.  In actual fact that is 
what we have been doing over the past few years.  Regional meetings and executive committees are 
two areas in which we have successfully implemented web-based technology to expand in person 
meetings to multiple locations.  With a few minor drawbacks I think this transition is working well and 
I hope it continues into the future.  We have discussed what it would look like if we utilized technology 
for executive meetings however, has anyone experienced sitting on WebEx for a solid day and a half?  
There are also other benefits to meeting in person as issues outside of the meetings get discussed face 
to face which are important for a local that is spread across the province.  That being said, if you’ve 
skipped ahead and looked at the budget we are in sound financial shape and will be looking at 
increasing education opportunities over the coming year. 
 
Speaking of the budget, you will notice that I had anticipated a significant deficit budget mainly due to 
negotiations.  However, we ended the year with a surplus which when you extract the defence fund 
interest which is simply left with the defence fund you will see the actual surplus equates to 
$16,370.79.  How did I miss the mark so badly you ask?  Payroll expenses, regional meetings, lost 
wages, conventions & seminars, Legal & grievance, executive committees as well as education and 
negotiations were all well below the budgeted amounts.  Many of the line items mentioned above are 
subject to potential wide swings in amounts, however a few of them can be looked to be more 
aggressive over this next year to ensure we are utilizing the budget to its full capacity.  Over the last 
few years the actual budget has come in on average about $50,000 more on the positive then budgeted.  
So, when you see that I have budgeted a $17,000 deficit for this coming year, based on past results I 
fully expect that we will end up with another surplus by the end of the year.  One aspect that I would 
like to draw your attention to is the increase to the education budget.  We typically spend about 
$23,000 each year with most of that during the AGM Education day.  However, I have heard from 
members that they would like to see an increase in education opportunities, and we are now in a 
position to do that.  If the budget passes, I will be working with the education committee to ensure a 
greater utilization of courses that are available. 
 
I have been somewhat cheap in the past years with regards to the union finances.  Maybe it’s time to be 
a bit more flexible??  I’m open to ideas. 
 
Union office 
The 2-day trustee audit took place on October 1st and 2nd.  Their report can be found in the book, but I 
have to say having 2 days in the fall to work on the audit allows a more in-depth and fuller discussion 
and audit to take place.  We will be looking to improve the audit process so that it encompasses a more 
in-depth review of our locals’ business. 
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We recently purchased a new printer/scanner for the union office to replace the unit that we had 
purchased a number of years ago. The old one was no longer supported and had lost its functionality to 
the point of not being effective and was disposed of by the supplier of the new printer.  The remaining 
documents left to scan include historic negotiation files, staffing lists and other minor files. 
 
We are looking at purchasing new laptop(s) for the union office this winter.  Again, the old ones are old 
and are the size of bricks and have lost a lot of functionality.  However, we will keep one in the office 
for potential use by the trustees when they are in the office for their audits for basic file review.  Any 
laptops that we have no use for will be cleared and disposed of in a proper manner. 
 
This spring the executive passed a motion to sign up for a cloud storage service provider.  After review 
of 3 different options we signed an agreement with ProNET in Vancouver.  Although central file 
storage has been advantageous in many ways, we have had some issues with the service and will be 
looking for different options in this coming year. 
 
CUPE BC Trustee 
This past spring, I was elected for a 3-year term as one of 3 CUPE BC Trustees.  I am honored to be a 
CUPE BC Trustee and I thank our local for supporting me in my campaign.  So far it has been an 
interesting and learning experience.  Utilizing this experience at the BC level has helped elevate my 
knowledge of trustee work which I am bringing back to our local in order to improve our own 
processes.  The additional connections that I make with other union activists are an added bonus. 
 
Constitution and Policy amendments 
There is a total of 6 Constitutional amendments and 5 Policy resolutions that will be discussed and 
voted on this weekend.  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. 
 
One policy resolution that I would like to bring to your attention is the Third Party Picketing Fund.  It 
is important to have a strong defense fund and the changes proposed will not only update our policy to 
coincide with National and BC strike pay, it will also strengthen the fund considerably.  With the 
changes we would have the capability to go out on strike for over 5 weeks while members received a 
total of $100/day during that timeframe.  This is a fund that I hope we never have to use but it’s 
comforting to know when you go to the table the employer knows this fund exists and is more apt to 
listen with this big ‘club’ sitting in the corner.  Our local is in good financial shape and we need to 
ensure that we are ready to go to bat if we ever need to. 
 
Elections 
Elections ran much more smoothly this year.  The elections process document provided a solid 
guideline with which to work with along with ensuring timelines and required processes are followed.  
Of the seven regions we had 6 acclamations and one election that required a vote.  We are still refining 
the process and I look forward to next year being even smoother. 
 
Executive Board Attendees 
Believe it or not, this program is now 6 years old.  That means 35 members (one meeting we had a late 
cancellation and no one able to fill at the last minute) got to attend an executive meeting and the 
response continues to be positive.  Known meeting schedules are posted in the calendar section of our 
website and I also send out an email and post to our Facebook site prior to each meeting.  If you have 
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interest in attending, please let me know and I’ll add you to the list.  Typically, we have between 2 and 
7 members interested in attending for each meeting. 
 
Communication 
Just as a reminder, please do not use BCA email 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’ email 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.  I have mentioned this 
before, yet I still receive union communication from members utilizing the employers’ email. 
 
Investments 
This past year saw more of the same with our Seamark fund investment.  Part of the year we were 
down from our initial investment only to make gains back to sit at just over it by our year end.  After 
discussions with Harp and Jared we have decided to move the funds to a term deposit for the time 
being until risks become a bit more predictable in the market. 
 
AGM Saturday Night 
Tonight’s dinner will be held in the Minoru D.  No costs for delegates while costs for guests are $35.  
Please see Adele at the back if you are bringing a guest.  Doors open at 6:30 with dinner will be served 
promptly, so please don’t be late!  Entertainment for this event will include music bingo. 
 
In closing, I would like to thank our executive for always considering the financial costs of their work 
for the union.  I specifically have to point out how frugal Jared is.  Travelling late at night after a social 
event just so he can catch the early morning ferry is going above and beyond.  Thanks to our office 
assistant Jyoti who is not here this weekend.  She has continued to be a valuable asset to our local.  
Adele, our office manager, you have been a great help again this year.  I really appreciate the flexibility 
in your schedule.  You seem to always work when you are needed which does not go unnoticed.  Thank 
you big time! 
 
Enjoy the rest of the AGM! 
In solidarity, David Robertson, Secretary/Treasurer 
M/S/C that the Secretary/Treasurer’s Report be accepted 
 
 
2018 / 2019 BUDGET RECONCILIATION 
 

    
2018/2020 Proposed 

Budget   2019/2020 Actual 

REVENUES 
          
Members’ Dues   $805,000.00    $811,787.48  
Initiation Fees   $500.00    $940.00  
Interest   $200.00    $365.00  
Defense fund Interest       $10,861.27  
Accounts Receivable       $0.00  
Investment Income       $3,905.28  
AGM Revenue & Misc.   $250.00    $210.00  
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TOTAL   $805,950.00    $828,069.03  
                                   

EXPENDITURES 
          
Per Capita National   $342,125.00    $345,409.18  
Per Capita CUPE BC   $56,350.00    $56,825.12  
District Council   $4,500.00    $3,756.85  
Honoraria   $8,670.00    $8,525.00  
Payroll Expenses   $86,008.00    $74,806.95  
General Office   $18,000.00    $18,759.31  
Telephone/Communications   $7,600.00    $7,195.76  
Executive Meetings   $75,000.00    $72,229.41  
Regional Meetings   $12,000.00    $4,842.59  
Lost Wages   $55,000.00    $37,693.86  
Annual General Meeting   $85,000.00    $81,706.39  
Conventions & Seminars   $20,000.00    $15,245.66  
Legal & Grievance   $15,000.00    $2,164.35  
Executive Committees   $12,000.00    $2,824.28  
Trustees   $3,600.00    $3,288.31  
Bursary   $2,000.00    $2,000.00  
Education   $27,000.00    $22,372.08  
Negotiations   $50,000.00    $41,191.87  
          
TOTAL   $879,853.00    $800,836.97  
          
SURPLUS / [DEFICIT]   ($73,903.00)   $27,232.06  

 
LOST WAGES REPORT OUT 2018/2019 
 

Employee Name Date Worked Hours Total Reason 
Harpinder Sandhu 2018-08-10 7 $367.35 Pension Education Course 
Harpinder Sandhu 2018-09-13 7 $367.35 Pension Conference  
Harpinder Sandhu 2018-09-14 7 $367.35 Pension Conference  
Nora Chaplin 2018-09-20 7 $334.09 Union Audit 
David Robertson 2018-09-20 7 $419.73 Union Audit 
Heidi Mummery 2018-09-20 7 $252.24 Union Audit 
Nora Chaplin 2018-09-21 7 $334.09 Union Audit 
David Robertson 2018-09-21 7 $419.73 Union Audit 
Heidi Mummery 2018-09-21 7 $252.24 Union Audit 
David A. Robertson 2018-10-09 8.5 $509.67 Pension Meeting 
Harpinder Sandhu 2018-10-09 7 $367.35 Pension meeting 
Harpinder Sandhu 2018-10-12 8.5 $446.07 CUPE Pension Meeting 
David A. Robertson 2018-10-17 7 $419.73 Bargaining Prep for AGM 
David A. Robertson 2018-10-18 7 $419.73 Bargaining Prep for AGM 



 10 

Jared Melvin 2018-10-18 8.5 $464.57 Bargaining Prep for AGM 
Harpinder Sandhu 2018-10-18 4 $209.92 Bargaining Prep for AGM 
Christina Infanti 2018-10-18 7 $334.09 Bargaining Prep for AGM 
Tina Dhami 2018-10-18 8.5 $374.02 Bargaining Prep for AGM 
Kevin McPhail 2018-10-19 7 $419.73 AGM Education Day 
Kim A. Boyd 2018-10-19 7 $408.02 AGM Education Day 
Nora Chaplin 2018-10-19 7 $334.09 AGM Education Day 
Ron Arnett 2018-10-19 7 $419.73 AGM Education Day 
Paul Mrazek 2018-10-19 7 $419.73 AGM Education Day 
Sheri A. Bullis 2018-10-19 7 $334.09 AGM Education Day 
Joe Barbosa 2018-10-19 7 $334.09 AGM Education Day 
Mandeep Mahanger 2018-10-19 7 $419.73 AGM Education Day 
David A. Robertson 2018-10-19 7 $419.73 AGM Education Day 
Jared Melvin 2018-10-19 7 $382.59 AGM Education Day 
Mark Harris 2018-10-19 7 $334.09 AGM Education Day 
Cesar Aviado 2018-10-19 7 $233.26 AGM Education Day 
Jane Butler 2018-10-19 7 $213.09 AGM Education Day 
Joe Baich 2018-10-19 7 $334.09 AGM Education Day 
Crystal Johnston 2018-10-19 7 $334.09 AGM Education Day 
Harpinder Sandhu 2018-10-19 7 $367.35 AGM Education Day 
Tom O'Brien 2018-10-19 7 $382.59 AGM Education Day 
Mark O'Donnell 2018-10-19 7 $334.09 AGM Education Day 
Christina Infanti 2018-10-19 7 $334.09 AGM Education Day 
Umesh Chand 2018-10-19 7 $334.09 AGM Education Day 
Lydia Palm 2018-10-19 7 $213.09 AGM Education Day 
Jordan Derickson 2018-10-19 7 $308.02 AGM Education Day 
Sarah Jolly 2018-10-19 7 $273.59 AGM Education Day 
Dylan Wells 2018-10-19 7 $334.09 AGM Education Day 
Heidi Mummery 2018-10-19 7 $252.24 AGM Education Day 
Mitchell Kuramoto 2018-10-19 7 $356.77 AGM Education Day 
Becky Olson 2018-10-19 7 $320.79 AGM Education Day 
Tina Dhami 2018-10-19 7 $308.02 AGM Education Day 
Dion Savard 2018-10-19 7 $356.77 AGM Education Day 
Eder Yabut 2018-10-19 7 $213.09 AGM Education Day 
Shannon Brown-John 2018-10-19 7 $283.98 AGM Education Day 
Ruby Bath 2018-10-19 7 $196.46 AGM Education Day 
Christoph Uziel 2018-10-19 7 $308.02 AGM Education Day 
Matthew Filatoff 2018-10-19 7 $252.24 AGM Education Day 
Samuel Lee 2018-10-19 7 $252.24 AGM Education Day 
Peter Sandhu 2018-10-19 7 $295.75 AGM Education Day 
Patricia Love 2018-10-19 7 $232.55 AGM Education Day 
Natalie Cameron 2018-10-19 7 $252.24 AGM Education Day 
Tamanna Hamid 2018-10-19 7 $283.98 AGM Education Day 
Jeff Mullin 2018-10-19 7 $403.01 AGM Education Day 
Jennifer Vincent 2018-10-19 7 $232.55 AGM Education Day 
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Lauren Robinson 2018-10-19 7 $252.24 AGM Education Day 
Nicolaas Hattingh 2018-10-19 7 $215.05 AGM Education Day 
Providence 
Ngirimpuhwe 2018-10-19 7 $283.98 AGM Education Day 
Sarah Davy 2018-10-19 7 $356.77 AGM Education Day 
Leona Bogaert 2018-10-19 7 $233.26 AGM Education Day 
David A. Robertson 2018-11-05 8.5 $518.63 National Sectoral Meeting 
Tina Dhami 2018-11-05 7 $313.43 National Sectoral Meeting 
Tina Dhami 2018-11-05 1.5 $67.16 National Sectoral Meeting 
David A. Robertson 2018-11-06 8.5 $518.63 National Sectoral Meeting 
Tina Dhami 2018-11-06 7 $313.43 National Sectoral Meeting 
Tina Dhami 2018-11-06 1.5 $67.16 National Sectoral Meeting 
David A. Robertson 2018-11-07 8.5 $518.63 National Sectoral Meeting 
Tina Dhami 2018-11-07 7 $313.43 National Sectoral Meeting 
Tina Dhami 2018-11-07 1.5 $67.16 National Sectoral Meeting 
David A. Robertson 2018-11-08 8.5 $518.63 National Sectoral Meeting 
Tina Dhami 2018-11-08 2 $89.55 National Sectoral Meeting 
Tina Dhami 2018-11-08 6.5 $291.04 National Sectoral Meeting 
Harpinder Sandhu 2018-11-16 7 $389.31 Pension Education 
David Robertson 2019-03-19 0.75 $45.76 Union Audit 
Nora Chaplin 2019-03-20 7 $339.96 Trustee Audit 
David Robertson 2019-03-20 7 $427.10 Trustee Audit 
Heidi Palmer 2019-03-20 7 $256.67 Trustee Audit 
Providence 
Ngirimpuhwe 2019-03-20 7 $288.97 Trustee Audit 
David Robertson 2019-04-16 0.75 $46.68 Travel to Vote Count 
Nora Chaplin 2019-04-17 7 $339.96 Vote Count 
David Robertson 2019-04-17 7 $435.65 Vote Count 
Providence 
Ngirimpuhwe 2019-04-17 7 $294.75 Vote Count 
David Robertson 2019-04-29 8.5 $529.00 CUPE BC Convention Committee Work 
David Robertson 2019-04-30 8.5 $529.00 CUPE BC Convention Committee Work 
David Robertson 2019-05-01 8.5 $529.00 CUPE BC Convention 
Ron Arnett 2019-05-01 7.75 $482.32 CUPE BC Convention 
Jared Melvin 2019-05-01 1.5 $85.09 CUPE BC Convention 
Harpinder Sandhu 2019-05-01 4 $226.91 CUPE BC Convention 
Ron Arnett 2019-05-02 7.75 $482.32 CUPE BC Convention 
David Robertson 2019-05-02 8.5 $529.00 CUPE BC Convention 
Jared Melvin 2019-05-02 7 $397.10 CUPE BC Convention 
Harpinder Sandhu 2019-05-02 8.5 $482.19 CUPE BC Convention 
Tina Dhami 2019-05-02 8.5 $388.20 CUPE BC Convention 
Ron Arnett 2019-05-03 7.75 $482.32 CUPE BC Convention 
David Robertson 2019-05-03 8.5 $529.00 CUPE BC Convention 
Jared Melvin 2019-05-03 7 $397.10 CUPE BC Convention 
Harpinder Sandhu 2019-05-03 8.5 $482.19 CUPE BC Convention 
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Tina Dhami 2019-05-03 8.5 $388.20 CUPE BC Convention 
Jane Butler 2019-05-27 7 $221.17 Union Education Conference 
Patricia Love 2019-05-27 7 $212.36 Union Education Conference 
Jane Butler 2019-05-28 7 $221.17 Union Education Conference 
Patricia Love 2019-05-28 7 $212.36 Union Education Conference 
Jane Butler 2019-05-29 7 $221.17 Union Education Conference 
Tina Dhami 2019-05-29 3 $137.01 Lancaster House Workshop 
Patricia Love 2019-05-29 7 $212.36 Union Education Conference 
Kevin McPhail 2019-05-30 7 $435.65 Lancaster House Workshop 
Jane Butler 2019-05-30 7 $221.17 Union Education Conference 
Tina Dhami 2019-05-30 7 $319.70 Lancaster House Workshop 
Patricia Love 2019-05-30 7 $212.36 Union Education Conference 
Jane Butler 2019-05-31 7 $221.17 Union Education Conference 
Patricia Love 2019-05-31 7 $212.36 Union Education Conference 
David Robertson 2019-06-26 1 $62.24 Pension Meeting 
Harpinder Sandhu 2019-06-26 3 $148.61 Pension Meeting 
      $37,693.86   

 

BUDGET VARIANCE EXPLANATIONS 2018 – 2019 
INCOME   
 

  
Members’ Dues ($6,787.48) This is directly dependant on the employer’s payroll. 
Initiation Fees ($440.00)  BCA hired 13 more new members then we estimated. 

