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relating to
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Expiry Date: March 31, 2010




BRITISH COLUMBIA TRANSIT
(VICTORIA)

(Hereinafter referred to as “the Employer”)

AND

CANADIAN OFFICE & PROFESSIONAL
EMPLOYEES’ UNION,
LOCAL 378

(Hereinafter referred to as “the Union™)

On this 7" day of March, 2006, make and enter into this Collective Agreement which is effective
April 1%, 2006 and which expires March 31, 2010.
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AGREEMENT
THIS AGREEMENT made

Between:

BC TRANSIT
(hereinafter called the “ Employer”)

and

CANADIAN OFFICE AND PROFESSIONAL EMPLOYEES’ UNION,

LOCAL 378
(hereinafter called the “Union”)

1. The following provisions shall take effect and be binding upon the Employer and the
Union for the period commencing 2006-04-01 and ending 2010-03-31, and thereafter
until terminated as follows.

Pursuant to the provisions of S.50(4) of the Labour Relations Code, RSBC 1996,
Chapter 244, as amended, the operation of Ss.50(2) and 50(3) are hereby excluded.

4.

Notice to Bargain

a)

b)

d)

This Agreement may be opened for collective bargaining by either party giving
written notice to the other party on or after the date four months prior to the
expiry of the Collective Agreement.

Where no notice is given by either party by the date three months prior to the
expiry of the Collective Agreement, both parties shall be deemed to have given
notice, in accordance with the Labour Relations Code.

Where notice has been given pursuant to either a) or b), the parties shall
commence collective bargaining within ten calendar days after the notice was
given, or at some other time as may be mutually agreed.

Notwithstanding the above, this Agreement may be changed at any time during
the life of this Agreement by the written mutual agreement of the parties.

Letters of Agreement:

Letters attached to this Agreement are included in and form part of the Agreement as
long as each letter is effective.

Wherever the singular or masculine is used in this Agreement, the same shall be
construed as meaning the plural or the feminine where the context or the Parties
hereto so require.



5. Definition of Bargaining Unit:

Where the words “bargaining unit” or “union” are used in this Agreement, such
reference shall be deemed to mean COPE Local 378 members employed by the
Employer and covered by the certificate referred to in Section 1.01 of this Agreement.

6. Joint Standing Committees:
Joint Standing Committees shall be instituted and continued on a variety of matters.

7. All references to “days” mean “working days”; references to “years” mean “calendar
years” unless otherwise specified in this Agreement.



1.01

1.02

1.03

1.04

ARTICLE 1
RECOGNITION CLAUSES

This Agreement shall apply to and be binding upon all employees of the
Employer described in a Certificate issued to the Union on the 7" day of May,
1999 and amended on November 21, 2001, and which includes employees “in
a unit composed of office employees at and from 520 Gorge Road East,
Victoria, BC, and 1000 Henry Eng Place, Victoria, BC, except those excluded
by the Code”. Employees subject to this Agreement shall continue to be
subject to the Agreement where such employees are required to perform their
work functions on behalf of the Employer while outside the province. Where
working arrangements require variations to the terms and conditions of the
Collective Agreement, the variations will be negotiated between the Parties
specific to the circumstances.

Subject to the provisions of this Agreement, neither the Union nor The
Employer in carrying out their obligations under this Agreement shall
discriminate in matters of hiring, training, promotion, transfer, lay off,
discharge or otherwise because of race, national origin or ethnic origin,
colour, citizenship, place of residence, age (as defined in the Human Rights
Act), sex, sexual orientation, marital status, family status, number of
dependents, pregnancy or childbirth, physical or mental disability, criminal or
summary offence unrelated to current employment, political or religious
affiliation or beliefs, or membership or activity in any trade union.

The Employer will not discriminate against any employee because of
membership in the Union.

The Employer will permit employees who are officers or representatives of
the Union to carry out their duties on the Employer’s time and with no loss in
pay in respect to investigating complaints, resolving grievances and
distributing Union bulletins. Such employees when carrying out these duties
on the Employer’s time will first obtain the approval of their Supervisor and
their requests for time will not be unreasonably withheld. The Union will
notify the Employer of its officers and representatives in writing on a regular
basis.

LEAVES OF ABSENCE FOR UNION BUSINESS

Officers or representatives shall be granted leave of absence to carry out their
duties insofar as the regular operation of the departments in which they are
employed will permit and any application by them for such leave shall be
given precedence over any other application for leave on the same day.

The Employer will not charge the Union, for salaries of employees excused
from work on Union business by arrangement with the Employer’s Labour



1.05

1.06

Relations Department, where such time is one (1) day or less, or where it
involves joint Union-Management committees or government sponsored
conferences; for example, Labour-Management conferences.

It is the Union’s intent to provide The Employer with as much advance notice
as possible of requests to grant leave of absence to Executive Board Officers
and Councillors of the Union to attend to union business in accordance with
this Section of the Agreement. In any event, the Union will endeavour to give
a minimum of one week’s notice of such requests. Further the Union agrees
its Board members will notify their Supervisor, orally, as far in advance as
possible, of scheduled Executive Board meetings.

FULL-TIME OFFICERS OR REPRESENTATIVES OF THE UNION

(a) Employees who are acting as full-time officers or representatives of the
Union (but excluding Union clerical staff) will be placed on leave of
absence, with the time involved considered as service with the Employer.
On conclusion of such leave of absence employees will return to the
position they previously held with the Employer.

(b) Leave of absence in accordance with the foregoing will also be granted for
a period of two (2) years, for members appointed or elected to positions
with the Canadian Office & Professional Employees’ Union.

(c) For those filling elected positions in the Canadian Office & Professional
Employees’ Union, the leave of absence will be reviewed every two (2)
years. Leave of absence for appointed representatives beyond this period
is covered in this Agreement.

(d) The Employer will cooperate with full-time officers or full-time
representatives of the Union in performing their Union responsibilities.

ASSIGNMENT OF WORK & CONTRACTING OUT

(a) Duties normally performed by employees within the bargaining unit will
not be assigned to or be performed by non-bargaining unit employees
except to overcome immediate, short-term operational or personnel
difficulties when bargaining unit employees capable of performing the
work are not available.

(b) The Employer will not contract out work normally performed by
bargaining unit employees if such contracting out will result in any
termination or downgrading of an existing employee.
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1.07

EMPLOYEE DEFINITIONS

(a) Full-Time Regular

An employee hired to fill an ongoing position vacated by a regular
employee or hired to fill a position which is of a continuing nature. New
employees will be considered probationary for a period of up to three (3)
months as provided in Section 7.01. The employee will participate in
Benefit Plans in accordance with Article 21, and in the Pension Plan. By
agreement with the Union, the Employer may hire a temporary employee
to fill a position vacated by a regular employee.

