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PREAMBLE

The purpose of this agreement is to secure for the Board, the Union and the employees of
the Board the full benefit of orderly and legal collective bargaining, and to ensure to the
utmost extent possible the safety and physical welfare of the employees, economy of
operation, quality and quantity of output, and protection of property. It is recognized by
the agreement to be the duty of the Board and the Union and the employees to cooperate
fully, individually and collectively, for the advancement of said conditions.

The Board and the Union agree to abide by the terms set out in this agreement. The Union
further agrees that it will at all times instruct its members to act in accordance with the
terms contained in this agreement. The Board agrees, in the exercise of the functions of
management, that the provisions of this agreement will be carried out.

It is the desire of both parties to this agreement that the school facilities be operated in a
manner so as to give the maximum in public service and the best educational opportunity
to the people resident in the school district.



COLLECTIVE AGREEMENT

This Collective Agreement effective July 1, 2012 Between

THE BOARD OF SCHOOL TRUSTEES OF SCHOOL DISTRICT NO. 36 (SURREY)

1.10

1.20

1.30

(Hereinafter referred to as ""the Board or the Employer')
PARTY of the FIRST PART

And

THE CANADIAN UNION OF PUBLIC EMPLOYEES LOCAL 728
(Hereinafter referred to as ""the Union™)
PARTY of the SECOND PART

ARTICLE 1
TERM OF AGREEMENT

This agreement shall be for the period from and including July 1, 2014 to and
including June 30, 2019 inclusive and from year to year thereafter subject to the
right of either party to the agreement at any time within four (4) months
immediately preceding the date of the expiry of this agreement (June 30, 2019) or
immediately preceding the last day of December in any year thereafter, by written
notice, to require the other party to the agreement to commence collective
bargaining.

If notice to commence collective bargaining has been given and the term of the
collective agreement between the parties has expired, neither the employer nor the
trade union shall, except with the consent of the other, alter any term or condition
of employment, until:

1) A strike or lockout has commenced.
(@) A new collective agreement has been negotiated, or

(3) The right of the Union to represent the employees in the bargaining unit
has been terminated, whichever occurs first.

The parties hereto agree to the exclusion of the operation of Section 50,
subsections (2) and (3) of the Labour Relations Code of British Columbia (in
accordance with Section 50 (4) thereof).



2.10

211

2.12

ARTICLE 2: DEFINITIONS
Employee Departments

For the purposes of this collective agreement, the parties recognize the following
Employee Departments: Attendants

Caretakers

Clerical

Information Technology

Maintenance

Student Support

An Employee Department is defined as a grouping of classifications. The
Employee Departments are comprised of the classifications listed below.

Attendants

Community Schools Facilitator
District Attendant - Education Centre
District Attendant - Learning Centre
Outreach Worker

Safe School Liaison

School Meal Program Aide
StrongStart Facilitator

Supervision Aide

Caretakers

Caretaker

Day Custodian

District Theatre Attendant
Head Caretaker

Senior Head Caretaker

Clerical

Accounting Assistant |
Accounting Assistant Il
Buyer

Career Centre Assistant
Clerk Typist

Corporate Services Specifier
Data Entry Clerk

DEC Office Assistant
Development Officer
District Office Clerk
District Office Clerk (Payroll)
Education Centre Secretary



Education Centre Secretary — Learning Centre
Elementary School Head Secretary
Elementary School Clerk

Head Clerk - Learning Resources
Learning Resources Clerk

Library & Information Technologist

Mail Clerk

Marketing Coordinator

Payments Clerk

Payroll Assistant

Purchasing Clerk

Records Management Clerk
Reprographics Operator

Research Analyst

School Meal Program Assistant
Secondary Information Management Clerk
Secondary School Clerk

Secondary School Head Secretary

Senior Accounting Assistant

Senior Buyer

Senior District Office Clerk

Senior Learning Resources Clerk

Senior Payroll Assistant

Senior Payroll Assistant - Benefits

Senior Research Analyst

Team Leader, Administrative Services
Team Leader, Office Systems and Data Management
Web Communication Specialist

Information Technology
Audio Visual Technician

Help Desk Technologist
Information Serv. Technologist
Lan Technologist

Network Technologist Specialist
Systems Trainer
Programmer/Analyst

Repair Technician Info. Serv.
Senior Help Desk Technologist
Senior User Support Technologist
Sr. Repair Technician Info. Serv.
Sr. Info. Serv.Technologist
Systems Application Specialist
Team Leader, IMS




Maintenance

Bus Driver

Equipment Operator |
Equipment Operator |1
Equipment Operator 11
Facilities Technologist
Grounds Keeper
Labourer