Interest Income ($165.00) 
We negotiate the best rates that we can.  Amounts are 
based on timing of investment income and amount of 
money in each account. 

Defense fund 
Interest ($10,861.27)  

I have come to a compromise with Adele this year and 
will report the defense fund interest in this report but 
separately  

AGM Revenue & 
Misc. $40 

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 ($3,284.18) This is directly correlated to the amount of member’s 

dues we receive. 
Per Capita CUPE 
BC ($475.12)  Variance is due to the same reasons as National dues. 

District Council 
Affiliation $743.15 

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 
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included in this amount which can vary depending on our 
involvement level. 

Honoraria $145 
This depends on if all meetings take place with a 
recording secretary and all reps are in place for the entire 
year. 

Payroll Expenses* $11,201.05 

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 ($759.31) 

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.  We 
have begun an overdue refresh of the office printers and 
computers. 

Telephone / 
Communications $404.24 

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

Executive Meetings $2,770.59 

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 often 
piggybacks other meetings onto the executive meeting 
schedule to save travel expenses.  The 1st and 8th 
meetings are done at the conclusion of last year’s AGM 
and on the Thursday evening prior to the 2019 AGM.  
We also moved the meeting to alternative locations to 
take advantage of lower hotel costs.  Not all meetings this 
past year were fully attended. 

Regional Meetings $7,157.41 

Our Constitution requires a minimum of two meetings a 
year in each Region. This is directly related to the 
number of members attending RM and efficiencies found 
in how the NRMs are conducted.  It was expected 
regional meetings would be well attended this year due to 
negotiations, however, this was offset with the transition 
to virtual meetings.  
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Lost Wages $17,306.14 

This covers officers and members if needed for meetings 
or functions not paid for by the employer.  We are in the 
process of reviewing the past years lost wages and if 
there are any that can be charged to National.  Therefore 
this amount is understated and will result in a surplus for 
this coming year.  Difference here are dependent on what 
activity and what is charged by members when attending 
union events.  This year we will be looking at creating a 
more formalized approval process that will clarify what 
can and cannot be charged as lost wages. 

Annual General 
Meeting $3,293.61 

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 $4,754.34  

Six officers attended the CUPE BC Convention in 
Victoria this spring.  We are allowed 6 delegates.  2 
officers attended the CUPE National Sectoral conference 
in Ottawa last fall. We also attended pension conferences.    
This item varies depending on the level of union activity 
which may have been mitigated due to the time spent in 
negotiations. 

Legal and Grievance $12,835.65  Difficult to predict as it is based on the number and 
complexity of the grievances including arbitration costs. 

Executive 
Committees $9,175.72  

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.  This year travel costs were reduced by using 
WebEx and the employer has had fewer formal meetings 
on committees then in the past. 

Trustees $311.69  

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.  Please note that ratification vote 
count expenses were charged to Negotiations. 

Bursary $0.00  

2 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! 



 15 

Education $4,627.92  
This includes the costs of last year’s Education Seminar.  
This account also covers any additional training courses 
to which we had 2 weeklong attendees.  

Negotiations $8,808.13  Difficult to predict as we did not know when negotiations 
would commence or conclude. 

 

SCHEDULE OF ASSETS 2018 
 
INVESTED WITH TERM CERTIFICATE 

NUMBER 
MATURITY 
DATE 

FACE 
VALUE 

Credential Securities 
(Seamark fund -
BALFND) 

N/A Account Code 8365 
N/A $301.728.43 

Credential Securities 
(Seamark (TOTEQU) 

N/A Account Code 8365 N/A $302.513.70 

TOTAL    $604,242.13 
 

CASH ON HAND – AUGUST 31, 2019 
 

Business Chequing Account $159,059.37 
Regular Class ‘A’ Equity Shares $519.69 
Class ‘B’ Equity Shares No Cert. $1,992.24 
High Interest Business Savings $12,891.51 
TOTAL $174,462.81 

 

DEFENSE FUND 2019 
 

Balance as of August 31/2018  $389,798.57 
Portion of interest from 18 Plus 18    $10,861.27 
Balance as of August 31/2019*   $400,659.84 

 
*Invested with Envision Credit Union in an 18month 9 Plus 9 – Business #024 Term Deposit (Nov 21, 2020 Maturity date) 
 
INTRODUCTION OF THE BUDGET – by Brother David Robertson 

BUDGET 2018 / 2019 – page 59 
 
REVENUES 
 

Member Dues $  820,000.00 
Initiation Fees $         250.00 
Interest $    12,000.00 
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AGM Revenue & Misc. $         385.00 
  
TOTAL $ 832,635.00 

 
 
EXPENDITURES 
 

Per Capita National $348,500.00 
Per Capita CUPE BC $  57,400.00 
District Council $    4,500.00 
Honoraria $    8,700.00 
Payroll Expense $  76,000.00 
General Office $  25,000.00 
Telephone/Communications $    7,600.00 
Executive Meetings $   80,000.00 
Regional Meetings $    8,000.00 
Lost Wages $  50,000.00 
Annual General Meeting $  90,000.00 
Conventions and Seminars $  24,000.00 
Legal and Grievance $  20,000.00 
Executive Committees $    5,000.00 
Trustees $    3,500.00 
Bursary $    2,000.00 
Education $  38,000.00 
Negotiations $    1,500.00 
  
TOTAL $849,700.00 
  
Surplus / [Deficit]  <$17,065.00> 

 



 17 

TRUSTEES’ REPORT –by Nora Chaplin, Heidi Palmer and Providence Ngirimpuhwe 

Trustees Nora Chaplin, Heidi Palmer and Providence Ngirimpuhwe have performed our duties in 
accordance with Article VII Section Q-T of our Constitution. 

Please find enclosed the Trustees’ report for the Year End Audit carried out at the Maple Ridge Office 
on October 2, 2019 and finalized on October 21, 2019.  We were able to balance the “Trustee Report” 
to QuickBooks systems including: 

- Income 
- Expenditures 
- Bank Equity 
- Investments Equity 

Upon completion of our Year End audit, we 

- Reviewed policies and processes, and all concerns were addressed by the Sectretary-Treasurer. 
- Updated our Trustee process document 
- Fulfilled our Means and Ways Committee duties with review of 2018-2019 actual and proposed 

2019-2020 budget. 
- Reviewed CUPE 1767 Elections Process document. 

As of August 30, 2019 there are 661 members in good standing and 57 initiations. 

Thank you to David Robertson, our Secretary Treasurer, Adele Zakus, and our Executive for their 
continued commitment to our Union’s financial affairs. 

Respectfully submitted by Nora Chaplin, Heidi Palmer and Providence Ngirimpuhwe, Trustees 
M/S/C that the trustees report be accepted 
 
PRESIDENT’S REPORT – by Jared Melvin 
  
Welcome all from Richmond, where we are meeting on the unceded land of the Musqueam First 
Nation and welcome to our 45 Annual General Meeting. A big thank you to all of you for giving up 
your weekend to participate in our democracy and the running of your union affairs. Speaking of 
running our Union affairs, several of your union executive just attended the national conference, where 
we reviewed constitutional changes, resolutions, heard from all the various committees and listened to 
multiple speakers. It was a long 4.5 days but it was time well spent.  

Before, I go too far into my Presidents report, I would like to take a minute to publicly acknowledge 
three members of our executive that are stepping down this year. Mandeep Mahanger from South 
Fraser is stepping down after nearly eight years on the executive. Ron Arnett is stepping down after his 
second stint for a total of 4 years on the executive representing the Okanagan and Christina Infanti, 
who recently wed her beau, Ben, is stepping down after representing the North Island for three and a 
half years. Please join me in acknowledging the years of service to our local, our members and the 
years of labour they have given. I sincerely appreciate it very much. I would like to acknowledge Sarah 
Davy who hit her one year of service. 

I feel it would be appropriate to acknowledge those who have stepped up and into the voids created by 
the departures on our executive. In the South Lower mainland, Kurtis Williams will be taking 
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Mandeeps place at the end of this AGM, Becky Olson will be replacing Ron in the Okanagan and Eder 
Yabut will be replacing Christina on the island. Again a sincere thank you to each one of you for 
stepping up and helping make our local and workplace a better place to work. I great appreciate your 
time, sacrifices and commitment, thank you. 

I can hardly believe that already another year is over and I am presenting again before membership. 
This has been a long year. From the AGM, into bargaining, conclusion of bargaining and a very close 
pass, to changes coming in the business, it feels like the year barely began and in reality we are at the 
end. 

For those of you who don’t know me, who might be attending for the first time, I work at the Uptown 
office, working as a business consultant under the organizations auditor. I have been employed at BC 
Assessment since 2003, first as a temporary employee, and was finally hired on permanently in 2006. 
My permanent hire date reflects my second temporary hiring back in May of 2005. When it comes to 
the perils of temporary employment, I know all too well, the struggle and anxiety this brings, after 
living it for three and a half years before I became permanent. 

Like many others at our executive table, I became active as the result of other activists and problems 
that I had seen in the workplace. I have always wanted to leave the union a better place than when I 
started. I hope that whenever my time comes to an end, the local is in a better position than when I 
started. Which really, I think is all our hopes, to leave this world, our employment, whatever it may be 
better than when we first started.  

Year in a Review 

Bargaining 

What a year. Almost immediately after last year’s contractual review, the bargaining committee met 
and with the employer’s approval spent one week in Victoria, pulling together a bargaining proposal 
for the Employer based on everyone’s feedback. Then in early December we met with the Employer 
for 2 days where each side presented their bargaining proposals to the other side. This was when the 
Employer first informed us they were going to be giving notice to remove parking in the New Year. 
Then in early January we started meeting for a week at a time, every two weeks.  

Bargaining is a very time consuming process and this round was no different with respect to an 
incredible amount of time and labour. However, it should be noted that this year, we changed the 
process rather drastically though it might not have looked like that from the outside. The Employer 
does not usually give us a week to do pre work and prepare our proposals. In the past we started writing 
our proposals when we met the Employer. This is one of the main reasons why bargaining was a 
quicker process this year than before.  

We certainly learned that we should have shared more along the way, while the previous round I felt 
we overshared, this time I feel could have shared more along the way so that when we announced the 
tentative deal, members wouldn’t have been quite as surprised. 

I would like to point out as well, that somewhere along the way, people seemed to forget that we were 
dealing with the Employer and that it was the Employer that wouldn’t give us everything we had asked 
for, and that they restricted our ability to get a better deal. Ultimately in bargaining, we want to move 
the needle as much as we can for as many people as we can, and we feel that though there was 
opposition to the deal, we were able to get our members good deal, especially considering the PSEC 
mandate we were bargaining in, where the mandate was set and we operated as best as we could in that 
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mandate. Bargaining is an incredible experience and we had an awesome team. As I have learned from 
previous rounds, bargaining ultimately presents itself as both an awesome yet at times painful 
experience. I am glad for all your feedback and grateful that we do not have to go through this for well, 
two more years and then we will be right back at it.  

Job Evaluation 

Another source of much anxiety this year has been the review and update of the admin series of jobs. 
Yes, it is true that early last year we approached the employer and asked them to review the admin jobs 
particularly the lead and PIA II and PIA I. We had heard for some time of the amount of additional 
work being placed in the jobs and we asked the employer to investigate and update the jobs accordingly 
so our members could be paid appropriately.  

This action came out of receiving many queries and concerns from administrative members and we 
took action to ensure that members were being paid appropriately.  

The ultimate outcome of this review was not at all what we had wanted for us who elevated the issue to 
deal with the changing expectations and workload and painful to those that work in our administrative 
roles.  

We continue to pursue your concerns as they are raised to us. Paul Mrazek has been doing a fantastic 
job reaching out to our admin and trying to re-establish the Admin/PIC committee to elevate your 
concerns. In order to take action, we must hear from you exactly what has changed, what new tasks 
have been added to your job, what was taken away and what you feel could change to better utilize 
your time. I have informed the Employer we are doing this, not to cause issues, rather to resolve them, 
to pursue the concerns raised and to ascertain what has happened and the validity to the concerns. Only 
then can we see a positive resolve. However, in spite of us reaching out, to date we have received very 
little feedback as to what has changed, and where the issues lie. Please support us, as we cannot help 
you if you do not help us when we reach out to document your concerns. We cannot promise any 
positive financial impact for you, though, we can promise that we will represent you to the best of our 
abilities.  

Board Chair 

As you will be aware if you read my presidents report, I meet with the board chair on a monthly basis. I 
was fortunate enough to have extended an invitation and our chair came out to our last executive 
meeting and spent just under an hour with us, discussing our local and discovering more about who we 
are and how we operate.  

Next month, there is a scheduled board meeting where I will be meeting with the entire board doing a 
presentation on our local. I will be discussing our history, our current state and where we see us going. 
It is my dream/desire to make this a routine exercise for our local to get before the board. I want to 
ensure that in the future we are invited, maybe twice a year or quarterly to go before the board and 
share our insights on issues and aspects of our workplace, labour and opportunities. Building a strong 
relationship will be critical for the future, when there is a change in governance that we still go before 
the board, even if they are all appointed by a different political party. We want to make sure that our 
voice is consistently heard regardless of who is in charge.  

NDP 

So, why do unions always seem to support the NDP and why you might ask yourself after noticing that 
myself, Harp and Kevin are involved so much with the party, are we involved with the NDP? A quick 
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history lesson for those of you who do not know or might care to learn. The NDP was formed in 1961 
out of a merger of the Cooperative Commonwealth Federation and the Canadian Labour Congress. 
Amazingly enough the CCF was founded some 29 years before in Calgary. The CCF aimed to fix the 
ills of the labourer and the farmer following the great depression and remained until the merger to 
create the NDP in 1961. During the cold war there was concerns of communist leanings in the CCF, 
forcing the party to move to a more moderate position called the Winnipeg declaration. The party was 
the working persons party and, in many ways, remains that to this very day. 

The NDP is the party commonly more aligned with labour, us. I am aware many people in our union do 
not vote NDP and I for one would never and could never tell you whom to vote for though I might have 
a suggestion if you asked. I appreciate the different views of our membership and enjoy reading 
differing views that our membership presents with respect to politics. For those of us active in the 
Union, who find ourselves volunteering with the NDP it is as it is the party that is more socially 
responsible and in support of the working person. It is for these reasons that the Union movement 
routinely supports and promotes the NDP. 