(b) Part-Time Regular

(©)

An employee hired to fill a part-time ongoing position vacated by a part-
time regular employee or to fill a part-time position which is of a
continuing nature. By agreement with the Union, the Employer may hire a
casual to fill a position vacated by a part-time regular employee. Unless
otherwise agreed with the Union, part-time regular employees will work
according to an assigned regular schedule but will not work more than
thirty (30) hours per week. In addition a part-time regular employee may
relieve a full-time employee on leave of absence, training, sick leave,
RWWL days or annual vacation without change to full-time regular status.
The employee will participate in Benefit Plans in accordance with Article
21, and in the Pension Plan. Sick leave and annual vacation entitlements
shall be prorated on the basis of time worked according to service.
Statutory holiday pay shall be paid each pay period on the basis of the
appropriate percentage of gross earnings for that pay period. Part-time
regular employees shall not be entitled to Reduced Work Week Leave
provisions as provided in Article 10 of the Agreement but will be entitled
to 6.52% of straight time base rate biweekly earnings as defined in
Subsection 7.03(g) paid on a biweekly basis in lieu of Reduced Work
Week Leave. Part-time regular employees shall progress through salary
steps on the basis of accumulated service.

Schedules for part-time regular employees will be established by BC
Transit at the time of hire and will be for a minimum period of two (2)
weeks.  Within an assigned schedule the days worked and the
daily/weekly hours may differ. A Supervisor may change an established
schedule but must provide two (2) weeks notice of any change. Notice of
change is not required where a schedule is varied by mutual agreement
between the employee and the Supervisor.

Full-Time Temporary

An employee hired full-time on a monthly rate of pay to perform work of
a temporary nature in connection with a specific project, projects, work

11



overload or seasonal peaks for a period of less than one (1) year or other
situations mutually agreed by the Parties. The employee will be paid a
rate based on the appropriate step on the salary scale which will recognize
the employee’s accumulated service since the last date of hire with The
Employer in the same or related job. The employee will participate in
Benefit Plans in accordance with Article 21 but not in the Pension Plan.
Services of temporary staff employees may be terminated by giving or
receiving twenty-four hours’ notice.

An employee may also be hired under this classification for purposes of
vacation relief for periods up to four (4) months, during which period
he/she will not be entitled to sick leave and will not participate in the
Benefit Plans outlined in Article 21 or the Pension Plan. However, should
a vacation relief employee’s period of employment exceed four (4)
continuous months he/she will become eligible for the same benefits and
entitlements as other full-time temporary employees, effective from the
beginning of the fifth continuous month.

If a temporary project, specific job or allied jobs exceeds a period of one
(1) year, the Parties may mutually agree to a period in excess of one (1)
year until the temporary project is completed. Otherwise, the position will
be bulletined as a full-time regular position. Full-time Temporary
employees shall not be entitled to Reduced Work Week Leave provisions
as provided in Article 10 of the Agreement but will be entitled to 6.52% of
straight-time base rate bi-weekly earnings as defined in Subsection 7.03(g)
paid on a biweekly basis in lieu of Reduced Work Week Leave.

(d) Casual

An employee hired on an as-and-when required basis. The employee will
be paid a rate based on the appropriate step on the salary scale which will
recognize the employee’s accumulated service since the last date of hire
with The Employer in the same or related job. The employee will not be
entitled to any benefits provided in this Agreement but will be paid
21.52% of straight time base rate biweekly earnings as defined in
Subsection 7.03(g) paid on a biweekly basis in lieu of annual vacation,
RWWL, statutory holidays, sick leave and welfare benefits.

12



2.01

2.02

2.03

ARTICLE 2
UNION SECURITY AND DEDUCTION OF DUES

UNION MEMBERSHIP

(a) The Employer agrees that all employees covered by this Agreement, shall,
as a condition of employment, within fifteen (15) days of their
employment by the Employer, become and remain members of the Union.
The Employer shall deduct from each such employee’s pay the amount of
any Union dues and assessments and remit same to the Union monthly,
together with information as to the persons from whose pay such
deductions have been made. Dues authorization forms will be signed at
the time of hire.

(b) The Employer will advise all new employees of the name of the
appropriate Local Union Representative following commencement of
employment. The Union Representative shall be permitted to meet with
each new employee during normal working hours at the employee’s
workplace for up to one hour, within fifteen (15) days of the
commencement of employment, at a time mutually agreed to between the
Union Representative and the Supervisor of the new employee.

(c) The Employer will supply the Union, on request but not more often than
twice a year, with a listing of COPE employees showing employee
number, name, sex, job title, date of hire, date of termination, job group,
step level, salary rate, salary effective date, division, department and work
location, employment status (FTR, etc), seniority, home address, home
telephone number, and date of birth in the order requested.

(d) Both membership and dues deduction shall be retroactive to date of hire.

(e) The Employer will provide the Union monthly with a list of all employee
hirings, transfers, promotions and terminations.

POLICIES AND PROCEDURES

In cases where the Employer’s policies and procedures conflict with the terms

and conditions of the Collective Agreement the Agreement will prevail.

LABOUR - MANAGEMENT CO-OPERATION

The Parties agree to cooperate to improve general efficiency and
administrative practices.

13



2.04

2.05

2.06

2.07

L1AISON COMMITTEE MEETINGS

a) Liaison Committee Meetings shall be held quarterly for discussions of
matters of mutual interest, except that meetings may be held more or less
frequently by mutual agreement of the Parties.

b) Each party shall be represented on the Liaison Committee by two
authorized representatives, however more members may be added as
needed, by mutual agreement, to address specific subjects.

c) Subjects discussed by the Committee shall not include any matter being
processed under the grievance or arbitration procedures contained in this
Agreement, or any current collective bargaining matter unless mutually
agreed to by the Parties.

d) Employees appointed as Union Representatives to the Committee shall be
paid at straight time rates for attendance at Liaison Committee Meetings.

e) The total hours of work for each Casual employee will be provided to the
Union on a quarterly basis in the Liaison Committee meetings. Issues
around the use of casuals may be raised at these meetings.

Neither BC Transit nor its representatives will require or permit any employee
covered by this Agreement to enter into an agreement with BC Transit or its
representatives which conflicts with the terms of this Agreement. It is
recognized by the parties, however, that there may be situations where
employee accommodations of an incidental, infrequent and minor nature can
arise. Such accommodations will not be considered a violation of this Article.

UNION INSIGNIA

a) A Union member shall have the right to wear or display the recognized
Union insignia (lapel pin) bearing the designation “COPE, Local 378”.

b) The Employer agrees that the Union shall have the right to display a
Union representative card at the work location of each Union
representative, subject to mutual agreement concerning size, location and
design. Such cards shall remain the property of the Union.