Maintenance Planner
Material Foreman (m/f)
Non Trades Foreman (m/f)
Shipper Receiver
Storekeeper

Trades Foreman (m/f)
Trades Foreman Il (m/f)
Trades Helper

Trades Person

Trades Person Il

Utility Worker

Student Support

ABA Support Worker

Aboriginal Child/Youth Care Worker
Aboriginal District Cultural Facilitator
Aboriginal Education Assistant
Child/Youth Care Worker

Culinary Assistant

EA Peer Support Facilitator
Education Assistant |

Education Assistant Il

Hairdressing Assistant

Inner City Secondary School Worker
Language Assistant

Multicultural Worker

Oral Communication Facilitator
Senior Aboriginal Support Worker
Settlement Workers

Sign Language Interpreter

Substance Use Liaison

Y.E.S Co-ordinator

Youth Diversity Liaison

2.20 Employees



2.21

2.22

2.23

2.24

2.25

2.30

231

"Employee" or "Employees" means a person or persons defined as such under the
Labour Relations Code.

"Probationary Employee" shall be defined as an employee who is serving a
probationary period to determine his/her general suitability as a regular employee.
All employees are hired on a probationary period, after whose successful
completion they become regular employees.

"Regular Employee” shall be defined as an employee who has satisfactorily
completed the probationary period of employment defined in Article 2.31 below.

"Spare Board Employee” shall be defined as an employee who is either a
probationary employee or a regular employee who is engaged on a relief or day-
to-day basis only and who does not hold an assignment through a posting.

"New Construction Employee” shall be defined as an employee who has been
engaged to work only on the construction of buildings or on new or school
addition projects, where new foundations are involved. Such employees shall
receive wages, working conditions and fringe benefits as provided in the
appropriate agreements of the trade unions in the Building Trades applicable to
the Greater Vancouver area, and shall be required to pay a monthly assessment of
$1.00 to the Canadian Union of Public Employees, Local 728. They shall not be
entitled to the benefits of this agreement except for daily rest periods which will
be granted in accordance with Article 9.40.

All "new construction employees” shall work a seven and one-half (7 1/2) hour
day, except as otherwise provided in related trades agreements.

Work performed on items normally considered part of "new construction”
building costs will be paid for at current "new construction™ rates.

New construction positions will not be classified as vacancies or new positions.
New construction employees will be hired through the appropriate union hiring
halls or selected from the membership of the Canadian Union of Public

Employees, Local 728.

No present regular employee shall be laid off as the result of the implementation of
this provision.

Evaluation Periods and Reports

Probationary Period:



2.311

2.312

2.313

2.314

2.32

2.33

A probationary period is a four (4) month period served by an employee to
determine his/her general suitability to become a regular employee. Such period
may be served simultaneously with a trial period.

Except as noted below, the probationary period shall continue for four (4) months
and, during this period, no seniority rights shall be recognized.

Upon completion of four (4) months accumulated service, an employee shall be
entitled to seniority dating from the day he/she entered the service of the
Employer. For clarification of what accumulated service means with respect to the
words "four (4) months accumulated service" the following applies:

a probationary employee must work a minimum of four (4) months from the
first day of work and a minimum of 450 hours worked, or

Six (6) months from the first day of work and a minimum of 450 hours
worked.

If the requirements of (2.311) and (2.312) have not been met the probationary
period will be extended until eight (8) months from the first day of work.

Thereafter, the probationary period may only be extended for a definite period
upon the consent of both parties, and in such event the employee and the Union
shall be notified in writing of such extension.

During an employee's probationary period, his or her transfer, layoff, or dismissal
shall be entirely at the discretion of the Board and shall be subject to appeal
through the grievance procedure. Regular employee status will be officially
conferred when the employee is notified in writing by the Human Resources
Department that his/her probationary period has been successfully completed.
Every reasonable effort will be made to forward such notice to the employee
within two (2) weeks of their probation completion.

Trial Period:

A trial period is a three (3) month period served by an employee to determine
his/her suitability in a particular classification. Once a trial period has been
successfully served by an employee, it need not be repeated at a later date. Such
period may be served simultaneously with a probationary period.

Other Evaluation Periods:

All employees who transfer to a new location by promotion, demotion or transfer

shall serve an evaluation period of up to but not to exceed one (1) month except
by consent of the Union.

10



2.34

2.35

2.36

2.40

Employees who have been evaluated in accordance with (2.31) and (2.32) and
remain in the same location thereafter, will be evaluated on performance every
two (2) years from the date of the previous evaluation.