Neoliberalism 

And so, moving on from the NDP, what is Neoliberalism. It is a failed economic policy that has led us 
to much of our misery now, where we end up debating the merits of tax cuts to stimulate the economy 
while there are individuals now, so obscenely wealthy we barely can conceive that our government’s 
desire to believe the rich will stimulate the economy have caused all of our economic woes. I find it 
terribly ironic that we want to vote for right leaning parties advocating tax cuts while we are paid from 
the public purse and depend on people to pay taxes to be paid ourselves.  

As we are paid from the public purse, an argument to lower taxes is essentially cutting off our nose to 
spite our face. With less revenue the right wing government’s end up needing to cut serves to balance 
the books. It becomes an endless game, chasing our tails while the connected sit on the outside watch 
us fight over table scraps when we could simply take a place at the table. Hence Neoliberalism, a set of 
economic policies that became really popular about 25 years ago which leads to wealth build up and 
economic servitude to those that have less. Now the market rules, particularly a free market, with cuts 
to social services, further hindering the poor, while de-regulating markets cutting protections to the 
environment and safety on the workplace. We see huge levels of privatization, selling publicly owned 
assets for short term gain but epically failing on the long term and striving to completely eliminate the 
social good or the concept of community.  

What have I learned? Trickle-down economics is complete garbage, the wealth do not stimulate the 
economy, rather, they move capital to ensure they pay less while the working pay, pay more and more 
for services their parents would have never dreamed of paying for.  

As a point of reference, in 1950, federally Canada’s top tax bracket for people making over 200,000 
was 90%. Today, in 2019, you pay 33% of taxable income over 210,371. Yet, people are making more 
than ever. If you think cutting taxes on the wealthiest is going to help, give your head a shake, it has 
destroyed our economy and placed many in complete economic servitude to a system rigged against us, 
leaving us to constantly petition the government for more money to keep up, all the while, we are 
starving the treasury, which allows the government to correctly reply, there is no money, as there isn’t 
because we elected people to make that fictitious decision for us.  

But it is best I stop here before people think I am lecturing. 

2019 Federal Election 
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As I write this on the 18th of October, I have no idea what is going to happen on the 21st. I voted early, 
and I am hoping for a large change. I am heartened as an NDPer that there is a swell of support for 
Jagmeet. I sincerely hope that at best they will form government, but I am also a realist and know that 
this is quite improbable so I love the idea of the NDP working with other progressive or somewhat 
progressive parties to make a better future for all of us.  

Exceptionally good things have happened in Canada’s past the last time the NDP formed a minority 
government with the Liberal party. In the 1960s working with the NDP, Pearson’s Liberals put in place 
a bounty of progressive programs and initiatives, including universal coverage of hospitalization and 
Medicare, the Canada and Quebec Pension Plans, the Canada Assistance Plan, the Canada Student 
Loans program, official bilingualism, the Maple Leaf flag and ground-breaking labour legislation that 
pioneered the 40-hour work week.  

Minority governments with differing opinions usually produce better results. For myself, further proof 
that proportional representation is the way forward. Forcing people with different viewpoints to work 
together will always create better solutions. It is one of the reasons why unions advocate for diversity 
and inclusion. The more we unite and work as unionists with all our different experiences, culture, 
languages, and experiences to name a few, we will always produce better results.  

Future 

So, here I am now, at the close of this report thinking about the future. This upcoming year and beyond. 
We are rolling out IasWorld as our main platform for valuation that the majority of members here 
today will be using for the foreseeable future. This is one of many big changes coming. I anticipate that 
the amount of change you have had over the last few years is the least amount you are going to have 
had. I know my role, who I report to, stuff going on at uptown, there are so many changes all the time, 
it is as though it never slows down 

Thinking of technology and changes coming to our organization I think to some large changes in the 
US. On September 27th of this year, the FDIC, the federal reserve and the office of the controller agreed 
to increase the threshold for requiring an appraisal in the US from 250,000 to 400,000. A machine 
generated value for 400,000 or less will suffice. What is startling about this, is that I believe by some 
estimates this covers 75 to 80% of all residential homes in America that will no longer require a 
residential appraisal to get a mortgage. These are huge impacts to our profession. How it will end up 
impacting BC Assessment and the jobs we do, I am not sure. However, I am confident that while 
technology has impacts on labour, your Union will continue to be there to protect and create good 
paying jobs, that the membership is engaged in doing, enjoys coming to work and in general feels they 
add value. 

I suppose I will leave it at that, I want to thank you for the past year, and I look forward to the next. 
Thank you for giving up your weekend and thank you for being engaged in your Union. 

In solidarity, Jared Melvin, President 
M/S/C that the Presidents report be accepted 
 

Break 10:06am – 10:28am 
 
FIRST OF TABLE OFFICERS AND ONE TRUSTEE – by Tina Dhami 
 
Position of President  -Christina Infant nominated Jared Melvin  
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Position of Vice-President -Kevin McPhail nominated Harpinder Sandhu as Vice-President 
 
Position of Secretary-Treasurer -Dan McElheron nominated David Robertson as  

Secretary-Treasurer 
 
Position of Trustee – 3-year term -Kurtis Williams nominated Nora Chaplin as Trustee 
 
Position of Grievance Officer  -Sam Lee nominated Kevin McPhail as Grievance Officer 
 
First call of Nominations is closed 
 
NATIONAL CONVENTION REPORT- by Sarah Davy 

This year, five members of our Local Executive were able and honoured to attend the biennial CUPE 
National Convention in Montreal from Oct 7th to 11th to represent our union. Based on our Local’s size, 
we were allowed to send four voting delegates (Jared, Harp, Paul, and Sarah), and we sent one alternate 
(non-voting) delegate, Tina. The convention saw a total of 2,093 delegates from 713 different Locals in 
various sectors across the country. About 400 of the delegates were from BC, and the other largest 
groups represented were Ontario and Quebec. The week’s agenda included hearing reports from the 
CUPE President and Secretary-Treasurer as well as many committees and working groups, elections 
for all national elected positions, discussion/debate and voting on many Constitutional Amendments 
and Resolutions, speeches by various Canadian and international guest speakers, and an address by 
Jagmeet Singh, Leader of the Federal NDP. 
 
We found it quite exciting to hear about CUPE National’s progress over the last two years. CUPE 
National President, Mark Hancock, reported that we’ve seen consistent growth in adding new Locals, 
with an average of 1,000 new CUPE National members per month, and we recently surpassed 700,000 
members across Canada. In addition, the Secretary-Treasurer, Charles Fleury, reported that we have a 
growing strike fund of approximately $100 million. In the not so distant past, that strike fund was non-
existent so this is a step in the right direction. Both Mark Hancock and Charles Fleury were re-elected 
in their roles during the convention. 
 
In addition to electing the President and Secretary-Treasurer, we elected all of the General Vice 
Presidents, Division Vice Presidents, and two Trustees. We also voted on many Constitutional 
Amendments and Resolutions. Most of them were adopted fairly easily, but there were a few that were 
confrontational and/or were defeated. The most confrontational amendment was C15, which would 
have increased the number of Diversity Vice Presidents from 2 to 5. Right now, the 2 Diversity VPs 
represent Indigenous workers and racialized workers. This amendment would have added a VP 
representing each of these groups: LGBTQ2+ workers, women, and workers with disabilities. A similar 
amendment has been defeated at two previous National Conventions and it was defeated once again, 
which caused a lot of upset on the convention floor. Constitutional amendments require a 2/3rds 
majority to pass, and the convention was split approximately 50/50.  
 
A resolution was submitted in reaction to the Diversity VP amendment being voted down at convention 
multiple times. R28 would have allowed members from the following committees – Women, Young 
Workers, LGBTQ2+, Persons with Disabilities – to be invited to a National Executive Board meeting 
at least once a year. Many delegates on the floor found this resolution to be offensive, watered-down, 
and/or too vague. While adding the three additional Diversity VPs would have given a vote to a 
representative of each equity-seeking group, this resolution would just allow a representative from each 
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group to attend a meeting as a guest. Delegates who were pro-C15 were primarily anti-R28 as they 
didn’t want to “settle for less”. This resolution was also defeated. 
 
In positive news for diversity and inclusion, Amendment C4 was adopted and it allows every local to 
send an additional voting delegate to the National Convention who self-identifies as a member of one 
of the following communities: Indigenous, LGBTQ2+, racialized, women, workers with disabilities, 
and young workers. Although C15 and R28 were both voted down, this amendment will move towards 
allowing greater diversity and representation for equity-seeking groups, starting at the convention floor.  
 
There were a few very significant Constitutional Amendments adopted without much confrontation. 
One was to increase the number of Trustees from 2 to 5 to allow representation from more geographic 
areas. Two had to do with elections: one was to allow electronic voting rather than secret ballot 
(allowing elections to be completed much more efficiently, the same way they are done at CUPE BC 
Convention), and the other was to allow all Vice Presidents (General, Regional, and Diversity) to be 
elected in their specific caucuses rather than requiring everyone at the convention to vote on these. For 
reference, an example of how it previously worked was that the Regional Vice President for BC was 
voted on at our BC Caucus but according to the Constitution, they had to be elected by majority vote of 
ALL convention delegates so someone had to nominate the “Caucus choice” for Regional Vice 
President for BC, and then everyone (including people from all other provinces) had to vote for them to 
be elected. There were also several resolutions passed that will see CUPE National lobbying the federal 
government for better childcare, more holistic universal Medicare (including dental, vision, mental 
health, etc.), improved housing for people with disabilities, sustainable long term care housing, etc. and 
creating campaigns for awareness on various other topics of importance to CUPE members. 
 
Another interesting agenda item was our address from Jagmeet Singh, Leader of the Federal New 
Democratic Party. CUPE National is a strong supporter of the NDP, and encouraged all members to 
vote for Jagmeet Singh as the next Prime Minister in the upcoming election. Jagmeet addressed the 
convention for just about an hour. You can watch his full address on YouTube here: 
https://www.youtube.com/watch?v=uhzJNdi-6rI. In summary, he talked us through a lot of his values 
and his platform including: 

- Universal dental care (available in 2020 to families making less than $70K, available to everyone else 
within 4 year term) 

- Universal pharmacare 
- Senior care standards (write into the Canadian Health Care Act so standards are protected from future 

governments) 
- 50,000 new units of social housing across Canada 
- Fighting privatization and expanding public services 
- Stop under taxing top earners (not paying their fair share, using tax havens) 
- Increase taxes for those earning more than $4 million/year 
- Climate action (300,000 jobs in renewable energy, retrofitting homes) 
- Federal electoral reform 
- Meaningful indigenous reconciliation 
- Fixing the poisoned water supply in Grassy Narrows First Nation 
- Not supporting a Conservative minority government 

Overall, we had a positive experience at CUPE National and came away feeling more informed and 
energized. If you'd like to have a look at any of the Convention reports and materials, please let us 
know as we have paper copies and most of the reports should also be online at CUPE.ca. 
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In solidarity, Sarah Davy 

On behalf of the attendees: Jared Melvin, Harpinder Sandhu, Paul Mrazek, Tina Dhami 
 
UNIONS AND LABOUR MOVEMENTS IN CANADA HOW YOUR RIGHTS AND BENEFITS 
CAME ABOUT- by Paul Mrazek 
 
While attending the National Convention and listening to some of the speakers, I realized that many 
members, myself included, may not know much about the what unions have fought for and how many 
of our rights and benefits came about.   
Labour movement in Canada has a long history of improving workers’ everyday lives. 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. 
Here are some of the rights workers and unions have fought for and won that are enjoyed by all 
Canadian workers today.   

• 8 hour workday 
• weekends off 
• minimum wages 
• overtime pay 
• pensions 
• health benefits 
• unemployment insurance 
• workplace safety standards 
• maternity and parental leave 
• vacation pay 
• diversity and inclusion 
• gender pay equity 
• protection from discrimination and harassment 

 

Today, unions work hard every day to protect the rights we’ve won, and to win new rights for all 
workers. We are social unions, focused not just on the gains we can make in bargaining, but the gains 
we can make for society as a whole, like fighting to end child labour, or to win workers compensation, 
public pensions and social programs that help people keep working, like health care and child care. 

There are many labour movements we can refer to in Canada.  The following are some of the major 
movements that resulted in some of the worker rights we have today. 
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The Toronto Typographical Union goes on strike on March 25 over its demands for a nine-hour 
workday.  
They worked 10-12 hour work days 6 days a week  
100 Toronto Typographical workers walked off the job.  Union activity was a criminal act at that time 
April 15, 10,000 city laborer’s supported and joined them at the Queens Park rally 
Union Leaders met with the Prime Minister and demanded an end to union activity being a criminal 
offence. 
The striking workers won the 54 hour workweek and better wages 
The 54 hour workweek became a demand in union workplaces 
1872, Trade Union Act was enacted which legalized and protected unions 
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Male	garment	workers	had	been	paid	65	cents	per	coat.	Now	they	were	being	asked	to	do	more	tasks	with	
no	extra	compensation	and	the	women	who	had	done	them	previously	would	go	unpaid.	

Eaton’s	refused	to	negotiate	with	a	union,	and	they	locked	out	65	men.		

1,000	other	workers	joined	them	in	the	streets,	many	of	whom	were	women.	

Despite	widespread	anti-Semitism,	the	predominantly	Jewish	garment	workers	organized	a	successful	
boycott	against	Eaton’s	–	one	Yiddish	slogan	used	by	strikers	translated	as:		“We	will	not	take	morsels	of	
bread	from	our	sisters’	mouths.”	

The	strike	gained	popular	support,	bringing	2,000	people	to	a	rally	on	March	23rd	and	represented	a	
move	towards	breaking	down	divisions	across	lines	of	gender	and	ethnicity.	
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• Building and Metal trade workers wanted higher wages, collective bargaining, better working 

conditions 
• After talks broke down they walked off the job 
• They were supported by other private and public sector workers including police, firefighters, postal 

worker, and others 
• More than 30,000 workers walked off the job 
• Only 12,000 were union workers 
• The strike sparked unionism and activism across the country.  Other general strikes to support 

Winnipeg broke out from British Columbia to Nova Scotia 
• This strike helped lead to collective bargaining rights, union activists becoming members of City 

Council, Manitoba Legislature, and the House of Commons, and the Cooperative Commonwealth 
Federation was formed which led to the NDP. 

• The Working Class was now positioned in government 
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1940	-	The	Birth	of	Unemployment	Insurance	
 

 

During	the	economic	depression	of	1929-39,	young,	unemployed	men	had	to	work	in	government	work	
camps	for	paltry	wages	in	isolated	locations.	

In	pursuit	of	a	living	wage,	workers	in	Vancouver	abandoned	the	camps,	launching	a	strike.	After	striking	
for	two	months	with	no	relief	in	sight,	they	took	their	case	directly	to	Ottawa,	travelling	by	rail	and	on	foot.	
This	journey	became	known	as	the	‘On	to	Ottawa’	

The	trek	was	stopped	by	the	RCMP	on	orders	from	Ottawa	and	after	rioting	and	arrests	of	union	leaders,	
the	strike	ended.	Mackenzie	King’s	Liberals	won	the	next	election	and	legislated	against	the	repressive	
conservative	government,	abolishing	the	camps.	

This	epic	strike	and	trip	captured	the	hearts	and	minds	of	Canadians	leading	to	the	start	of	unemployment	
insurance	in	1940.		
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1965:	Canadian	Union	of	Postal	Workers	
 

\  

The	Canadian	Union	of	Postal	Workers	wanted	the	right	to	bargain	collectively,	the	right	to	strike,	higher	
wages	and	better	management.		

They	defied	government	policies	and	staged	an	illegal,	country-wide	strike.		

It	lasted	two	weeks	and	ended	with	the	government	extending	collective	bargaining	rights	to	the	entire	
public	service,	although	some	workers,	such	as	the	RCMP	and	the	military,	were	excluded	 	
	 	 	 	

1960s	-	Industrial	Safety	Act	
Exploitation	of	workers	–	especially	immigrants	–	was	widespread.		