UNION ACCESS TO EMPLOYEES

The Employer agrees that access to its premises shall be allowed to any
designated representative of the Union for the purpose of business connected
with the Union, upon advance notice, subject to operational and security
requirements.

14



2.08

UNION COMMUNICATION

a)

b)

The Employer shall provide free bulletin board facilities at each of its
premises for the exclusive use of the Union, with the location in each case
to be determined by mutual agreement of the parties. Such bulletin boards
shall be used to post Union communications.

The Employer agrees that the Union shall have the right to use the
Employer’s electronic mail/bulletin board system(s) to communicate with
Employees in the bargaining unit. Employees shall have the right to use
the Employer’s electronic mail/bulletin board system(s) to communicate
with the Union. Both the Union and the Employees shall at all times
adhere to the Employer’s policies regarding electronic mail/bulletin board
system usage. Failure to do so will cause this provision to come to an end.
The Employer shall provide the Union and each Employee in the
bargaining unit with a copy of said policies and any updates thereto.

It is agreed that the Union may place ballot boxes in the workplaces of the
Employer for the purposes of conducting Union elections, referenda,
polling or collective agreement votes, subject to mutual agreement
concerning the timing and location of such votes to avoid disruption of
work.
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3.01

3.02

3.03

ARTICLE 3
GRIEVANCE PROCEDURE

DEFINITION

(a) “Grievance” means any difference between the persons bound by this
Agreement concerning its interpretation, application, operation, or any
alleged violation thereof, or any dispute, including any question as to
whether any matter is arbitrable.

(b) All grievances or disputes shall be settled without stoppage of work.
Grievances concerning job descriptions or job evaluation shall be settled
in the manner described in Section 5.06. All other grievances shall be
settled in accordance with the procedures set out below:

UNION OR EMPLOYER GRIEVANCE

(a) Should either the Union or The Employer consider that an action is cause
for a grievance, the grieving Party, i.e. the President of the Union or the
Employer’s Labour Relations Department or their nominee(s), shall
initiate such grievance by letter. Within five (5) working days of receipt
of such letter by the other Party, the principals above noted or their
nominee(s) shall meet and attempt to resolve the grievance.

(b) If the Parties fail to resolve the grievance, the matter may be submitted to
the agreed Third Party as set out in Section 3.04 below. If the grievance is
not submitted to, or is not resolved by reference to the agreed Third Party
as noted above, the grievance may be submitted to arbitration as set out in
Stage 111 of Section 3.03 below.

EMPLOYEE COMPLAINTS AND GRIEVANCES

It is intended by the Parties that all complaints and grievances be settled as
quickly as possible in accordance with the procedures that follow:

(a) Employee Complaints

Employees are encouraged to discuss any complaint, dispute or
misunderstanding relating to this Agreement with their immediate
Supervisor as soon as possible, and for the purpose of this clause, not later
than twenty (20) working days from the date of the action on the part of
The Employer or the date the employee was advised of the action which
led to the complaint, dispute or misunderstanding.
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(b) Employee Grievances - Stage |

An employee through a Union job steward or any other Union
representative may grieve an action on the part of The Employer in respect
of this Agreement. A grievance shall be submitted in writing not later
than twenty (20) working days following either:

Q) the unresolved discussion of a complaint; or

(i) the date the employee was advised of the action which led to the
grievance.

The grievance shall be submitted to the Management representative
immediately involved with copies to the Union and the Employer’s
Labour Relations Department and it shall be discussed with the employee
or Job Steward and the Management representative within ten (10)
working days of receipt of the grievance.

The Employer’s decision on the grievance shall be given in writing to the
employee or his/her Job Steward not later than five (5) working days from
the date the grievance was discussed at Stage I. A copy of the decision
shall be given to the Union and to The Employer’s Labour Relations
Department.

Notwithstanding the foregoing, Job Selection grievances shall be
conducted in accordance with the provisions included in Stage Il below.

(c) Stage Il

A grievance not settled at Stage | may be referred in writing by the Union
to the appropriate Management Representative, or his/her nominee, and
Labour Relations within twenty (20) working days of The Employer’s
decision at Stage I.

A job selection grievance shall be initiated in writing at Stage Il by an
affected applicant or his/her Job Steward not more than twenty (20)
working days from the date the applicant was advised of the disputed
selection. The grievance will be submitted to an appropriate Human
Resources official with a copy to the Union, to Labour Relations and to
the Management representative who made the selection.

The Parties shall meet at a mutually satisfactory date to discuss the Stage
Il grievance and attempt to resolve the difference therein. The Employer’s
decision on the grievance shall be given in writing to the Union not later
than five (5) working days from the date the grievance was discussed at
Stage 1.
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A grievance not settled at Stage Il may be referred by written notice to
Stage Il within fifteen (15) working days of receipt of the decision at
Stage 1.

(d) Stage 111 - Arbitration

Q) All grievances submitted to arbitration shall be adjudicated by a
single Arbitrator. The Parties to the Agreement shall attempt to
agree on naming the Arbitrator as soon as the grieving Party has
submitted notice, in writing, of its decision to proceed to
arbitration. Should the Parties fail to reach agreement within ten
(10) working days of such notice, upon the request of either Party,
the necessary appointment shall be made by the Minister of
Labour.

The Arbitrator shall proceed as soon as practical to examine the
grievance and render his/her judgment, and his/her decision shall
be final and binding on the Parties and upon the employee(s)
affected by it.

(i) Each Party shall pay one-half (1/2) of the fees and expenses of the
Arbitrator including any disbursements incurred by Arbitration
proceedings.

(i) Where the Arbitrator determines that an employee has been
dismissed, suspended, or otherwise disciplined by The Employer
for just and reasonable cause the Arbitrator may substitute such
other penalty for dismissal, suspension, or discipline as the
Avrbitrator considers just and reasonable in all the circumstances.

(iv)  Where the Arbitrator, the Labour Relations Board, or other body
finds that an employee has been dismissed, suspended, or
otherwise disciplined for other than just and reasonable cause, the
Acrbitrator, the Labour Relations Board, or other body may:

a) direct The Employer to reinstate the employee and pay to
the employee a sum equal to his/her wages lost by reason
of his/her dismissal, suspension or other discipline or such
lesser sum as, in the opinion of the Arbitrator, the Labour
Relations Board, or other body, the case may be, is fair and
reasonable or;

b) make such other order as it considers fair and reasonable,
having regard to the terms of the Collective Agreement.

3.04 Notwithstanding the foregoing, where a difference arises between the Parties
relating to the dismissal, discipline, or suspension of an employee or to the
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3.05

3.06

3.07

interpretation, application or alleged violation of this Agreement, including
any question as to whether a matter is arbitrable, during the term of the
Collective Agreement, Mr. J. Weiler, or a substitute agreed to by the Parties
shall at the request of either Party:

Q) investigate the difference;
(i) define the issue in the difference; and

(i) make written recommendation to resolve the difference within five
(5) days of the date of receipt of the request, and, for those five (5)
days from that date, time does not run in respect of the Grievance
Procedure. This provision may be implemented at the discretion of
either Party during or after Stage I.

Where the time limits mentioned in this Section are not met by the grieving
Party the grievance shall be deemed to be abandoned and may not thereafter
be reinstituted. Failure to respond where required by the grievance procedure
within the time specified will be deemed to be a referral to the next stage of
the grievance procedure.

Notwithstanding the above, time limits may be extended by mutual written
consent of The Employer and the Union.

The processing of a grievance dealing with suspension or termination may be
dealt with under the terms of Section 3.02. By mutual agreement of The
Employer and the Union any other grievance may begin at Stage 1.

EXPEDITED ARBITRATION

For the purpose of accelerating the resolution of applicable grievances, the
Parties may mutually agree to refer to Expedited Arbitration any matter
properly processed, as a grievance, in accordance with the provisions of the
grievance procedure contained in this Agreement.

Arbitrators will be chosen in rotation and will indicate acceptance and
availability on dates chosen by the Parties. In the event an arbitrator is unable
to act on such dates, the arbitrator will advise the Parties and they will contact
the next arbitrator on the list.

The following procedure will apply:

1. The Parties shall determine by mutual agreement those grievances suitable
for expedited arbitration.

2. The expedited arbitrators, who shall act as sole arbitrators, shall be Emily
Burke, John McConchie, Ken Albertini, and David McPhillips.

19



If the Parties agree to invoke the expedited arbitration process, the matter
shall be decided in accordance with the process set out in this Article,
notwithstanding the provision of Article 3.03 (d) of the Collective
Agreement.

The locations of the hearings shall be agreed to by the Parties.

As the process is intended to be non-legal, unless otherwise agreed
lawyers will not be used to represent either Party.

All presentations are to be short and concise and are to include a
comprehensive opening statement. The Parties agree to make limited use
of authorities during their presentations.

The hearings will be governed by the following guidelines which can be
amended by agreement between the parties at any time:

(@) A brief of pertinent documents will be jointly presented to the
arbitrator.

(b) To the extent that authorities are permitted, they shall be presented in a
joint brief.

(c) If possible, a statement of agreed facts will be jointly presented to the
arbitrator.

(d) Responses to opening statements will cover any facts which are in
dispute and any additional facts available.

(e) The hearing will be conducted in an informal manner with limited
objections by the Parties and without concern for procedural
irregularities.

(F) Hearsay and extrinsic evidence will be allowed to be entered without
objection and given the appropriate weight by the arbitrator.

(g) Witnesses will only be used to enter evidence relative to facts in
dispute or for expert explanations.

(h) Arguments will be presented only to the points in issue.

Prior to rendering a decision, the arbitrator may assist the Parties in
mediating a resolution to the grievance.

Where mediation fails, or is not appropriate, a decision shall be rendered
by the arbitrator as contemplated herein.
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3.08

3.09

10. The decision of the arbitrator is to be completed and mailed to the Parties
within ten (10) working days of the hearing.

11. All decisions of the arbitrators are to be limited in application to that
particular dispute and are without prejudice, unless otherwise agreed. No
written reasons for the decision shall be provided beyond that which the
arbitrator deems appropriate to convey a decision.

12. The Parties shall share equally the fees and expenses of the arbitrator.

13. The arbitrator shall have the power to conclusively settle the dispute and
the decision shall be binding on both Parties. The arbitrator shall not have
the power to change, alter, modify or amend any of the provision of the
Collective Agreement.

DISCLOSURE OF INFORMATION

With respect to every grievance, the Parties specifically agree to provide each
other with full disclosure of all relevant evidence.

DEVIATION FROM GRIEVANCE PROCEDURE

a) The Employer will not initiate negotiation with the griever in respect to a
grievance resolution once the grievance has been initiated by the Union,
without the prior consent of the Union.

b) In the event that, after having initiated a grievance through the grievance
procedure, an Employee endeavours to pursue the same matter by any
other legal means, the Union agrees that, pursuant to this Article, the
grievance shall be considered to have been abandoned on a without
prejudice basis.
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4,01

ARTICLE 4
SALARY SCALES AND ALLOWANCES
SALARY SCALES

Job groupings are established in accordance with The Employer’s job
evaluation plan. The salary scales applicable to these groupings shall be as set
out in the following schedules with effective dates as shown.

Salaries of certain employees are not covered by these scales and are set out
elsewhere in this Agreement.

Depending on the circumstances of the job, non-office job rates are set up
subject to negotiations with arbitration if required.

Biweekly rates are computed on the basis of forty-six percent (46%) of
monthly rates.

For conversion purposes only, hourly rates of pay are determined by dividing
monthly salaries by 163.0581.
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Monthly Salary Scales
Effective April 1, 2006

Group Minimum Step 1 Step 2 Step 3 Step 4 Step 5
1 2017 2110 2177 2243 2332 2424
2 2202 2305 2376 2448 2548 2648
3 2404 2510 2593 2676 2780 2886
4 2624 2745 2829 2921 3035 3152
5 2862 2992 3092 3185 3308 3442
6 3129 3266 3374 3476 3616 3756
7 3416 3566 3678 3796 3944 4098
8 3728 3892 4016 4137 4307 4477
9 4064 4246 4382 4520 4699 4886
10 4440 4637 4786 4932 5125 5330
11 4843 5061 5225 5386 5601 5822
12 5289 5528 5706 5878 6111 6351

Monthly Salary Scales
Effective April 1, 2007

Group Minimum Step 1 Step 2 Step 3 Step 4 Step 5
1 2061 2156 2225 2292 2383 2477
2 2250 2356 2428 2502 2604 2706
3 2457 2565 2650 2735 2841 2949
4 2682 2805 2891 2985 3102 3221
5 2925 3058 3160 3255 3381 3518
6 3198 3338 3448 3552 3696 3839
7 3491 3644 3759 3880 4031 4188
8 3810 3978 4104 4228 4402 4575
9 4153 4339 4478 4619 4802 4993
10 4538 4739 4891 5041 5238 5447
11 4950 5172 5340 5504 5724 5950
12 5405 5650 5832 6007 6245 6491
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Monthly Salary Scales
Effective April 1, 2008