Many	lived	in	fear	of	deportation,	and	were	forced	to	work	in	very	unsafe	working	conditions.		

On	March	17,	1960,	five	Italian	immigrant	workers	were	killed	when	a	fire	broke	out	in	the	tunnel	they	
were	working	in.		The	conditions	were	not	safe	and	they	were	trapped.		.	The	floor	was	not	built	properly,	
so	when	water	was	finally	poured	in	to	fight	fire,	a	torrential	flood	of	mud	buried	the	men	alive.	They	died	
of	carbon	monoxide	poisoning	and	suffocation	from	inhaling	smoke,	sand	and	water.	

Unions	led	the	fight	to	get	the	government	to	take	workplace	health	and	safety	seriously,	leading	to	the	
passing	of	the	Industrial	Safety	Act.	

The	act	was	the	foundation	of	the	Canada	Labour	(Safety)	Code	that	passed	later	that	decade	and	sets	out	
laws	and	regulations	for	the	safety	of	workers	in	Canada.		

Occupational Health Act, Saskatchewan, 1972 
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Saskatchewan passes the Occupational Health Act.  The act makes health and safety the joint 
responsibility of management and workers and sets the framework for future legislation, enshrining 
three important rights for workers: 

• The right to know about hazards and dangers in the workplace. 
• The right to participate in health and safety issues through a workplace committee. 
• The right to refuse unsafe work. 

The	act	is	still	in	existence	today,	making	health	and	safety	the	joint	responsibility	of	management	and	
workers.		

Unions	fought	hard	to	give	Canadians	these	rights	and	fight	hard	every	day	to	keep	forcing	employers	to	
fulfill	their	obligations	to	keep	workers	safe.	

1981 Postal Strike 

 

Before	maternity	leave,	a	new	mother	had	to	quit	work	or	return	to	work	quickly	if	her	family	depended	
on	her	income.	

In	1971,	the	federal	government	introduced	limited	15	weeks	of	paid	maternity	leave	in	at	66%	of	a	
mother’s	previous	salary.	

Unions	began	negotiating	longer	paid	maternity	leave	with	higher	levels	of	benefits.	

Unions	also	began	negotiating	guarantees	that	women	could	return	at	the	same	pay	to	the	jobs	they	held	
before	their	maternity	leave.	

The	labour	movement	pushed	for	changes	to	make	maternity	leave	more	accessible,	not	only	in	
legislation,	but	also	by	bargaining	better	paid	maternity	leave	for	its	members.		

A	successful	42-day	strike,	the	Canadian	Union	of	Postal	Workers	won	postal	workers	across	Canada	17	
weeks	of	paid	maternity	leave	–	a	concept	which	consequently	became	mainstream	throughout	the	
country.	
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CUPW	National	Representative	Marion	Pollack	said	“It’s	really	a	fundamental	principle	in	terms	of	
equality	and	in	terms	of	the	future	of	the	society.	We	needed	to	address	in	our	collective	agreement	the	
fact	that	women	who	decided	to	have	children	were	being	financially	penalized	for	having	children.”	

 

 

May	9,	1992.		Twenty-six	miners	were	killed	by	an	explosion	at	the	Westray	Mine	in	Plymouth,	Nova	
Scotia.		

This	preventable	tragedy	provoked	outrage	across	the	country	as	a	public	inquiry	blamed	management,	
bureaucrats	and	provincial	politicians.	

Thanks	to	efforts	by	the	labour	movement,	notably	the	United	Steelworkers,	and	the	families	of	those	
killed	in	the	explosion,	the	federal	government	bent	to	pressure	and	introduced	Bill	C-45.	

Also	called	“The	Westray	Bill,”	C-45	created	a	legal	duty	for	those	who	“direct	the	work	of	others”	to	
ensure	the	safety	of	all	workers	and	members	of	the	public.		

It	also	established	new	sections	of	the	Criminal	Code	under	which	corporations	and	their	managers	can	be	
charged	criminally	for	negligence.	

2015 – Supreme Court Constitutionalizes Canadian 
Workers Right to Strike  
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The Supreme Court of Canada has declared the right to strike to be fundamental and protected by the 
Constitution, thus handing organized labour its second stunning victory this month. 

The	5-2	ruling	has	wide	implications	across	Canada	for	governments	that	limit	the	right	of	public-sector	
workers	and	others	to	strike.	

Following	a	ruling	that	said	Mounties	and	other	Canadian	workers	have	the	right	to	unionize	to	protect	
their	interests,	the	court	has	revolutionized	Canadian	labour	law.	

	

What does your Union do for you? 
Today, approximately 30% of workers in Canada are union members.  Unions have benefited the 
working conditions of workers in the private and public sectors, both union and non-union.  All 
employees have basic workers’ rights as defined in the Employee Standards Act.   
Why are our rights and benefits better than Employee Standards Act?   
Because unions have bargained for better rights and benefits.   

• We have better vacation, maternity leave, parental leave, paid sick days, long term disability, pension, 
paid bereavement days, extended medical and dental, etc.  

Our union continues to fight to keep these rights and benefits for our members and also works towards 
not letting our benefits fall behind, not letting the employer strip away benefits, ensure the employer 
gives the members what they are entitled to, and lobbies government for worker and social issues. 
Over the past years our local has supported our members in the areas of: 

• Bargaining 
• Wage Increases 
• Better Healthcare 
• Flexible Work Schedules 
• Implementation of Telework 
• Pressure Employer for Technology to allow more Telework 
• More overtime being paid 
• Getting members OT when the employer ignored members working late 
• Denial of Medical 
• Denial of Bereavement Entitlement 
• Denial of Domestic Emergency 
• Denial of Household Emergency 
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• Denial of Mileage 
• Denial of Overtime 
• Denial of Sick Leave 
• Denial of Telework 
• Duty to Accommodate 
• Wrongful Dismissal  
• Excessive Discipline 
• Holding Employer accountable in Posting Positions 
• Working outside of Job Description 

Because	of	unions,	public	service	workers	in	Canada	have	decent	pay,	benefits	and	pensions.	But	they	had	
to	fight	to	win	those	gains.	

I	hope	this	helps	our	members	in	recognizing	the	value	of	unions	and	our	local,	and	the	rights	and	benefits	
we	have.			

In closing, I would like to read from part of Chris Aivalis’s 2018 Globe and Mail article: 

 
 
That is a short history of the labour movement in Canada and how unions have helped us achieve many 
of our worker rights and benefits.  We should all be proud to be part of a union. 
 
In solidarity and Union Proud, Paul Mrazek 
 
Motion to move Constitutional And Policy Committees to after lunch 
M/S/C 
 
EDUCATION COMMITTEE REPORT – by Sarah Davy, David Robertson, Paul Mrazek, Mandeep 
Mahanger and Christina Infanti  
 
This year, the Education Committee was able to send two attendees to the CUPE BC Spring Weeklong 
School at the end of May. Trish Love (Alt Area Rep) from Dawson Creek and Jane Butler (Area Rep) 
from Nelson travelled to Kamloops to attend workshops throughout the week in order to enhance their 
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stewardship skills. Both enjoyed and recommended the training. If you have any interest in attending 
CUPE stewardship training in the next year, please get in touch with the Education Committee directly 
or through your Area Rep/Regional Director. 
 
The Education Committee also arranged the pre-AGM Education Day on Friday (Oct 25th). The course 
was Human Rights in the Workplace and was facilitated by Conni Kilfoil. Conni worked as a Labour 
Lawyer for 28 years before retiring in 2012 to continue working as a mediator, speaker, and policy 
consultant. We had 50 delegates attend the workshop, and as usual it was great to get people from all 
over the province attending and contributing their perspective to the variety of topics. We thank Conni 
for an excellent workshop and look forward to hopefully working with her again in the future! 
 
Another educational opportunity for our Executive was the CUPE National Convention in Montreal a 
couple weeks ago. Our Local was able to send five Executive Board Members: Jared, Harp, Paul, Tina, 
and myself, Sarah. Though the weeklong convention is essentially CUPE's parliament (we were mainly 
there to vote on various Constitutional Amendments and Resolutions, and elect the Executive) and not 
a workshop or training session, I found it to be a great learning opportunity for getting exposure to how 
CUPE functions at a national level as well as the variety of concerns and priorities of Locals across the 
country. 
 
We're looking forward to a lot more educational opportunities for our union members in the coming 
year as we'll be seeing a budget increase of about $13,000. We have many new union stewards this 
year including Area Reps and Alternates all over the province and three first-time Regional Directors! 
(Two of our other RDs are new as of last year as well.) It is a very important year to afford 
opportunities to those members and leaders who want to solidify their stewardship skills so we can 
continue to have a high-functioning Local. I've said it once and I'll say it again: if you're looking for 
training, please reach out to myself or another member of the committee. 
 
With the increase of our budget, it will be especially important that the Education Committee is able to 
allocate our funds wisely and in the best interest of the union as a whole. This year, the committee will 
be looking into establishing clear expectations for processing any atypical education requests with the 
intent to tie a benefit of any proposed education to our Local. 
 
In Solidarity, Sarah Davy, Chair 
M/S/C that the Education Report be accepted 
 
BURSARY COMMITTEE REPORT – by Sarah Davy, David Robertson, Paul Mrazek, Mandeep 
Mahanger and Christina Infanti  
 
We reviewed our Bursary Application Form this year to ensure there were clear expectations for 
financial need being one of the judging criteria. The call for applications went out at the beginning of 
June with a deadline of June 30th. We received seven excellent applications, and from those, we 
awarded two bursaries of $1,000 to Kitana Sivananthan and Jacob Johnson. Kitana was also the 
recipient of the 2019 Mick Currie Award for superior volunteerism. We wish the bursary recipients and 
all applicants the very best in their studies this year. 
 
In Solidarity, Sarah Davy, Chair 
M/S/C that the Bursary Report be accepted 
 
AGM COMMITTEE ANNOUNCEMENTS – by David Robertson 
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-tonight’s dinner will be at Minoru room, $35 per guest, covered for delegates. 
-eating options are the food court in the mall across the street, hotel restaurant and other nearby 
restaurants 
-Please scan any receipts you receive after the AGM and send to the union office 
-Missing one of the equality sheets, if you have it please drop off at the back 
-green clean option at the hotel – don’t do it as it reduces the hours that hotel cleaning staff get 
 
Adjourned for lunch – 12:04pm 
 
Call to order - 1:20pm 
 
CREDENTIALS COMMITTEE REPORT – by Mark Hilker 
 
73 total delegates including: 
56 voting delegates 
3 Table Officers 
1 Grievance Officer 
7 Regional Directors 
3 Trustees 
3 non-voting delegates 
1 Office Manager  
M/S/C 
 
CONSITUTIONAL AMENDMENTS – by Constitution committee 
CA-1 
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CA-1 was moved, seconded and carried 
 
CA2 
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Motion by 
Kevin McPhail to remove ‘not’ from point 9 

M/S/C 
CA-2 was moved, seconded and carried as amended 
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CA-3 

 
CA-3 was moved, seconded and carried 
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CA-4 
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CA4 was moved, seconded and defeated 
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CA-5 
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CA-5 is presented but already taken care of and therefore not seconded. 
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CA-6 

 
CA-6 was moved, seconded and carried 
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POLICY RESOLUTIONS – by Policy committee 
 
PR-1 

 
PR-1 was moved, seconded and carried 
Policy Resolution dated Oct 4, 2018 ruled invalid as written on a Contractual Amendment form. (replaced by PR-1) 
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PR-2 

 
PR-2 was moved, seconded and carried 
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PR-3 

 
 
PR-3 was moved, seconded and carried 
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PR-4 

 
PR-4 was moved, seconded and defeated 
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PR-5 

 
PR-5 was withdrawn by Kevin McPhail 
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WELLNESS COMMITTEE REPORT – by Tina Dhami, Jared Melvin, Paul Mrazek, Christina Infanti, 
Sarah Davy and Tom O’Brien 
 
What a busy year this has been, not only with the changes to sick leave benefits but what feels like an 
increasing number of members requiring sick time off from work for various illnesses.  This trend has 
been very worrisome and something we continue to talk to the employer about, as with increasing 
workloads, changes, and external factors, this number will continue to grow.  But don’t worry, your 
wellness committee is always here to support you!  Thank you to Jared, Paul, Sarah, Christina, and 
Tom for the continued support of our members and of each other.  We have leaned on one another 
more than a few times, and if it wasn’t for you I probably would not be sitting here. 
 
One of the substantial gains in bargaining this year was the change to sick leave benefits.  Coverage for 
short-term leave has been extended from 60 days to 120 at 100% of your pay for the first 60 days and 
75% of your pay for the second 60 days.  If after this period you qualify for LTD, you will receive 75% 
of your pay for a maximum of two years.  Another gain for sick leave was the addition of two sick days 
for temporary staff after a month of service until the four-month mark when they are eligible for 
regular sick leave.  Although, we wanted to see more days and access to them immediately, this has 
helped some of our temporary staff by not having to forfeit earned time off or not have to come to work 
sick. 
 
For those of you who were here last year or read last year’s report, you may recall a resolution to create 
a joint wellness committee with the employer was passed.  However, you will not see this committee 
just yet.  The employer expressed concerns around confidentiality and potentially breaching their 
obligations to protecting privacy and we are working with them to determine what we want to see 
going forward.  The current process we have in place has continued to allow us to support our members 
as necessary information is passed on through Jennifer Lowry or our members are advised to contact 
us.  In the future, we would like to explore the possibility of combing the Health and Safety Committee 
with the Wellness Committee. Stay tuned! 
 
Earlier this year, Kevin and I had the opportunity to attend a Lancaster House skills training on the 
topic of “Psychological Health at Work: Meeting legal obligations, providing effective support”.  The 
panel consisted of two psychiatrists and legal representation for both the employer and the union, 
which allowed for well-rounded discussion on the topic.  The impact of workload, stress, duty to 
accommodate and duty to inquire were some of the topics of discussion.  What resonated most with me 
was discussion on case law that has heavily shifted the onus on the employee to prove they are eligible 
to receive sick leave benefits.  Lately, we have had to file several grievances when sick leave has been 
denied, but this has usually not been the fault of the member but the fault of their doctor for not 
providing sufficient information or not having time to adequately meet with their patients.  I have seen 
the impacts and stress this causes members and why I cannot stress enough the importance of 
contacting your rep or a member of this committee to talk about what information the employer 
requires prior to attending your appointment.   
 
Guidelines on the type of medical information that might reasonably be required in accommodation 
requests for longer-term disabilities have been established through case law in previous arbitrations.  
The following set of guidelines where outlined in United Nurses of Alberta, Local 33 v. Capital Health 
Authority [2006]: 
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1. Nature of the illness.  For example, “degenerative disc in the neck,” “blood disorder” or “abdominal 
surgery.” 

2. Permanent or temporary. Is the illness or condition likely to stay the same, improve, or worsen over 
time? If the illness or condition is likely to improve, what is the estimated time frame for improvement 
to occur? 

3. Restrictions and limitations.  In as much detail as possible, what the employee can do and what the 
employee cannot do in relation to their current job duties and possible alternative duties. 

4. How the medical conclusions were reached. Were diagnostic or other objective tests performed or was 
most information self-reported? For example, were x-rays taken? The results of the x-rays and the x-
rays themselves do not necessarily have to be provided nor do clinical notes have to be provided. 

5. Treatment or medication.  Any treatment or medication that might impact the accommodation or the 
employee’s ability to perform his or her job should be disclosed. 

 
Your Doctor’s Certificate can be sent directly to HR (peopleleave.management@bcassessment.ca) and 
does not have to be sent to your supervisor or manager. 
 
Who has regularly been attending the Homewood Health sessions? I have been to most myself and they 
appear to have not been well attended.  I encourage you all to take the opportunity to attend as many as 
you can, the more conversation we partake in can only help reduce the stigma of mental health 
illnesses.  Going forward, I will recommend the employer send out meeting invites for each meeting as 
we all know, if it isn’t in your calendar, it will most likely be missed. 
  
Earlier this year, Adele set up a designated phone number for the committee that will be directed to the 
wellness chair through our CUPE office.  If you ever have any questions, need clarification, or need to 
talk please reach out at 604-467-5611.   
  