Group Minimum Step 1 Step 2 Step 3 Step 4 Step 5
1 2106 2203 2274 2342 2435 2531
2 2300 2408 2481 2557 2661 2766
3 2511 2621 2708 2795 2904 3014
4 2741 2867 2955 3051 3170 3292
5 2989 3125 3230 3327 3455 3595
6 3268 3411 3524 3630 3777 3923
7 3568 3724 3842 3965 4120 4280
8 3894 4066 4194 4321 4499 4676
9 4244 4434 4577 4721 4908 5103
10 4638 4843 4999 5152 5353 5567
11 5059 5286 5457 5625 5850 6081
12 5524 5774 5960 6139 6382 6634

Monthly Salary Scales
Effective April 1, 2009

Group Minimum Step 1 Step 2 Step 3 Step 4 Step 5
1 2152 2251 2324 2394 2489 2587
2 2351 2461 2536 2613 2720 2827
3 2566 2679 2768 2856 2968 3080
4 2801 2930 3020 3118 3240 3364
5 3055 3194 3301 3400 3531 3674
6 3340 3486 3602 3710 3860 4009
7 3646 3806 3927 4052 4211 4374
8 3980 4155 4286 4416 4598 4779
9 4337 4532 4678 4825 5016 5215
10 4740 4950 5109 5265 5471 5689
11 5170 5402 5577 5749 5979 6215
12 5646 5901 6091 6274 6522 6780
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Biweekly Salary Scales
Effective April 1, 2006

Group Minimum Step 1 Step 2 Step 3 Step 4 Step 5
1 928 971 1002 1031 1073 1115
2 1014 1060 1093 1126 1172 1218
3 1106 1155 1193 1230 1279 1328
4 1207 1262 1301 1344 1397 1450
5 1316 1377 1422 1465 1522 1584
6 1440 1502 1550 1599 1664 1728
7 1571 1640 1691 1746 1814 1886
8 1715 1791 1847 1903 1981 2059
9 1870 1953 2015 2079 2162 2247
10 2043 2133 2202 2268 2359 2452
11 2228 2328 2404 2477 2576 2678
12 2433 2543 2623 2703 2811 2921

Biweekly Salary Scales
Effective April 1, 2007

Group Minimum Step 1 Step 2 Step 3 Step 4 Step 5
1 948 992 1024 1054 1097 1140
2 1036 1083 1117 1151 1198 1245
3 1130 1180 1219 1257 1307 1357
4 1234 1290 1330 1374 1428 1482
5 1345 1407 1453 1497 1555 1619
6 1472 1535 1584 1634 1701 1766
7 1606 1676 1728 1784 1854 1927
8 1753 1830 1888 1945 2025 2104
9 1911 1996 2059 2125 2210 2296
10 2088 2180 2250 2318 2411 2506
11 2277 2379 2457 2531 2633 2737
12 2487 2599 2681 2762 2873 2985
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Biweekly Salary Scales
Effective April 1, 2008

Group Minimum Step 1 Step 2 Step 3 Step 4 Step 5
1 969 1014 1047 1077 1121 1165
2 1059 1107 1142 1176 1224 1272
3 1155 1206 1246 1285 1336 1387
4 1261 1318 1359 1404 1459 1515
5 1375 1438 1485 1530 1589 1655
6 1504 1569 1619 1670 1738 1805
7 1641 1713 1766 1823 1895 1969
8 1792 1870 1930 1988 2070 2150
9 1953 2040 2104 2172 2259 2347
10 2134 2228 2300 2369 2464 2561
11 2327 2431 2511 2587 2691 2797
12 2542 2656 2740 2823 2936 3051

Biweekly Salary Scales
Effective April 1, 2009

Group Minimum Step 1 Step 2 Step 3 Step 4 Step 5
1 990 1036 1070 1101 1146 1191
2 1082 1131 1167 1202 1251 1300
3 1180 1233 1273 1313 1365 1418
4 1289 1347 1389 1435 1491 1548
5 1405 1470 1518 1564 1624 1691
6 1537 1604 1655 1707 1776 1845
7 1677 1751 1805 1863 1937 2012
8 1831 1911 1972 2032 2116 2197
9 1996 2085 2150 2220 2309 2399
10 2181 2277 2351 2421 2518 2617
11 2378 2484 2566 2644 2750 2859
12 2598 2714 2800 2885 3001 3118

26




Non-Office Monthly Salary Scales
Effective April 1, 2006

Minimum Step 1 Step 2
Farebox Receipts Attendant 2696 2785 2886
Stockroom Clerk 3717
Stockroom Work Leader 3904

Non-Office Monthly Salary Scales
Effective April 1, 2007

Minimum Step 1 Step 2
Farebox Receipts Attendant 2755 2846 2949
Stockroom Clerk 3799
Stockroom Work Leader 3990

Non-Office Monthly Salary Scales
Effective April 1, 2008

Minimum Step 1 Step 2
Farebox Receipts Attendant 2816 2909 3014
Stockroom Clerk 3883
Stockroom Work Leader 4078

Non-Office Monthly Salary Scales
Effective April 1, 2009

Minimum Step 1 Step 2
Farebox Receipts Attendant 2878 2973 3080
Stockroom Clerk 3968
Stockroom Work Leader 4168
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Non-Office Biweekly Salary Scales
Effective April 1, 2006

Minimum Step 1 Step 2
Farebox Receipts Attendant 1225 1264 1311
Stockroom Clerk 1709
Stockroom Work Leader 1796
Non-Office Biweekly Salary Scales
Effective April 1, 2007
Minimum Step 1 Step 2
Farebox Receipts Attendant 1252 1292 1340
Stockroom Clerk 1747
Stockroom Work Leader 1836
Non-Office Biweekly Salary Scales
Effective April 1, 2008
Minimum Step 1 Step 2
Farebox Receipts Attendant 1280 1320 1369
Stockroom Clerk 1785
Stockroom Work Leader 1876
Non-Office Biweekly Salary Scales
Effective April 1, 2009
Minimum Step 1 Step 2
Farebox Receipts Attendant 1308 1349 1399
Stockroom Clerk 1824
Stockroom Work Leader 1917
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4.02

4.03

4.04

TRADE DIFFERENTIALS

Employees whose pay is determined by a differential over and above the pay
of members of other unions with whom they work, or by the contract
provisions of other unions, shall be paid the greater of either the amount of the
floor-rate or the amount that the salary range for their job group would
provide after application of general increases and applicable length of service
increases, in accordance with Subsection 4.04(f) below.

The following jobs shall involve pay differentials as defined above. The list
of jobs and the relevant floor-rate are subject to change by mutual agreement
between the Employer and the Union. The appropriate floor-rate and
conditions related thereto shall be negotiated and set out on trade differential
sheets.

Instructor

Chief Instructor

TRAFFIC CHECKER PREMIUM

An employee experienced in traffic checking who trains a new checker shall
receive a bonus of $1.30 for each day when that training is for more than one-
half a shift.

LENGTH-OF-SERVICE INCREASES

(a) Salary advances within the ranges shall be automatic except that such
increases may be withheld for inadequate performance, providing that one
month’s notice of intent to withhold is given in writing by the Supervisor
concerned to the employee affected, the officers of the Union, and The
Employer’s appropriate  Human Resources and Labour Relations
representatives.

(b) Increases will not be granted to employees on probation. When in the
opinion of The Employer, the employee has fully restored his/her
performance at some subsequent date, he/she shall regain his/her position
within the salary scale on a non-retroactive basis.

(c) Only one length-of-service increase will be granted an employee while
he/she is on sick leave. After returning to work the employee will next be
entitled to an increase on the same date he/she would have been entitled to
an increase had he/she not been absent for sickness.

(d) Length-of-service salary increases will not be granted to employees who
qualify for an increase during all other leaves of absence without pay in
excess of three months. Upon return to work an employee will become
eligible for the increase after qualifying in accordance with Subsection
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4.03(f) below by combining his/her service prior to and following his/her
leave of absence without pay.

(e) Except as limited in (a), (b) and (c) above, an employee whose salary falls

(f)

between the minimum and the maximum of the salary range shall receive
length of service increases along the salary scale on the following basis:

Q) All regular employees hired prior to the signing of this Agreement
will retain their previously established length of service date,
unless promoted as per item (iii) below.

(i) New employees, hired subsequent to the signing of this
Agreement, will have their length of service increase date for their
entry job determined by reference to their date of hire.

(iii))  Any regular employees who receive a promotion subsequent to the
signing of this Agreement, will receive a salary adjustment in
accordance with Section 7.04, and will have their length of service
date adjusted to reflect their date of promotion.

An employee will progress along the salary scale at one year intervals
until he/she reaches the maximum of the salary range.

Length of service increase dates will be adjusted to reflect leave without
pay, whenever such leave exceeds three (3) months except for maternity
leave.

An employee whose salary is equal to any step of his/her salary range will
have his/her salary increased to the next higher step in that range.

An employee whose salary is between steps of his/her salary range will
have his/her salary increased by an amount equal to the difference
between the two steps between which the employee’s salary falls. No
employee shall receive a length of service increase which would place
him/her above the maximum of the salary range.

An employee who is promoted from one salary group to another will
receive an increase of five percent (5%) for each salary group of
promotion after first determining a pro-rata adjustment to their old salary
based on the accrued time since the last length of service increase in
conjunction with the point when a length of service increase would have
occurred. Thereafter progression along the new salary scale will be at
twelve (12) month intervals. No employee, subsequent to the application
of this promotion formula, will receive less than the minimum or more
than the maximum of the new range.

(9) An employee who transfers between non-office jobs, or from a non-office

job rate to a job grouped salary scale, or conversely, and where no
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increase in salary is involved, will receive his/her first length-of-service
increase in his/her new job on the same date as he/she would have been
entitled to receive a length-of-service increase had he/she remained in
his/her former job.

The length-of-service increase will be the appropriate dollar increment
based on the new salary scale. Thereafter he/she will progress on the dates
applicable to his/her position on the new salary scale.

(h) Time worked continuously on different jobs having the same job group
shall be cumulative.

(i) An employee whose job is reclassified to a higher salary group as a result
of changes in duties and responsibilities or as a result of re-evaluation will
receive the promotional increase as set out in Subsection 7.04(a) and will
continue to receive his/her length-of-service increases on the new job on
the same date as he/she would have received them had he/she been on the
lower job. Employees who were at a maximum on the lower job will
receive their first length-of-service increase on the higher job after they
have had six (6) months’ service on the higher level job.

4.05 FIRST AID PREMIUM

In order to provide employees injured at work with quick and effective first
aid treatment, The Employer will ensure that properly trained first aid
personnel and adequate equipment and supplies are available in accordance
with the ’s Employer’s specifications, which also include the requirements of
the Worker’s Compensation Board.

The Employer will encourage designated employees to qualify for First Aid
Certificates, will pay for their required training and will provide a pay
allowance to such employees for holding valid Certificates as per (i) below.
When authorized, non-designated employees, who achieve valid certificates,
will be provided with a lesser pay allowance.

(i) Designated Employees (Acting as Industrial First Aid Attendants, or their
Back-up, under Workers’ Compensation Board Regulations or as specified
by The Employer).

Pay Allowance in Addition to Basic Rate

Wage Employees Salaried Employees
Level 1 $0.30 per hour $48.92 per month
Level 2 0.75 per hour 122.29 per month
Level 3 0.90 per hour 146.75 per month

(if) Non-Designated Employees authorized to receive First Aid Allowances
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4.06

4.07

Pay Allowance in Addition to Basic Rate

Wage Employees Salaried Employees
Level 1/2 years $0.21 per hour $34.24 per month
Level 2/2 years 0.24 per hour 39.13 per month

It is understood that the above rates will be increased to be consistent with
Company policy in other areas of The Employer’s operations whenever
such increase occurs.

TRAINING PREMIUM

In classroom training situations, where an employee who does not have
responsibility for conducting training as part of her/his defined job duties is
assigned to conduct such training, she/he shall be paid a premium of five
percent (5%) of her/his normal hourly rate for all time spent in instruction.

SECOND LANGUAGE PREMIUM

Employees in Customer Information who are regularly required by the
Employer to use a language other than English in the performance of their job
responsibilities will receive a monthly premium equal to five percent (5%) of
their regular monthly salary.
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5.01

5.02

5.03

ARTICLE 5
JOB DESCRIPTIONS AND EVALUATIONS

ESTABLISHMENT OF JOB EVALUATION SYSTEM

(@) It is the intent of this Article that all jobs will be evaluated consistently
and equitably relative to each other by use of the Gender Neutral Job
Evaluation Plan Manual.

(b) Job evaluations and grouping of jobs established under the Gender Neutral
Job Evaluation Plan shall be changed only through application of that
plan, and related procedures as set out in this Article.

NEwW JoOB CLASSIFICATIONS

A new job classification is defined for the purpose of this section as:
(@) A newly created job classification which has not previously existed, or

(b) Any job classification within a section, the duties of which have not been
performed by an employee within that section during the previous six (6)
month period. Seasonal jobs, agreed training jobs and jobs which are part
of a hierarchy within a section will not be considered as new job
classifications under this definition.

JoB DESCRIPTION AND EVALUATION PROCEDURE

(@) All bargaining unit employees will be covered by a job description, the
title of which will be set out in Appendix A. Appendix A will be updated
every six (6) months by the Human Resources Department, and forwarded
to the Union Office.

(b) The Union will receive a copy of the plan to aid in their reviews and a
copy of each job description with its corresponding substantiating data.
The Union may contact Human Resources to discuss any problems or to
obtain information related to jobs under review. Jobs may be appealed by
the Union if a joint review has been completed and no agreement can be
reached on the evaluation.