Be kind to one another. (Yes, I stole that from Ellen DeGeneres). 
 
Tina Dhami, Chair 
M/S/C that the Wellness report be accepted 
 
 
TECH CHANGE COMMITTEE REPORT – by Paul Mrazek, Mandeep Mahanger, Dion Savard 
 
This year Cupe 1767 now has its own server.  Thanks to Adele Zakus and Dave Robertson for all your 
work and getting this done.  Adele and Dave researched the various options and companies out there to 
ensure we went down the right path and our choice would meet our needs.  Pro Net Communications 
Incorporated was selected and Adele has worked closely with them.  We now have many of our files on 
our Cloud Server.  Executive members and committees’ members can now access files and documents 
whenever they need and it eliminates having multiple versions of documents in their own files and 
email.   
 
Electronic Voting has been used again this year for Area, Alternate, and Regional positions for both 
nominations and voting.  The Kootenay Regions has used electronic voting for two years now.  They 
moved away from One Feather Electronic Voting and used Election Buddy this year.  It does take some 
work with having to collect and enter members email addresses into the voting system, but once done 
you are good to go on as many elections you need to run.  Election Buddy is free for up to 20 voters, 
and then $19 USD for up to 350 voters.  The employers WebEx system can still be used for meetings 
for those that can’t attend in person.  We do encourage in person meetings, but for some of the regions 
like the Kootenays or the North, WebEx and Electronic Voting are a great way to go. 
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Nominations and the Election Process.  Elections can be done in person by paper ballot or with 
electronic voting.  One method should be selected, using both or a hybrid should not be done.  If 
electronic voting is used, we recommend Election Buddy as we have used it and it works well.  The 
process and timelines around nominations opening and closing and the vote are included in Article VIII 
of our Constitution.  
 
Cameras.  The testing of the Geo-Cameras was not successful.  The company is looking other 
solutions, but the good news is it looks like our staff will be taking the pictures. 
 
Phone System.  The current phone system does not work for our needs and limits the admin staff from 
teleworking more.  We have been told the company is looking into soft phones and cloud phone 
technology.  We have not heard much on where this is at for quite some time now and dates as to when 
a new system may be implemented. 
 
NextGen.  Sounds like it is on track and will be implemented in the spring.  More staff are involved 
now with training, testing, developing tools and reports.  It is a much different look than valueBC.  
Some things we will like and some we won’t, but I’m sure we will figure it out.  Thus far what we have 
seen are some demos of where to view some information and inputting some data.  Now as more staff 
are starting to test and work with the system and we are hearing concerns.  
 

• Rate Codes are not as easily distinguishable as to what jurisdiction or neighbourhood they are 
for. 

• Setting Rates, the system can’t allow all the appraisers to work in the system at the same time, 
thus a modelling team has been created.   

• Sketch system sounds like it is inferior as we won’t be uploading building areas from our 
sketches.  Looks like there will be more touches when adding buildings 

• Handheld.  Will there be a handheld? 
 

Appraisers are still concerned with what the appraiser job will look like going forward.   This was a 
concern as we were informed of the modelling team and that they will be setting the res and strata rates 
this year.  Well now it is happening, and in the first year of it happening, it sounds like the appraisers 
are involved as we are working out some bugs and figuring out the whole process.  Will this change as 
the bugs are fixed and the process is figured out?  Will the appraisers have less work in this area 
moving forward.  I think we will have to see how this year finishes up before that is clear. 
 
However, with the employer wanting to implement artificial intelligence, machine learning, and 
looking for other ways of streamlining appraiser work, the union has expressed concerns about 
appraisal jobs decreasing.  The employer has said numerous times that they see this as an opportunity 
for appraisers to do more complex work, not decrease appraisal jobs.  This however has not alleviated 
the appraiser’s concerns, as when asked what that work will look like, management has not been able 
to answer what more complex work is or will.  This unanswered question along with modeling and the 
SDC position leave the appraisers feeling uneasy.   
 
There is newly formed joint management labour committee.  The Digital Evolution Technology 
Change Committee (DETCC).  This committee consists of Harp Sandhu, Paul Mrazek, and Mandeep 
Mahanger on the Union side, and Lori Wallis, Dave Mohammed, and Brad Lane for the Employer.  We 
will be having our second meeting shortly.  This is a great opportunity for management and your union 
to discuss technology concerns, issues, ideas, and opportunities.   There are so many various teams and 
departments that are affected by technology and now there is a committee you can reach out to for your 
concerns, issues, and ideas.   
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Members, lease keep us informed and up to date on technology in your team. 
 
Yours in solidarity, Paul Mrazek, Chair 
M/S/C that the Tech Change report be accepted. 
 
Motion to move the 2nd and 3rd call of nominations to now. 
M/S/C 
 
SECOND AND FINAL CALL FOR NOMINATION OF TABLE OFFICERS AND ONE TRUSTEE – 
by Tina Dhami 
 
Position of President - Sam Lee nominated Harp Sandhu 
 - Mandeep Mahanger nominated Paul Mrazek 
 
Paul declined nomination 
Harp declined nomination 
Jared Accepted nomination and was acclaimed as President 

 
Position of Vice-President -Sarah Davy nominated Tom O’Brien 
 
Tom Accepted nomination 
Harp Accepted nomination 
 
Position of Secretary-Treasurer - no further nominations for Secretary-Treasurer 
 
David Accepted nomination and was acclaimed as Secretary-Treasurer 
 
Position of Trustee – 3 year term -Crystal Johnston nominated Lisa Cragg 
 
Lisa Accepted nomination 
Nora Accepted nomination 
 
Position of Grievance Officer  -Sam Lee nominated Harp Sandhu 
 
Harp declined nomination 
Kevin Accepted nomination and was acclaimed as Grievance Officer 
 
Nominations are closed.  Elections for Vice President and Trustee to occur on Sunday morning. 
 
 
FLEXIBLE WORK COMMITTEE- by Christina Infanti, Ron Arnett, Harpinder Sandhu and Crystal 
Johnston 
 
Over the last year we have gone from being the Joint Telework Committee to becoming the Joint 
Flexible Work Committee. The purpose of this committee is to work on matters relating to flexible 
work by researching best practices, identifying benefits to the organization and employees, and 
reviewing flexible workplace changes. Our goal is to identify options that will enhance workplace 
flexibility. 
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There is a lot of work to be done with this committee. We have had two meetings thus far as the new 
committee. One specific topic we have discussed is the engagement survey results pertaining to 
flexibility. This has given us some measures to work with including number of telework days across 
each team/region and a better understating of the demographics utilizing our flexible work options. 

When flexible work was first rolled out, an “operational requirements” document was filled out 
by each office/region/team. I have asked our Regional Directors to do some research and dig up 
what the norms are of each region, office and team. I have got some great feedback which will be 
discussed at our next meeting. It gives us a great starting point to work from and shows how 
much work we need to do.   
 
We have discussed the importance of communication and having a “no surprise” approach. We 
want to see what is working well and why. We also what to see what is not working and why. Our 
goal is to make flexibility more seamless and create a culture where flexibility enhances ones 
work life, not be a detriment.  
 
Flexible work agreements change as work changes and team members, managers and supervisors 
change. Expectations should be discussed as needed, and teams should work together to create a 
culture around flexibility. The more we can show how seamless flexibility can be, the more the 
culture will grow and the organization will embrace.  
 
I know a large factor that is holding flexibility back is our current technology. This has been 
brought up in the committee a few times already and the committee will continue to push for the 
technology enhancements required to gain more flexibility to all our groups in the organization. 
 
In our last meeting, something that stuck with me was a discussion around fairness. A question 
was posed regarding the case by case approach. When allowing one person certain flexibility over 
another, it may be a situational circumstance due to that individual’s knowledge base or certain 
position requirements. How do we communicate this effectively so that these circumstances are 
seen as fair? We are all very intelligent people and I believe that a conversation about a situation 
that may not feel right would help alleviate any issues that may arise. What seems reasonable 
usually is once explained. However, when a situation still does not seem reasonable, even after 
some explanation, please bring it up to your Area Reps, Regional Directors, and/or this committee 
to work through together. These are the examples that we hope to make better.  
 
Let us continue to support one another and create a culture that results in a positive, flexible work 
environment. 

In Solidarity, Christina Infanti, Chair 
M/S/C that the Flexible Work Committee report be accepted. 
 
Motion to consider late Constitutional and Policy amendments to Sunday 
M/S/C 
 
AGM COMMITTEE ANNOUNCEMENTS – by David Robertson 
-send electronic expenses and receipts ASAP 
-dinner is at Minoru D 
-check out is noon tomorrow 
-admin/pic meeting with Paul at adjournment 
 
Adjourned – 5:15pm 
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Call to order – 9:08am Sunday Oct 27 
 
CREDENTIALS COMMITTEE REPORT – by Mark Hilker 
 
71 total delegates including: 
54 voting delegates 
3 Table Officers 
1 Grievance officer 
7 Regional Directors 
3 Trustees 
3 non-voting delegates  
1 Office Manager  
M/S/C 
 
OH&S REPORT – by Christina Infanti, Mandeep Mahanger and Stephanie Vielle 
 
This committee meets four times a year. In each of our meetings, we go through any issues we read in 
the local OHS meeting minutes, current WorkSafeBC Claims, Safety Returns, Violent Incident 
Reports, and any policy or procedure documents the committee is currently working on or needs to 
discuss regarding Occupational Health and Safety. 
 
We are governed by WorkSafeBC regulations. When we notice something is not being carried out as 
required through WorkSafeBC, we work on options and best practice.  
 
As a committee, we discuss communication that needs to go out to our members, management, and our 
local OHS committees. We have sent out communication regarding the requirements of posting the 
local OHS minutes, requirements of Local OHS committee member training, workplace inspections, 
First Aid Attendant Requirements, Bullying and Harassment, etc. 
  
Over the past year, we have been reviewing and working on documents including the Check In/Out 
corporate procedure and the Workplace Violence Prevention Policy and Procedure document. We have 
worked on topics including the First Aid Attendance, the Wellness Initiative, Safety Gear, light issues, 
heating issues, new ICBC rules for driving fleet vehicles, first aid boxes, company vehicle tires, and 
computer battery issues. 
 
When an issue is brought forward through local office area reports or concerns from members, this 
committee reviews the issue and comes up with a solution. We also do our best to give you timely 
information / advice, including information on wildfires, winter driving safety, and the importance of 
moving your body. 
 
As local union elections have now been completed and there may be new area reps, alternate reps, or 
regional directors that are on the local OHS committee. Please follow the WorkSafeBC required 
training regulation. WorkSafeBC requirements stipulate that all joint committee members selected on 
or after April 3, 2017 must receive eight hours of training and instruction on the following topics: 
 

• The duties and functions of a joint committee 
• The rules of procedure of the joint committee 
• The requirements around conducting incident investigations 
• The requirements around conducting regular workplace inspections, and how to make regular 

inspections 
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• The requirements around responding to a refusal of unsafe work 
• The requirements for annually evaluating the joint committee 

 
Please speak to your committee and make sure that you get enrolled into the required training. For 
those committee members that have satisfied these requirements, each joint committee member is 
entitled to eight hours of leave per year to attend occupational health and safety training courses. Please 
make sure this is discussed at your Local OHS meetings and any interested OHS training are brought 
forward.  
 
In WorkSafeBC’s September Newsletter, WorkSafeBC raised awareness around Asbestos in homes 
built prior to 1990. “Asbestos exposure was the contributing factor in 47 work-related deaths in 2018, 
or about 36 percent of all work-related deaths in the year.” 
 
 
As per the article, Asbestos can be found in more than 3,000 common building materials, such as: vinyl 
and linoleum flooring, stucco, loose-blown insulation, roof felt shingles, drywall mud, incandescent 
light fixture backings, and deck under-sheeting. 
 
Asbestos, if disturbed, can release asbestos fibres into the air. These airborne asbestos fibres can then 
be breathed in, leading to serious health problems, including lung diseases and cancer. The most 
common way to be exposed to asbestos is by unsafe practices during demolition and renovation of 
homes and buildings. 
 
Please be mindful when inspecting renovations or doing your own renovations, as I know how much 
we all love to work on home renovations.  
 
That is all for now. As always, watch out for each other and for your own health. Especially during the 
busy time these next few busy months.  
 
In Solidarity, Christina Infanti, Chair 
M/S/C that the OH&S Report be accepted. 
 
POLITICAL ACTION REPORT- by Ron Arnett, Sarah Davy, Harpinder Sandhu 
 
The most recent polls for Monday’s federal election indicate a dead heat between the Conservatives 
and the liberals. The NDP and Jagmeet Singh have greatly improved their standings since the 
beginning of the election due to the strong showings by Singh at the leaders debates, having come out 
on top by most accounts in the actual debates, however it remains to be seen whether this will translate 
to a strong showing at the ballot box. The campaign has certainly been one of the nastier ones in 
memory, with the leading parties using scare tactics on vote splitting in an attempt to sway voters on 
the fence. Monday night shall be interesting to say the least. 
 
Locally, the provincial NDP are continuing along without a lot of disruptions while the liberals 
continue to deal with skeletons of the past including the ICBC scandal and the scandal concerning the 
legislature clerk and the Sargent at Arms. The fallout from this is far from over as the Speaker of the 
House seems intent on getting to the bottom of all wrongdoings completed by these two.  
 
On the final note, as I have stated before, please ensure that you vote as many before have given their 
lives to ensure that we do in fact have the ability to exercise our democratic rights and democratically 
elect our leaders.  
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In solidarity, Ron Arnett, Chair 
M/S/C that the Political Action Report be accepted. 
 
PENSION REPORT – by Harpinder Sandhu and David Robertson 
 
The pension activity outlined in this report encompasses the Public Service Pension Plan Advisory 
Committee and the work as a Board Trustee 
 
BCI, the investment agent for our pension plan has published the latest Responsible Investing 
Newsletter that focuses on the topic of Governance.   
 
BCI’s core purpose is to help clients, and beneficiaries build their future by ensuring long-term returns 
are generated from the assets within BCI’s portfolios. Preference is to invest directly into companies so 
that we can have greater influence over the company’s strategic direction, and thereby help drive long-
term value for our clients. As an active investor with a seat on the board, BCI gains a deeper oversight 
of a company’s operations and can push for best practices and reporting that is aligned with our 
interests. 
 
The Public Service Pension Plan Advisory Committee meeting was held May 2019. The group of 
unions that represent the committee meets bi-annually to discuss pension issues and elect two of the 
seven union appointed board trustees. The meeting resulted in the election of Troy Clifford, president 
of CUPE 473 BC Ambulance and Paramedics. 
 
Pension increase for service between 2006 and 2018 
How the value of your lifetime pension is increasing for service you earned between 2006 and 2018. 
 
A future boost to your pension for past service will be explained here. Your lifetime pension is the 
pension payable to you for your lifetime. The money you and your employer contributed when you 
were working plus investment earnings is used in a formula that calculates how much you will earn 
monthly once you retire. Your pension is guaranteed for the rest of your life; you will never have to 
worry about it running out. And depending on the option you choose at retirement, payment may also 
continue on to your spouse or beneficiaries. A lifetime pension does not include the bridge benefit or a 
temporary annuity. 
 
To understand why your lifetime pension is increasing, let’s go back to April 2006. 
 
April 2006 This was the first year BC’s Public Service Pension Plan contribution rates increased by 
a substantial amount. Back then, the anticipated rate of return on the plan’s investments was lower than 
expected. So, if you have pensionable service between 2006 and 2018, you paid higher contribution 
rates than other plan members in previous years. 
 
December 2017 After the plan’s 2017 valuation results were finalized, your trustees reported the 
plan was sustainably funded, with a $1.9 billion surplus. They decided to use part of the surplus funds 
to address the plan’s equity for past contributions. 
 
March 2018 Your plan trustees announced some good news: If you have pensionable service 
between April 1, 2006 and March 31, 2018, inclusive, your lifetime pension will increase. This change 
will take effect on October 1, 2019. 
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As of May 30, 2019, the BC government added two new types of leave to the Employment Standards 
Act (ESA). 
 