(c) All job descriptions prepared in accordance with this Article will describe
job duties and responsibilities as clearly and specifically as possible.
Minor duties, which are ancillary to one or more of the duties defined in
the job description, may be omitted from the job description provided such
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duties are related to those set out in the job description, and provided such
duties do not affect the rating of the job.

(d) Job descriptions will be written in a clear, concise manner outlining the
major duties of the job. The assignment of grades will be substantiated by
outlining the elements of the duties that establish the grade. The rating of
all job factors will be done using the factor and level definitions outlined
in the Plan.

(e) Job descriptions will be prepared by the Human Resources Department
after consultation with the affected employee or a representative group of
affected employees and the appropriate Supervisor(s). The affected
employee or the representative group of affected employees will initial the
final job description indicating that they have participated in the
preparation of the job description. Such initiating does not necessarily
indicate agreement with the content or evaluation of the job description.

(F) Existing job descriptions may be changed or revised by The Employer
subject to the changes in duties and responsibilities being properly
documented into the job description except as outlined in 5.03 (c).

(9) All job descriptions will be evaluated by the Human Resources
Department and those job descriptions and evaluations will be provided to
the Union Office and the Union Job Evaluation Review Officers. Jobs
will not be issued until the new or revised job description has been
prepared, evaluated and forwarded to the Review Officer. Job
descriptions applicable to each department of The Employer will be
available within the department, and a copy of the employee’s job
description will be provided to the employee on entering the job and on
request. A copy of the evaluation of the employee’s job description will
be provided to the employee on request to the Human Resources
Department, or Job Evaluation Review Officer.

(h) If a work leader position evaluates at the same level as the jobs to which it
is providing direction, The Employer will increase the job content of the
work leader position so as to ensure at least one group differential.

5.04 JoB EVALUATION REVIEW OFFICERS

(a) The Parties agree that the Union will appoint four (4) Job Evaluation
Review Officers. Employees of The Employer who are appointed by the
Union to serve as Job Evaluation Review Officers on an “as required”
basis will be granted leave to perform these duties. The Employer will
pay the salary and expenses for the time spent on Employer approved
training, reviewing and/or appealing job evaluation disputes under this
Article by employees appointed as Job Review Officers.
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5.05

5.06

5.07

(b) The primary responsibility of the Job Evaluation Review Officers will be
to ensure that job descriptions accurately describe job duties and
responsibilities, are evaluated fairly and equitably relative to each other
under the Job Evaluation Plan, and to process appeals under Section 5.07.

(c) The Union Job Evaluation Review Officer may meet with Human
Resources to review changes in duties and/or responsibilities in existing
jobs which may have occurred.

JoB EVALUATION REVIEW PROCEDURE

(a) Step One

Any employee or the Union may initiate a job evaluation review by
submitting a job evaluation review form to the Human Resources
Department.

The Human Resources Manager or his/her designate, will respond to
and/or meet with the incumbent to resolve the review within thirty (30)
working days of such referral.

(b) Step Two

Should such review not be resolved within sixty (60) working days of
receipt by the Human Resources Department, it will be forwarded through
the Human Resources Manager for resolution through the Job Evaluation
Appeal process.

STANDING ARBITRATOR

The Parties agree to employ and share all costs of the named individual,
chosen for his/her expertise in job evaluation, to act as a Standing Arbitrator
whose responsibility is to resolve appeals under Section 5.07 through the
application of The Employer’s Job Evaluation Plan.

JoB EVALUATION APPEAL

In the event that the Job Evaluation Review Process is unable to resolve the
appeal it will be referred by the Human Resources Manager or his/her
designate to the Standing Arbitrator for final resolution within twenty (20)
working days.

In such instances, Job Evaluation Review Officers will submit their findings,
(i.e., joint or independent evaluation) to the Standing Arbitrator with copies to
the Union and the Human Resources Manager. The Arbitrator shall proceed
as soon as practical to resolve the appeal by investigating the dispute,
consulting with the Union and The Employer and applying the Employer’s
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5.08

Job Evaluation Plan. This will include a hearing on the issues and may
include an on-the-job review by the Arbitrator if required. The Arbitrator’s
decision will be final and binding on the Parties.

The Arbitrator will address only those factor ratings which are in dispute or
factors related thereto.

In the case of an up-grouping the incumbent’s salary treatment will be
retroactive to the date either a review or appeal was instituted.

In the event an employee initiates an appeal within twenty (20) working days
following a review by the Employer and the employee is successful in
receiving an up-grouping, the effective date of such up-grouping shall be the
date on which the review was initiated.
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6.01

6.02

6.03

6.04

ARTICLE 6
SENIORITY

All employees of The Employer as of 6 November, 1985 shall have their
accumulated seniority as total continuous elapsed time as an employee of The
Employer and its predecessors in a job category under C.O.P.E. jurisdiction.

All employees hired subsequent to 6 November, 1985 shall have their
seniority begin with the last date of hire for unbroken service with The
Employer in a job category under C.O.P.E. jurisdiction.

No credit shall be given for terms of temporary work except as provided in
(@), (b) and (c) below:

(@) Full-time temporary employees who obtain regular status shall have their
seniority dated from their last Employer entered service date as full-time
temporary employees.

(b) Casual employees who obtain regular status will be granted seniority
based on all hours worked (excluding overtime) for the 12 month period
immediately prior to the date on which they obtain regular status.

(c) When two or more Full-Time Temporary employees are being considered
for a vacancy posted pursuant to Section 7.10 of this Collective
Agreement, Sub-Section 7.10(d) will apply to these employees and they
will be considered to have seniority dated from their last Employer
service date as a full-time temporary employee for the sole purpose of
filling these postings.

Part-time regular employees shall accumulate seniority on the basis of
regularly scheduled time excluding overtime hours worked. Regularly
scheduled time shall include time absent from work as a result of a
compensable absence covered by W.C.B.

For the purposes of converting seniority from hours to years for part-time
regular employees only, regular hours worked will be multiplied by 1.0652.

An employee who leaves the Union and subsequently returns shall be treated
as a new employee from the date of his/her return except as otherwise
provided in this Agreement.

Employees excluded under the Labour Relations Code of B.C. and thus
required to withdraw from the Union shall retain accumulated seniority as
defined in Section 6.01, as of the date of exclusion, provided they do not in
the meantime become members of another Union. Any such employee shall
have the right to exercise such seniority for the purpose of re-entry to the
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6.05

6.06

6.07

6.08

union bargaining unit for a period of one (1) year from the date that the
employee is required to withdraw from the Union under this provision.

(a) Military leave of absence, leave of absence on COPE business or leave of
absence to act as a full-time official or representative of the Union shall
not be considered as a break of seniority.