What this means for you? If an employee who is a plan member chooses to purchase service for one of 
these leaves, the ESA will continue to require that the employer pay their portion of the cost. The new 
leaves reflect greater compassion for individuals and their families in the following two situations: 
Critical illness or injury; Domestic or sexual violence. 
 
A second temporary annuity option will soon be available 
As of November 10, 2019, a second temporary annuity (TA) option is available, the half temporary 
annuity, available to plan members. It will give them greater flexibility in how they can supplement 
pension income before age 65. 
 
The half TA 
A temporary annuity is like borrowing against the lifetime pension—it’s a temporary monthly payment 
that provides more retirement income before age 65 in exchange for a lower lifetime pension. The new 
half temporary annuity option will allow plan members to receive half the amount they would normally 
receive from the full temporary annuity, until age 65 or death. 
 
Members who elect the temporary annuity option may choose either the full or the half temporary 
annuity, provided that their lifetime pension supports the cost. 
 
Pension estimators in My Account updated 
The pension estimators in My Account have been updated to reflect the past-service pension 
improvement for service from April 1, 2006 to March 31, 2018. Members can sign in to My Account 
and create estimates that reflect the plan changes announced in April 2018: 

- Use the personalized pension estimator to run and save multiple estimates with a pension 
effective date of October 1, 2019, or later, to see the plan changes reflected in their estimates 

- Use the personalized cost estimator to see how buying service might increase their future 
monthly pension payments 
 

I encourage members to visit the plan website for details about plan changes and to sign in to My 
Account for all their personalized pension needs. 
 
To update our membership on my latest activities as pension trustee. As of July 2019, I was appointed 
as Alternate Trustee to the Municipal Pension Plan Board by CUPE BC for the remainder of the term 
for departing CUPE BC Secretary Treasurer Trevor Davies. This is an interim assignment till the end 
of December 2020. There is no direct negative impact on my role as Public Service Pension Plan 
trustee. It does add more workload and I have arranged greater flexibility from my manager to 
accommodate. Additionally, I have received positive feedback from PSPP trustees as this allows for 
our board to build a bridge with MPP which does not participate in the shared services model between 
PSPP, Teachers and College plans. In particular on the investment side for responsible investment and 
asset allocation. As of yet, I have not attended any MPP board meetings but attended my first 
Investment Committee meeting on October 2nd, 2019. 
 
- On August 20th, I attended the Canadian Capital Stewardship Network inaugural meeting in 
Vancouver. Pension trustees across Canada were invited to help create a new union focused network. 
Which supports the coordination of union capital deployment. Ensuring that we are collectively aware 
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of emerging worker rights issues in relation to our pension investments. Once the network is set up and 
running there will be further information available. 
 
- UN PRI in Person 2019, I attended the Principles of Responsible Investment organization sponsored 
by the UN which held its annual conference this September. This is my second time attending. At this 
conference the focus was largely on climate change and the investment opportunities within a green 
economy and just transition. Many of the presentation were encouraging but I spent most of my time 
there questioning presenters from around the world on why progress has been limited. PSPP is now a 
signatory to UNPRI as of June 2019 and I will be on the newly formed committee for one year to 
ensure the reporting procedures are implemented without disruption to the pension secretariat. 
 
- CWC, I also attended my first Committee for Workers Capital Conference the two days prior to PRI 
event. The organization hosted a consortium of global unions with a strong contingent from Australia, 
Canada, US and Europe.  I was invited to present on the "Gig Economy" at the OECD Headquarters. 
My research in this field influenced material where I focused on Unethical Business Practices by these 
firms and Unethical professional practices by their employees. For example, if you are an activist or 
politician trying to combat their global expansion then these multinational firms will download a 
different version of the software onto your personal phone that shows a totally different user 
experience. Thus manipulating your personal experience with the company which is entirely false. 
Therefore you can be marginalized reducing any negative criticism of these companies. It was well 
received and I was consequently invited to the global union Amazon Strategy session to combat the 
growing negative influence on worker rights. The strategy outcome should be published in the near 
future. 
 
- UN PRI Western North America Steering Committee. For the past four years I have been 
volunteering my time on this committee as the only member from PSPP. Helping develop content, 
presentations and speakers lists focused on responsible investment issues on the west coast of North 
America. The committee holds annual events that are switched between British Columbia and the 
western US states. The next event is on October 24th, 2019 in Los Angeles, it was just recently 
announced and I have added the link below. I have been actively involved in setting up the Affordable 
Housing session for this with PRI. The goal is to shed light on investment opportunities to build social 
housing in resolving the housing crisis experienced throughout this region. Utilizing experience writing 
affordable housing policy papers as policy director for the AffordableBC housing campaign.  
 
On October 15th I visited the new BCI office for the first time as part of a tour I arranged for the 
PSPPAC. 
 
In Solidarity, Harpinder Sandhu (PSPP Trustee), Chair 
M/S/C that the Pension Report be accepted 
 
Motion to have elections now 
M/S/C 
 
CREDENTIALS COMMITTEE REPORT – by Mark Hilker 
 
70 total delegates including: 
53 voting delegates 
3 Table Officers 
1 Grievance officer 
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7 Regional Directors 
3 Trustees 
3 non-voting delegates  
1 Office Manager  
M/S/C 
 
Election for Vice President 
Speech by Tom O’Brien 
Speech by Harpinder Sandhu 
Harpinder Sandhu elected as Vice President 
 
Election for Trustee 
Speech by Lisa Cragg 
Speech by Nora Chaplin 
Nora Chaplin elected as Trustee 

 
Motion to destroy the ballots by Heidi Palmer 
M/S/C 
 
COMMUNICATIONS COMMITTEE REPORT- by Mandeep Mahanger, Ron Arnett and Sarah Davy 
 
Welcome to the Canadian Union of Public Employees Local 1767 2019 Annual General Meeting. As a 
union member, it is important to ensure you are informed about what is happening in the World, North 
America, Canada, and British Columbia not only for the current events but most importantly on the 
labour front. Change is constant and we have become accustom to adapting our work lives around new 
and innovative approaches to doing our jobs.  
 
The recent lower mainland reorganization was another example of changes we faced this year, a bold 
approach in how we do our jobs. While this new structure has posed some challenges and skepticism 
from our member’s it seems to have settled down with the support of individual members stepping up 
and ensuring a smooth transition to their new roles and responsibilities and have embraced the 
challenges. Ultimately, the results of everyone’s hard work will not be apparent until next year, once 
we have completed the 2020 Assessment cycle and have time to analyze the metrics achieved.  
 
In this past year we have ratified a new collective agreement all with the intent to improve our working 
conditions, opportunities and pay and benefits. The results of the ratification vote were the topic of a lot 
of conversations and discussions around the water cooler. We can all be proud of the fact that we were 
able to come together as a local and move forward with the results. Although the results were 
disheartening that we did not achieve a clear mandate from our membership, we did get through it 
together with our 700 plus member’s in a democratic ratification vote. As a strong and democratic 
union, CUPE 1767 is committed to improving the quality of life for our members. Women and men 
working together to form local unions built CUPE. They did so to have a stronger voice a collective 
voice in their workplace and in society as a whole. We do different jobs that require different skills. We 
are diverse from all sorts of backgrounds in all corners of the Province. But we’re connected by a 
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common purpose, together we’ve fought for the things that matter most and we should celebrate our 
accomplishments. BIG THANK YOU to all our Members and Union Staff. 
 
Information overload, repetitive reporting out and the same old story again, again. The Communication 
Committee has struggled to bring you relevant, timely information, but we have realized that in this day 
with the internet and social media it has become difficult to get out breaking news and content. Most 
topics are covered in depth by other committees who are more informed and part of the discussions and 
negotiations. In light of these facts, the Executive has discussed our committee structure and will bring 
forward some proposed changes for the upcoming year. If these resolutions are supported by you this 
weekend we will dissolve this committee and report. You will still have the CUPE website, Facebook, 
Twitter and the Union Reports as information sources and remember to reach out your union officers 
(They get Lonely  J ). 
 
In Solidarity, Mandeep Mahanger, Chair 
M/S/C that the Communications Report be accepted. 
 
JOB EVALUATION COMMITTEE – by Harpinder Sandhu, Jared Melvin, David Robertson, Mandeep 
Mahanger 

 
The joint job evaluation committee met on January 30th, 2019. We were tasked with evaluating five 
jobs in total. The jobs included: 
 
•       Supervisor, Administrative Services 
•       Team Leader, Administrative Services 
•       Assessment Administrator 
•       Lead Technical Web Analyst 
•       Continuous Improvement Consultant 
•       Lead Product Analyst 
 
There have been many questions raised about the Administration series of jobs that were evaluated in 
January. One item of confusion is the assumption it was a part of the bargaining process. This is not 
true as the job evaluation process occurs independent of bargaining. The confusion arose due to it 
happening between bargaining sessions this year.  
 
The second item of concern has been the union’s role in determining the job description. All job 
descriptions are written by the employer. The employer holds the right to outline what work is required 
for any job. The joint job evaluation committee is where the union works with the employer to score 
the job based on a set of provincially designated parameters that considers all aspects of a job. The 
scoring system includes various factors and each factor outlines specific areas of job quality. We jointly 
come to an agreement based on this system following discussion and debate. 
 
The third item of concern has been the rush to include feedback from staff via a survey during roll 
close. Most staff did not have appropriate time to dedicate to this process. The additional feedback 
from members was received and forwarded to the People Division prior to the job description rewrite. 
The concerns were also discussed and raised during the joint evaluation process. There still remains 
many outstanding duties that are not included in the new jobs and we have been pressuring the 
employer to consider these. The next step is for affected members to highlight the additional duties in 
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their job that are not included or go over and above their level of work assignment. If a collective of 
members can band together to compile a set of regular assignments outside of their current job 
description (keeping in mind it should be related to the overall quality and complexity of the work not 
specific duties) then we can continue building our case against the employer. Please keep your local 
union reps informed of this along with your regional director. 
 
The Senior Data Collector role has been created by the employer. The job was reviewed by the Joint 
Job Evaluation committee. The main purpose of this position is to enhance the ability to maintain 
BCA’s data standards and improve assessment quality. The job is to be created for the provincial Data 
Maintenance team, supervising those collecting data at a coordinated level. 
  
The primary functions of the Senior Data Collector include: lead and develop a team of Data 
Collectors; ensure adherence to work standards and procedures; and review work quality.   
The role also includes collecting property data for assigned property types and performing 
administrative functions to support the production of the annual assessment roll. 
  
This is a permanent position at Grid 7 of the bargaining unit salary schedule, which is at the same level 
as Appraiser I’s. The benefit of this is the creation of another work options between the two roles. 
Senior Data Collectors will typically report to Senior Appraisers.  
  
 
The Senior Assessment Administrator role has been created by the employer. The job is bargaining unit 
work reviewed by the Joint Job Evaluation committee. The employer has opened the job description up 
for further comment. Currently we have no objections regarding the outline. If there is any feedback 
from the members who have now accepted employment under this job title we are willing to provide 
their feedback to the employer. The outline for the job is summarized as follows: 
 
The Senior Assessment Administrator delivers planning, research, business analysis, solution design, 
implementation/technology support and client/customer support services for the Assessment/Customer 
Division.  This position translates business needs into effective and responsive systems, and provides 
related documentation, advice and support to the Department. 
 
The ITS Vendor Licensing Coordinator position was created prior to this summer by the employer. The 
job has not yet been finalized by the review process. The ITS Vendor Licensing Support Coordinator 
supports and manages agreements for software, hardware assets, application services, and products 
across the organization that are provided by ITS. This includes monitoring technology spending, 
invoicing, managing a repository of software/hardware licenses and/or fees, and issuing Requests for 
Proposal, Requests for Quote, and Invitations to Bid. The position will work to ensure asset licensing 
and product/service contracts are effectively managed to ensure compliance with the agreements and 
renewal cycles.  The position is also responsible to provide support for the IT Department in the areas 
of budget and forecasting (Capital and Operating) preparation and providing written reports to 
Management. 
 
The Senior Assessment Administrator role was created by the employer prior to this summer. The job 
is bargaining unit work reviewed by the Joint Job Evaluation committee. The employer has opened the 
job description up for discussion. We are still discussing the details of this job. Currently we have no 
objections regarding the outline. If there is any feedback from the members who have now accepted 
employment under this job title we are willing to provide their feedback to the employer. The outline 
for the job is summarized as follows: 
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As reported in July, the Senior Assessment Administrator delivers planning, research, business 
analysis, solution design, implementation/technology support and client/customer support services for 
the Assessment/Customer Division.  This position translates business needs into effective and 
responsive systems, and provides related documentation, advice and support to the Department. 
 
New for the JEC committee is the Website Content Coordinator who creates user-friendly, accessible, 
searchable and adaptive web content. This involves researching, developing and writing online content 
for BC Assessment’s internal and external websites ensuring content creates a great user experience 
and is consistent with design guidelines and web standards. 
This position is required to work with clients to align web activities with business planning processes 
and communication strategies in order to conceive, refine and produce innovative online media and 
materials that meets user needs. 
The Website Content Coordinator is familiar with Content Management Systems and can train 
employees to become confident content authors who can create high quality web pages. They are 
expected to collaborate with different divisions to enhance website functionality and develop ways to 
effectively meet customer needs. 
 
As our jobs are constantly changing and evolving us as members must remain vigilant in understanding 
the job evaluation process, how it works and how we can assist our union in advocating for possible 
changes. Jobs are ultimately created by the employer but jointly evaluated. The accuracy of how the 
employer writes new jobs is where we interject to ensure legitimacy. In the future, with more 
automation we should focus on higher value work for higher pay and more complex tasks to safeguard 
employment.  
 
Submitted by, Harpinder Sandhu, Chair 
M/S/C that the Job Evaluation Report be accepted. 
 
JOINT LABOUR RELATIONS COMMITTEE – by David Robertson, Jared Melvin, Harpinder 
Sandhu, Tina Dhami and Paul Mrazek 
 
This past year we only met with the employer on 2 occasions.  This is typical for negotiation years as 
we do not meet during active negotiations. 
 
June 20th, 2019 
Union items 

-What is the policy for when overnight stays occur around the province when on travel for 
work? 
-Parking update at difference offices 
-Lower mainland restructuring (how is success of this initiative measured?) 
-Lower mainland restructuring and the loss of flexibility 
-Facilities update – future of offices 
-Williams Lake – closing counters! 
-Contracting out in ITS 
-Contracting out language and the requirement of notes.  How does the union know it is being 
applied? 
-Update on UCCX replacement 
-Organizational vision- Senior Data Collector 
-Financial update 
-IasWorld update 
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-Modelling update 
 
Management items 

-2019 Engagement results 
-Optimization Initiatives 
-Change risk 2020 

 
September 24, 2019 
Union items 

-Automatic Conversion from temp to perm 
-Admin Workload 
-Special Leave Day – Article 24.01 
-Telework – specifically in the lower mainland 
 

Management items 
-Engagement Survey Results 
-Change Survey Results 
-Budget Update 
 

By David Robertson 
M/S/C that the Joint Labour Relations Report be accepted. 
 
Oath of office read by those who were elected this past fall- by Ron Arnett 
 
ADMIN/PIC COMMITTEE REPORT – by Paul Mrazek, Sarah Davy and Ellery Bone 
 
It has been another active year for the Admin/PIC Committee primarily on the Admin side of things.  
There are still concerns of Admin working outside of the job description doing appraisal work.  New 
concerns this year are: 

• Timing of Admin Job Description rewrite 
• The New Admin Job Descriptions 
• Elimination of the OS position and that work being downloaded to the TL’s and subsequently TL work 

to the AA’s.   
• Poor communication of the OS wage freeze. 

The concern about admin members working outside their job description doing appraisal work was a 
concern brought to the union a couple of years ago from admin members.  We have communicated to 
management that appraisal work should be done by the appraisers not downloaded to the lower wage 
earner.  Admin can do some of that work, and if so, the job description should be redone and admin 
paid for doing that work.  If it affects the value it is most likely appraisal work.  If admin members 
have concerns or are unsure if a task is admin or appraisal, please contact a committee member. 
 
New Concerns: 
 
Let me take you through a review of the year since the last AGM. 

November 2018.   

• Because of concerns over the last two years about the admin job descriptions not reflecting the actual 
work being done, the job descriptions were reviewed.   

• We were not happy with the timing that the draft JD was delivered to admin for review and the amount 
of time admin was given for input.   
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• Not too happy about the rewrite itself either.  

Here is the timing of how it was rolled out. 

• The job descriptions draft was released at the end of the day on Nov 28, 2018.   Poorly timed as it 
coincided with roll close.   

• Feedback was due by 4 pm Friday, Dec 7, 2018, the day after roll close!   
• This was a very short timeframe to provide feedback given the extremely busy time of year.   
• Also, very difficult as many admin staff were off that Friday, Dec 7.   
• North admin received an extension to Dec 10.  One day as Dec 8 and 9 were the weekend. 
• Maybe they didn’t want your input! 
• The job descriptions were signed off in January 2019.   

The 2019 TL JD is now much broader that the 2017 JD.  The 2017 is longer and more detailed.  2019 is 
shorter and vague.  Wonder why the new JD is very broad and not as detailed? 

January 2019 

• I am informed that the OS position in the field offices is being eliminated and the OS’s will be going on 
to other work.  I am told the TL job will not be changing. 

o Hmm.  Who is going to do the OS work in the offices? 
o Why didn’t they include the OS work in the TL JD? 
o I guess they don’t want to pay you more? 
o Looks like they want TL’s to do the OS work for no increase pay. 

§ That answers the question above.  The TL JD is broad so that the TL can do the TL and 
OS work for one salary, and at the TL wage. 

• The OS wage is frozen after the JD review.   

February 2019  

• Union is told that Management will communicate the freeze to the OS’s at that time. 

May 2019 

• Management communicates the wage freeze to the OS’s.  This is after the Collective Agreement is 
ratified.  How is that for transparency, good communication, and no surprises?  This may have affected 
how some members voted. 

June 2019 
• The committee starts hearing from TL’s that they are now doing OS work.   
• We met with management.  We were told the TL job is not changing, but the proportions of work that 

they do will change.   
• So, they are still doing Admin work, and they are doing more higher-level work that the OS’s did, and 

the pay remains the same.  Hmm!   
• Management told the committee they wanted to wait and see how the job evolves over the next 6 months 

and they are willing to reopen JD and re-evaluate. 
• Brought up the decrease in Admin Engagement scores to Management.   

o TL’s went from 72 in 2015 to 77 in 2017 to 44 in 2019.  Ouch!  Huge red flag.   
o The Admin staff went from 64 in 2015, to 65 in 2017 to 60 in 2019.  Not as severe a drop as the 

TL position but a significant drop still.  From 2015 to 2017 a slight increase and engagement 
was reasonable.   

o Why the drop in 2019?  The TL’s can’t be happy about the OS’s not being replaced.  But the 
rest of the Admin dropped as well, maybe all the admin restructuring over the last few years is 
not working. 

• Management said they were not sure.   
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o Maybe the current model and structure is not working?  Hmm! 

July 2019 

• Committee reported out to members looking for examples of working outside of JD or new work coming 
your way. 

August 2019 

• The JD’s are nowhere to be found on the company website.  You would think that after the JD’s were 
signed off in January, they would have been posted on the website for staff to access.   

• Pretty hard to see if the new work you are doing is outside of the JD when the new JD is nowhere to be 
found.  Hmm!   

• Union member gets HR to post the JD’s. 
• Communicated to management that we are asking admin members for examples of working outside of 

the JD or new work they are doing since the elimination of the OS.  Union will go to management if 
there are concerns about work outside of the JD or if we feel the pay grid needs review. 

September 2019 

• Once again, communicated to management that we are asking admin members for examples of working 
outside of the JD or new work they are doing since the elimination of the OS.  We will be reviewing it 
and if we think there is a case, we don’t want to wait 6 months for a review. 

• Management agreed. 
• September Union Report 

o Asked admin to send us examples of work they didn’t used to do or work you are doing that is 
outside of your JD. 

o We are here for you, but need you to give us the information and we will go to the table and 
represent you. 

• Told management the admin model is not working.  TL workload is too much and the amount of stress 
they have is not right.  In the current model, the workload is not split equitably.  Some AA’s have far too 
much work and some AA’s have told us they could do more.  They want more and don’t like seeing 
their other brothers and sisters drowning. 

• Managements response was it is working just fine.  The dashboard shows everything is getting done and 
the model is working. 

• Told management that staff are not happy, look at the admin engagement scores. 
• Employer response ‘it could be other things’. 
• Staffing levels were raised as we an issue.  Staff is not replaced or back filled in a timely manner.  

Offices have members that have moved to another office, move to other work, acting TL work, or are on 
maternity leave and these positions are not being filled.  Same volume of work with less people.  Don’t 
worry the Dashboard says everything is ok. 

• Members raised concerns that when taking on Acting TL work, they still had to do their current work.  
Two jobs for one salary.  Hmm!  No wonder the JD’s were not posted on the company website. 

October 2019 

• We have not received much from our members as to examples of working outside of the JD or new tasks 
that you now have to do.   

• An email was sent out to TL’s that we have addresses for and the RD’s asking them to forward the 
request for information to their admin contacts.  This was the email: 

 
Hello everyone, 
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The admin committee has heard concerns about the TL job and AA job since the 
elimination of the OS position.  Concerns around the new job descriptions, work 
members are now having to do, that they didn't before, and the pay grid.  
 
Attached is the Admin report from the last Union Executive meeting.  I know not 
everyone reads the minutes; can you please forward this to your admin members. I have 
included the RD's and TL's (that I have emails for) in this.  The Admin committee's 
hoping that the admin staff will share with us examples of working outside their job 
description, new work they now have to do, and work they are doing that is above their 
pay grid. 
 
Also attached is a spreadsheet with two worksheets.  One has the new TL JD and the 
previous TL JD side by each.  The other worksheet has the AA JD.  Please review these 
and let me know: 

1. What work you do is outside of your JD and why. 
2. What new work you now have to do since the elimination of the OS.  Reports 

are that TL's are now doing OS work and AA's doing TL work.  Work is 
trickled down. 

3. What work you were doing as a TL or AA that was outside of your JD before 
the OS was eliminated. 

We need your information and examples so that we can review what is happening and 
make a recommendation to the Union Executive.  I know that employer has included 
many things in the new JD and kept it broad, but there may be somethings we can take 
to the employer and say this is outside of the JD.  Please provide us with what is happen 
in your area or region. 
 
Some examples I have heard already are: 

• I am now responsible for all the banking.  I did some before, but with no more 
OS, I am responsible for it all now 

• I am now responsible for PARP.  I was involved in the PARP set up and 
included in the meetings, but now I am the decision maker and doing the 
PARP work the OS did before. 

• I am now responsible for keys, cards, security system, and janitor.  The OS used 
to do this. 

• Admin doing Appraiser work 

Please let me know what has happened to you so we can review and take to the 
employer if we think there is a case.  We can't represent you if you don't speak up. 

 
In solidarity, 
 
Paul Mrazek,  

 

Today, Oct 26, 2019. 

Current Model 

• The current model is not working.  We have informed management of this.   
• The current model is taking the admin tasks and making as many as they can assembly line work. 
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• Admins work has been put in to silos.  Many admin no longer know all of the core functions and only do 
a few tasks now.   

• Admin: 
o Interacts with the property owners, agents, municipalities, lawyers, and notaries.   

§ They answer these people’s questions.   
§ Have to think on their feet. 
§ Give the correct answers and direction 

• They are not switchboard operators. 
o Interacts with internal staff 
o They have to know Assessment Legislation. 
o Uses analytical thinking, decision making, and judgement. 

§ Admin work is not assembly line work, far from it.   
• Working in silos and just a few tasks, means that in order to move people or work around, you will 

always need to re-train. 
• It is becoming hard to train or re-train staff when we don’t know how to do all the tasks anymore.   
• That’s ok, just read the App.  That is the new training model! 

Our recommendations to admin: 

Current Model 

• Continue to work hard and do a good job.  You do great work.  But do not work extra for free. 
o If it takes more time do it with Overtime Pay. 
o If no Overtime Pay, don’t do it. 
o We can’t keep working extra for free to get everything done, otherwise the employer is not 

going to see it is not working 
• When something is not working let this committee know and let management know.  Otherwise they 

will just tell us the dashboard is green and everything is fine. 
• If it is not working, let management know.  If they choose to do nothing and it fails, it fails.  Failure is a 

huge part of learning and improving.   

Staffing Levels 

• Once again, continue to work hard and do a good job.  You do great work.  But do not work extra for 
free. 

• If it can’t get done, it can’t get done.  The employer needs to see this.   

Acting TL Work 

• This means you should be doing the TL work.  This does not mean do your current job and the TL job. 
• If you get an acting opportunity, define the work that you are doing and make sure it is clear before you 

start.   
• If you are told you will have to get your current work done in addition to the TL, don’t take the acting 

position. 
• Acting is not about the employer getting two jobs done for one salary. 

TL’s and AA’s 

• Admin members, we need you to provide us with information on what work you are doing that you think 
is or may be outside of the JD. 

• We can’t review what is happening without this information. 
• We can’t make a recommendation to the union executive for a JD or Job Evaluation and Pay Grid 

review without this information. 
• Without this information, the union executive has nothing to take to the employer. 
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• Just cause someone else in your region has provided us with information does not mean you don’t have 
to.  If we can show the employer all these admin members are saying the same thing, their examples are 
consistent, there is a theme, it will give us more power. 

• Some members may not be comfortable coming forward, but if you do nothing then that is exactly what 
you will get.  More nothing! 

• We are here to represent you.  Let us help.  Email us at KootenayCupe1767RD@gmail.com 

 
Yours in solidarity, Paul Mrazek, Chair 
M/S/C that the Admin/Pic report be accepted. 
 
BUDGET by David Robertson 
 
Discussions on the budget as presented the previous day 
M/S/C that the Budget be accepted. 
 

CONTRACTING OUT/IN COMMITTEE REPORT  by Mandeep Mahanger, Harpinder Sandhu and 
Sarah Davy 
 
Welcome to the 2019 CUPE AGM another year has passed since our last AGM another Roll has been 
completed and now we will start the process over again, looking for efficiencies and increased 
productivity from our members and coworkers. Unfortunately, some believe that we can become more 
efficient and productive by adding additional contract resources, yes the nasty term contracting out.   
 
Definition of contract out: to agree by contract to pay someone outside an organization to perform a 
job. Usually this job should not include job duties that are listed in a unionized bargaining unit job, but 
this is not always the case in some of our divisions. While we are a progressive strong local within the 
Province we find some of our job duties are being done by contractors for various reasons, these are a 
product of misguided ideologies that resulted from consultants and salespersons peddling their products 
and services.  
 
Over the years we have worked tirelessly to bring in “Job Security” provisions into our collective 
agreement focusing on contracting out.  
 
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 
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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. 
 
As per 31.01 (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. Here is a list of the latest 
contract updates we have received.  
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The most recent report out has several interesting highlights, one name that keeps coming up and in 
large sums of dollars is the Sierra Contract. 
 
SIERRA SERVICES DESCRIPTION 
 

Contractor Subject Total New/Renew 
Vendor 
Selection 

          

ESIT 
Service Now Discovery 
Licenses $147,097.00 New Sole Source 

EY 

Financial Reporting 
Assistance and Accounting 
Support $50,000.00 New RFP 

EY 
Development of a Funding 
Model  $90,500.00 New RFP 

EY 
Corporate Business planning 
Process review $325,000.00 New RFP 

Gartner IT Subscription $631,900.00 New Sole Source 
Microsoft Support  $109,123.95 Renew Sole Source 
Pictometry Aerial Imagery $194,084.00 New RFP 

Sierra (Clarke) 
Operational Excellence 
Portfolio Manager $121,000.00 New RFP#160601 

Sierra (Cook) 
Data Modernization Senior 
Project manager $280,000.00 New RFP#160601 

Sierra (Krawec) NextGen - Training Lead $295,000.00 New RFP#160601 

Sierra (Quinn/Bulk) 

Data Modernization - 2019 
Training & Microsoft 
Toolset Expert $102,295.00 New RFP#160601 

Sierra (Thornton) 

Business Solutions Program 
Manager - Senior Business 
Consultant $312,000.00 New RFP#160601 

Sierra (Various) 

Design, develop, test , and 
implement the replacement 
customer reports $537,300.00 New RFP#160601 

Sierra Systems 
(Banishifskaya) 

Business Analysis Services - 
Next Gen $195,000.00 Amend RFP#160601 

Sierra Systems (Clarke) Sierra Service Delivery Lead $108,000.00 New RFP#160601 
Sierra Systems (Various) Customer Portal Release 3  $870,223.00 New RFP#160601 
Sierra Systems( 
Garwood/Doerksen/Spirov) 

Data Modernization - ETL & 
OLAP Developers $479,400.00 New RFP#160601 

Trek Aerial Surveys Petroleum site aerial imagery $145,000.00 Amend 
RFP # 
170731 

Trial Island Consulting Inc. 
Add funds, extend term, add 
Schedule A $85,050.00 Amend 

RFP 
#141001 

Workday 
ERP - 5 year costs (licences, 
training, implementation) $6,102,075.00     
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BC Assessment has entered into a strategic partnership with Sierra Systems (Known as Team Sierra 
(TS), a consortium of IBM, Number41 Media, Rockland, and Fresh Works Studio Inc.) who have the 
ability and capacity to provide resources with various competencies, on an “as, if and when requested” 
basis for the Services described within this document. Team Sierra will be able to appraise the scale, 
scope and appropriate types of resources needed to fulfil the requirements of BC Assessment projects 
and portfolios.  
 
Team Sierra will help mature BC Assessment’s solution delivery processes, deliver quality solutions 
that meet our customer needs and assist with implementing our strategic roadmap.  
 
The Services that may be requested under the Contract with TS fall into three categories as follows: 
  
1. Project Delivery Services  
2. Application Management  
3. Consulting Services  
 
TS will deliver Services on either a time and materials or fixed price basis. The choice of using time 
and materials or fixed price will be at the sole discretion of BC Assessment. BC Assessment reserves 
the right not to accept any quote received and to publicly post or otherwise procure opportunities for 
any of these services. 
 
As you can see the agreement covers a number of categories from project delivery, application 
management and consulting services $$$. In order for us to remain engaged, protect our jobs and have 
opportunities on new work projects, we must hold our managers accountable for their decisions to 
contract out work. I am a believer in the Green House method, no that’s not for growing herbs or 
vegetables, its growing your own work force to keep up with new and changing technology. Having a 
qualified and engaged workforce that can deliver upon our core work and service delivery rather than 
saying we cannot do that, hiring a contractor to get it done. Our Province needs more unionized jobs 
that can provide members with a Living Wage rather than us contracting with big corporations to 
provide the same services at a much higher cost, only to increase their own profits and share values.  
 
Many businesses tend to look to their competitors’ employees to poach those with experience this tends 
to come at a cost and a few tough lessons learnt along the way. By growing your own talent, you 
nurture and keep employees for much longer. This approach also helps in closing skills gaps to create 
individuals with a wide range of working knowledge on their organisation, which in turn allows them 
to provide valuable inputs that refine and improve the position to take them into a position of unique 
strength that in turn benefits the organization as a whole.  
 
In Solidarity, Mandeep Mahanger, Chair 
M/S/C that the Contracting Out Report be accepted. 
 
 
GRIEVANCE COMMITTEE REPORT – by Kevin McPhail, Jared Melvin, Ron Arnett, Paul Mrazek 
and Tina Dhami 
 
The Role of the Grievance Officer 
 
It’s been a full year since our Local has embarked on a new path with the handling of grievances and 
I’m hoping that you’ll agree that it’s been a success, but with fine-tuning required.  At the time the 
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position was imagined in advance of last year’s AGM I was fully anticipating to be working elsewhere, 
so I remain grateful that I was able to remain working for you in this capacity. 
 