(b) An employee granted a leave of absence for any reason other than those
covered in (a) above will accumulate seniority during the duration of such
absence provided they maintain their membership in the COPE.

(@) An employee who is on the recall list shall retain his/her past seniority
plus continue to accrue seniority while on that list.

(b) Seniority accrued while on the recall list will not be considered in
determining Employer service.

Where a job classification previously excluded from the bargaining unit
becomes included in the bargaining unit, the incumbent employee(s) in such a
job classification will be granted accumulated seniority for the period during
which they worked in the affected job classification immediately prior to that
classification being included in the bargaining unit. Seniority achieved under
this clause will not be utilized under the lay-off and bumping provisions
within the first twelve (12) calendar months from the date of entry and will
not be utilized under the job selection or promotional provision within the first
six (6) calendar months from the date of entry.

Regular employees who obtain temporary positions outside the COPE
bargaining unit but within BC Transit shall continue to accrue seniority as if
they had remained in the bargaining unit, provided they maintain their COPE
membership and remit required union dues. For an exempt position, full dues
are required; for another bargaining unit position, minimum dues are required.
Such temporary positions shall be limited to six months, except that the period
may be extended by agreement of the Employer and the Union. Agreement
will not be unreasonably withheld.

In the case of Part time regular employees, seniority will accrue on the basis
of their regularly scheduled hours in their COPE bargaining unit positions.
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7.01

7.02

7.03

ARTICLE 7
EMPLOYMENT, TRANSFER AND TERMINATION

NEW EMPLOYEES

All new employees entering The Employer in jobs under the Union’s
jurisdiction are to be considered as probationary for a period of up to 489
hours actually worked excluding overtime. This period may be extended for
up to an additional 489 hours actually worked (excluding overtime) by mutual
agreement between The Employer and the Union. The Employer will
endeavour to advise the probationary employee of any performance
deficiencies throughout the probationary period. A week before the expiry of
the period, the Supervisor will conduct a performance rating of the employee
and either confirm the appointment or terminate the employee.
Notwithstanding the previous sentence a Supervisor may terminate the
employee any time during the probationary period where the Supervisor
determines that such employee is unsatisfactory. This would be subject to the
grievance procedure.

HIRING RATES

(@) New employees will be hired at the minimum rate for the job, except that
the Employer may hire up to the midpoint of the salary range, at its option,
to recognize related experience. New employees may be hired above the
midpoint of the salary range in exceptional cases, provided agreement is
reached with the Union. Such agreement will not be unreasonably
withheld.

(b) If a temporary employee is successful in obtaining an appointment to a
regular job other than the one in which he/she is employed, his/her salary
will be determined as though he/she were a new hire, except that
consideration will be given to his/her experience, as set out in the previous
paragraph.

PROMOTIONS, DEMOTIONS AND TRANSFERS

The following definitions will apply in the event of job changes occurring
within or between salary scale categories; i.e. office to office, non-office to
office, non-office to non-office or office to non-office.

(a) By definition, a “promotion” shall mean a move to a new job carrying a
maximum step which is higher than the maximum step of the old job.
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7.04

(b) By definition, a “demotion” shall mean a move to a new job carrying a
maximum step which is lower than the maximum step of the old job.

(c) By definition, a “lateral transfer” shall mean a move to a new job which is
neither a promotion or demotion as defined above.

(d) By definition, a “temporary promotion” shall mean a promotion, as
defined above, which in the case of Subsection 7.05(b) lasts for more than
two (2) consecutive working days and in the case of Subsections 7.05(a)
and 7.05(b) is for six (6) months or less.

(e) By definition, “red-circled” shall mean that an employee’s salary will be
maintained above the maximum of the salary range for his/her job until
such maximum is raised to a level above his/her salary.

(F) By definition, “blue-circled” shall mean that an employee’s salary will be
maintained above the maximum of the salary range for his/her job and that
such salary will be increased by all subsequent across-the-board salary
increases.

(9) By definition, “base rate” shall mean the monthly amount (according to
the salary scale) paid to an employee, exclusive of overtime, premiums,
allowances, trade differentials, etc.

(h) By definition “floor rate” shall mean a monthly amount paid to an
employee consisting of his/her base rate plus a trade differential, as
defined in Section 4.02.

PERMANENT PROMOTIONS

(&) When an employee is promoted he/she will receive an increase of 5% on
his/her base rate (or 5% per group of promotion, as the case may be)
except that where the resultant salary would be less than the minimum of
the new job group he/she shall receive such minimum; or where the
resultant salary would be higher than the maximum of the new job group,
he/she shall receive such maximum.

(b) When an employee is promoted from one floor-rated job to another floor-
rated job he/she will receive an increase on his/her base rate in accordance
with (a) above. Further, where the employee’s old floor rate is lower than
his/her new floor rate he/she will receive the new floor rate; but where the
employee’s old floor rate is higher than his/her new floor rate he/she will
be red-circled at his/her old floor rate.

When an employee is promoted from a floor-rated job to a non-floor-rated
job he/she will receive an increase on his/her base rate in accordance with
(a) above. Further, where the employee’s old floor rate is higher than
his/her new base rate he/she will be red-circled at his/her old floor rate.
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(c) When an employee is promoted from a position he/she has taken under the
provisions of Subsections 7.07(b) or (c) the following salary policy will

apply:

Q) If the employee has been on the lower grouped job more than one
(1) year he/she shall be promoted in accordance with 7.04(a)
above.

(i) If the employee has been on the lower group job less than one (1)
year and is promoted to the same group he/she held prior to
demotion, he/she will receive the salary he/she would have
achieved had the employee remained on that higher job group
level.

(iii)  If the employee is promoted to a job group higher than that he/she
held prior to his/her demotion, his/her salary will be determined by
applying firstly the provisions of 7.04(c) (ii) and then the
provisions of 7.04(a).

TEMPORARY PROMOTION

(@) Should an employee be temporarily promoted to a higher level position
he/she shall be paid on the higher job at the higher rate. In such event the
employee’s salary will be adjusted from the commencement of such relief
period in accordance with (c), below.

(b) Should an employee be temporarily promoted to a supervisory or non-
bargaining unit position the promotional increase shall be in effect if the
period of temporary promotion exceeds two (2) consecutive working days.

(c) If a temporary promotion is three (3) groups or less above the employee’s
current level his/her promotional increase will be determined by
Subsection 7.04(a) above. If a temporary promotion is four (4) groups or
more above his/her current level the Human Resources Department will
review the contents of the higher job group to determine the
responsibilities to be assumed and will establish the appropriate job level
for the relief period but the minimum increase will be three (3) groups.

(d) A statutory holiday shall be considered a working day in determining a
promotion.

(e) A temporarily promoted employee is not eligible for automatic increases