We’ve always had the role of grievance committee chair and that person was primarily responsible for 
writing the reports for the executive committee meetings throughout the year as well as the AGM 
report, but the bulk of the day to day grievance stick-handling fell to the Chief Grievance Officer...a 
role the President had and continues to hold. 
 
By our bylaws...and consistent with national bylaws...this ultimate responsibility to interpret the 
Collective Agreement and Constitution rests with the President.  However, it was clear that the regular 
duties of the President’s role as well a new and  welcomed focus on the provincial housing crisis (let 
alone husband, father and day job duties) meant that there should be a separate dedicated position to 
manage and advise on purely grievance matters. 
 
To recap the position that we created last year, I’ll quote from our constitution: 
 
ARTICLE VII  
 
OFFICERS 
 
Y. The Grievance Officer shall: 
 
1. Update and/or discuss grievance strategy with the Chief Grievance Officer and CUPE National 
Representative when appropriate 
 
2. Assist Area Reps and Regional Directors in writing grievances 
 
3. Coordinating (sic) with reps and RD’s on building the grievance case/points to be presented 
 
4. Assist with information gathering in knowing what’s needed or what’s missing –requesting RD’s or 
Reps to seek info from members or documentation 
 
5. Maintain the grievance files and folders –keeping digital copies of grievance materials organized 
 
6. Chair the grievance committee 
 
7. Report out at the Executive Meetings and the AGM 
 
To repeat an earlier comment, the President retains the role of Chief Grievance Officer and is the 
ultimate authority to interpret the Collective Agreement.  This role, the Grievance Officer, is to 
manage, advise and educate with direction from our CUPE National Rep and CUPE legal staff. 
 
A key component, and one that I intend to develop further with this committee, is education.  We can 
use the grievance process to educate our new and existing area reps in proper grievance writing, 
effective note-taking as well as interviewing witnesses.   
 
Having one individual coordinating the writing and filing of grievances allows for consistent 
messaging...something that HR has also appreciated.  I’ve spoken with Rebecca Sober about our need 
for a solid grievance education course and we have agreed in principle to jointly produce a “How to 
Have a Successful Step 1 Meeting”.  Ideally that would end with our Employer agreeing to our every 
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demand at that level but I’ll let Dave Ziola produce that version for us under his independent Jellybean 
Entertainment label. 
 
On a side note I had been enrolled in September’s “Introduction to Labour Relations” but un-enrolled 
by HR a couple weeks before the course...honestly I’m NOT too old to learn new tricks! 
 
One way we’ve tried to incorporate the educational component is to looks for trends or ‘aha’ moments 
in our regular reports throughout the year and dive into why a particular issue was grieved.  In a perfect 
world all reps would ask to be sent to a CUPE rep training course on grievance handling...but I’ll let the 
Education Committee offer that to you! 
 
Conclusion 
 
Thank you again for allowing me this opportunity to continue to serve our coworkers...it is near and 
dear to my heart.  Speaking of which...I’d be remiss in not recognizing the second retirement of Ron 
Arnett from our Executive board...Do I hear three!?!  Ron and I tried to solve many grievances over a 
pint as the old guys at the Roxy on Granville a few years ago and I appreciated his support then as I do 
now.  It’s true what they say...you can never go back.  I will not however miss the Mrazek/Arnett 
Greco-Roman wrestling matches...deeply disturbing. 
 
The following is a complete list of grievances that were active or resolved since our last AGM. 
 
Resolved Grievances 
 
2016-10 Fleet Vehicle Use (Group and Policy Grievance) 
The Employer unilaterally issued a policy whereby employees must use a fleet vehicle 
first if driving more than 150 kms in a day. This impacted the Collective Agreement rights 
of Supplied Use employees by shifting the cost of inefficient short distance work onto 
them and in clear contravention of the Collective Agreement language requiring 9 months 
notice by either party to start or discontinue supplied use. All supplied use employees 
were named in the grievance.  
Status: Withdrawn without prejudice.  We completed reviewing information with employees who 
declared that they made a financial decision around purchasing a vehicle under the assumption that 
supplied use would continue at that time.  Very few individuals were able to provide information that 
met the criteria of the concept of “detrimental reliance”.  Your grievance officer and CUPE national rep 
met with HR on August 14, 2019 to attempt to resolve the issue and based on advice from CUPE legal 
your executive decided to withdraw the grievance. 
 
2017-16 Denial of Union Leave 
An employee was denied union leave due to operational requirements.  The Union felt that the 
‘operational requirements’ catch-all needed to be tested to establish a reasonable threshold rather than 
just when a manager feels a leave would be inconvenient. 
 
Status: This grievance was withdrawn without prejudice since the Collective Agreement language now 
allows between 3 months and 2 years of leave without pay without requiring the employer’s approval. 
 
2017-17 Excessive Discipline (Williams Lake) 
An employee was disciplined for not following the fleet vehicle policy. Your Union felt 
this should have been a Letter or Expectation rather than a Letter of Discipline. 
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Status: see the resolution below of 2018-05 and 2018-06. 
 
2018-01 Denial of Telework (Capital) 
A member was denied telework due to sick days being above the average.  The employee has since 
been allowed to have a single day per week as telework but the issue remains that sick stats should not 
be a determinant of the ability to telework. 
 
Status: Resolved.  Your grievance officer and CUPE national rep met with HR on August 14, 2019 to 
attempt to resolve the issue.  The individual had been granted access to telework and the grievance was 
determined to have been resolved. 
 
2018-05 Denial of Benefits (Williams Lake) 
An employee off on sick leave was denied sick pay.  Discussions led to an amicable agreement 
regarding the pay. 
 
2018-06 Denial of Benefits (Williams Lake) 
Subsequent to the agreement regarding grievance 2018-05, the Employer reneged on the settlement 
after sending the employee to an independent medical examiner (IME).  The Union filed a grievance at 
Step 1. 
 
All grievances for this member were resolved.  The individual has chosen to leave employment at BC 
Assessment and the parties reached a mutually agreeable conclusion. 
 
2018-08 Policy Grievance – Job Postings 
The Collective Agreement states that job postings must be sent by direct email to all employees with a 
14 day notification period.  During 2017 the Employer informed the Union that they were changing this 
practise and only including job postings in the News Roll which goes to all staff every Thursday.  The 
Union objected to this change but accepted that the News Roll effectively was still a direct email under 
the meaning of the CA language. 
 
An example arose in November 2018 however for a Senior Appraiser posting where the job went live 
on Monster on a Friday after the News Roll and so by the time it was noted in the following week’s 
News Roll there were less than 14 days remaining before the closure date. 
 
A policy grievance was filed and through discussions with Human Resources this grievance was 
resolved with the Employer assuring that all future job postings would remain active for a minimum of 
14 days from when it was included in the News Roll.  This continues to be monitored to ensure 
compliance. 
 
2018-09 Excessive Discipline (Williams Lake) 
An employee was suspended for five days since the Employer felt that the employee was being 
untruthful regarding activities while on sick leave.  As noted earlier the employee was simply following 
the doctor’s and counsellor’s advice regarding treatment to become healthy.  The individual has already 
been denied sick leave for this period, so the additional suspension is considered ‘double jeopardy’ or a 
second discipline for the same purported offence.   
 
Status: As noted earlier all of this member’s grievances were resolved to the satisfaction of the grievor 
and the Union. 
 
2018-11 Denial of Domestic Emergency Leave (Nelson) 
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An individual was informed that her school had lost power one morning after leaving her children at 
daycare and she had to arrange for alternate care.  The manager denied the claim for domestic 
emergency leave saying that ‘that’s what flexible work hours are for’.  The Union clearly disagreed and 
our case was supported by the employers own email from HR to managers laying out what constitutes a 
domestic emergency.  It is not restricted to a broken hot water tank for example, but extends to whether 
there is “a risk of danger to the physical health and safety of the employee’s immediate family.” 
 
This grievance was presented at Step 2 by Paul Mrazek and was resolved to the grievor’s satisfaction 
soon after. 
 
2019-2 Temporary Assignment (Head Office) 
A year-long temporary assignment was posted and despite the clear language of the collective 
agreement stating that there should be an informal selection process (16.06 b), a full-on interview panel 
was convened.  Several applicants applied and even with the stringent requirements of the interview, 
two individuals passed.  Only one applicant was selected for the entirety of the assignment, again 
contrary to the collective agreement language that states that where it is reasonably possible to 
accommodate more than one assignment (16.06 e), the Employer will do so.  Their arguments as to 
why it should be a one year assignment to one individual were weak at best. 
 
This grievance was filed and denied at Step 1 and subsequently heard and denied at Step 2. 
 
Status: This grievance was withdrawn on a without prejudice basis since the affected employee had 
secured a similar temporary assignment. 
 
2019-05 Termination on Probation (Prince George) 
An employee had not received optimal review scores during the regular six month probationary period 
and the parties had mutually agreed to extend the probationary period by two months.  Near the end of 
that time frame the employer chose to terminate the employee. 
 
The Union grieved the termination and it was filed at Step 2 directly with the CEO per article 12.04 d) 
of the Collective Agreement.  The regional director and grievance officer attended an hour long WebEx 
meeting with HR and the direct supervisor in order to gain an understanding of whether the employee 
was being “measured against reasonable standards and the assessment was carried out fairly and 
objectively’ as per article 14.01.   
 
It was found that the employer had properly reviewed the employee and given opportunities for 
improvement.  Your executive discussed the case at our June executive meeting and decided to 
withdraw the grievance on a without prejudice basis. 
 
2019-10 Selection Process (Victoria) 
A co-worker competed for a position and in one question was awarded no points because they used a 
family member as a reference for that particular example.  A lawyer was also used as a reference in that 
example to no avail.  Had they been warned that they would receive a zero score, they would have 
changed their example.  As a result of this scoring the individual dropped just below the threshold to be 
included in an eligibility list, let alone the potential for winning the position. 
 
This grievance was filed at Step 1 and the scorings reviewed during a Step 1 meeting.  The individual 
was awarded more points and as a result was placed on the eligibility list, resolving the grievance. 
 
2019-12 Denial of Bereavement Leave (Courtenay) 
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An employee was only granted three days paid leave despite having to travel to Ontario and back.  The 
Employer has again re-interpreted the Collective Agreement language that allows three days 
bereavement and up to two travel days that don’t occur on a day of rest.  In this case the Employer 
claimed that a travel day was on the Wednesday so they would only grant Monday and Tuesday or 
Thursday and Friday as bereavement leave days on either side of the travel day since those are the only 
consecutive work days possible. 
 
The Union’s position was twofold, that the travel day allowance does not have to be specifically for the 
day actually travelled and that even if it was interpreted that way, that the bereavement days can fall on 
either side or both of a travel day.  Once granted Wednesday as a travel day it is no longer a workday, 
therefore Monday, Tuesday and Thursday are consecutive “work” days. 
 
We find it shocking that the Employer has become so stingy with granting these leaves at a time when 
our coworkers are suffering through the agony of a death in the family.   
 
This grievance was filed, heard and denied at Step 1.  After the Step 2 grievance was presented by 
Christina Infanti it was resolved with the employee being granted the requested additional bereavement 
leave day. 
 
2019-14 Denial of Sick Leave (Victoria) 
A co-worker was denied sick leave since the Employer felt the information supplied by the doctor was 
insufficient or unclear.  The parties agreed to arrange for an independent medical examination (IME) 
and the employee was verified to be sick. 
 
This grievance was filed at Step 1 then quickly resolved with retroactive sick leave being paid and 
vacation time taken restored to their vacation bank. 
 
Outstanding Grievances 
 
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. 
 
Survey questions have been drafted and shared with the union executive members struck to design the 
survey.  Feedback has been received and the survey was to have been finalized before the end of the 
summer but there has been limited time to work on designing a survey.  This may require a leave from 
work to create dedicated time for this task. 
 
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 
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agreed. 
 
Status: Pending outcome of grievance 2016-21 – this was discussed with the employer August 14, 2019 
and we are waiting for a response. 
 
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: Elevated to arbitration. Your grievance officer and CUPE national rep met with HR on August 
14, 2019 to attempt to resolve the issue and we are waiting for a response. 
 
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”. 
 
Status: Elevated to arbitration.  Your grievance officer and CUPE national rep met with HR on August 
14, 2019 to attempt to resolve the issue and we are waiting for a response.  The Employer felt that the 
individuals were being treated like Less Than Full Time Employees, but we pointed out that the 
individuals were Full Time employees.  We are waiting for a response from the Employer who 
promised to review the case. 
 
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. 
 
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. 
 
2018-03 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: Elevated to arbitration. Your grievance officer and CUPE national rep met with HR on August 
14, 2019 to attempt to resolve the issue and we are waiting for a response.  The Employer has promised 
to review their interpretation for this case and see if we can find common ground.  
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Please continue to let us know of situations where you have been granted or denied bereavement and 
travel leaves…any time within the last 15 years since we will want to bring examples of past practise 
before an arbitrator as well as be prepared for examples of past practise that they might raise. 
 
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.  Your grievance officer and CUPE national rep met with HR on August 
14, 2019 to attempt to resolve the issue and we are waiting for a response. 
 
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. Your grievance officer and CUPE national rep met with HR on 
August 14, 2019 to attempt to resolve the issue.  The Employer feels that it’s a management right to 
extend acting positions while your Union feels that the language restricts this right and was freely 
negotiated between the parties.  We will be continuing to arbitration. 
 
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.   
 
2019-3 Suspension without Pay (Location withheld) 
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An altercation with a member of the public at one of our front counters resulted in that customer 
reviewing Facebook postings of our co-worker 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. 
 
Status: The grievance was presented at Step 2 and subsequently denied.  It has been elevated to 
arbitration.  The full case file has been forwarded to our CUPE National Rep. 
 
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.  
 
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.   
 
 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 
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• 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: Your grievance officer and CUPE national rep met with HR on August 14, 2019 to attempt to 
resolve the issue.  An offer was received to allow retroactive wages for a limited period of time.  This 
has been rejected and we will be proceeding to arbitration. 
  
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 
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”. 
 
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. 
 
2019-08 Denial of Single Day Sick Leave (Location withheld) 
A co-worker 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 
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. 
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The Union’s case is supported by similar circumstances in Kelowna where we successfully won a sick 
leave day for a co-worker 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. 
 
2019-09 Termination (Location withheld) 
After suspending an employee without pay during an investigation into Code of Conduct concerns, the 
employer decided to terminate the affected employee. 
 
Since it was a termination, the grievance was filed at Step 2 and presented to the CEO.  The grievance 
was subsequently denied.  It has been referred to arbitration and the full case file has been forwarded to 
our CUPE National Rep. 
 
2019-11 Working Beyond the Appraiser 2 Job Description (Policy) 
A co-worker 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: The grievance is held in abeyance while we present further information regarding workload, 
other job duties, the responsibility of the SA on the team and access to support resources. 
 
2019-13 Denial of Sick Leave (Surrey) 
A co-worker 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 has been filed at Step 1 and held in abeyance pending a mutually agreeable time to 
schedule a meeting. 
 
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 at Step 2.  It has recently been 
denied and has been referred to an arbitrator. 
 
2019-16 Policy Grievance – Denial of Single Day Vacations 
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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. 
 
The Employer has received the grievance but not scheduled a Step 2 meeting since they are ‘confused’ 
by it.  Your committee has reiterated our position and is awaiting a meeting and likely opportunity to 
present our case to an arbitrator. 
 
2019-17 Selection Process (Head Office) 
A co-worker 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 elevated to Step 2 to examine the appropriateness of screening criteria 
for the applicants. 
 
Grievance Officer - Kevin McPhail 
Chief Grievance Officer - Jared Melvin 
Members - Ron Arnett, Paul Mrazek, Tina Dhami  
 
 
AGM COMMITTEE ANNOUNCEMENTS – by David Robertson 
-take everything with you including clipboards & binders 
-email any parking, ferry and other receipts – photos or scanned and emailed 
-drop lanyards at the back with Adele 
-exec meeting at the front at the conclusion of the AGM 
-shuttle to the south terminal scheduled at 1pm 
 
Adjourned 12:52pm 
 

 