Evaluation Reports:

Reports on an employee's performance will be discussed with the employee by the
evaluator. The employee may respond and the response will be attached to the
report. Both the employee and the evaluator are expected to sign the report and the
response, if any. This will indicate the report has been discussed, but not to
indicate any agreement or disagreement. Refusal by an employee to sign an
evaluation form will be noted in the employee's file.

A copy of the report and response will be given to the employee before it is
forwarded to the Human Resources Department to be placed in the employee's
personnel file. The Human Resources Department will forward a copy to the
Union office.

When an employee is on probation or trial period, only the last evaluation report
will be retained.

Staff Change Forms:

Staff change forms shall be issued for all employees within two (2) weeks
indicating their employee status as either "probationary" or "regular”. In addition,
position notations shall be made, namely: relief, day-to-day spare board,
temporary, or regular. For purposes of notifying an employee whether he/she has
successfully completed the probationary period, the staff change form shall
normally be the method used by the Human Resources Department.

Personnel Files:

Employees have the right to review their personnel file during regular working
hours upon adequate notice to Human Resources Department.

Under normal circumstances, evaluation reports will not be removed from a file,
but an employee may request, stating reasons in writing, that a specific evaluation
report be removed from the file. If the request is denied, the employee's request
and the reasons for denial will become part of the file.

The Employer agrees to purge an employee's personnel file of any adverse letter
thirty-six (36) months from the date of the letter.

Positions, Class Specifications and Location

11



241

2.42

2.43

2.44

2.441

2.45

2.451

Position:

A position is any job within a classification. Hence, "painter" is a position within
the trades classification.

Classification:

A classification is a broad description, as set out in a class specification, of the
requirements of any position under that specific job title or description. A number
of different positions may therefore be encompassed within a classification.

Class Specifications:

Class specifications are the documents which describe, in general terms:

The nature and scope of work that may be required of an employee holding any
position within a classification;

Illustrative examples of the tasks that the employee may be required to carry out;
and the training, experience, knowledge, abilities, skills and licenses or
certificates required of the classification.

Regular Positions:

Regular positions are defined as new positions deemed permanent by the Board or
as vacancies in existing, permanent positions. Such positions may be either full or
part-time. If new, such positions shall be posted. If vacant, such positions shall be
posted after being vacant no more than thirty (30) working days.

Amalgamated Regular Attendant Positions

A District Attendant may apply for a posted District Attendant position without
giving up her/his original position provided there is no conflict with the posted
position. If the District Attendant is successful in obtaining the posted position,
then the District Attendant will have a new regular position comprised now of
both the original and the posted positions.

Temporary Positions:

Temporary positions are defined as:

Relief positions necessitated by regular position vacancies resulting from

employee sickness or approved leave of absence, when such vacancies are
expected to exceed thirty (30) working days;

12



2.452

2.453

2.46

2.461

2.462

2.47

2.50

2.51

Day-to-day positions for employees augmenting the regular workforce when the
duration of their employment exceeds or is expected to exceed three (3) months;

New positions designated as temporary by the Board, whose duration exceeds or
Is expected to exceed three (3) months but will not exceed six (6) months. New
positions where funding is of a temporary nature will not exceed twelve (12)
months and will be identified on the posting with an end date and a reason for
the posting. The employer shall notify the Union prior to the posting of such
positions.

All positions defined as temporary shall be posted.

Most Junior Position:

A vacancy in a classification will be considered the "most junior position”.

If there is no vacancy available and it is necessary to "bump" an employee, the
employee who is "bumped™ will be the most junior employee in the classification
having less overall seniority and working the same or fewer hours than the
employee exercising bumping rights.

Location:

Location is the normal place of work in which or from which an employee in a
particular position normally works. As an example, an employee may be:

Painter (classification)
Maintenance (location)

Assignments and Job Movements
Assignment:
An assignment is a position in a specific classification, location(s) and/or
program/work area into which an employee posts or is directed to work.
Examples:
1. Education Assistant (classification)
Queen Elizabeth SS (location)
Career Education for Learning Disabled (Program)
2. Caretaker (classification)

Queen Elizabeth SS (location)
Gym Section (work area)

13



2.52

2.521

2.522

2.53

2.54

2.55

3.10

3.20

School Closure Assignments:

Employees in school term positions who wish additional work during periods of
school closure (Summer, Spring Break, Christmas) shall indicate their desire for
such work by signing up on the availability list posted at the Thomas G. Ellis
Facility Center. Such employees must be qualified to perform the available work
as per Article 12.

Employees must take vacation days equivalent to any vacation pay earned and
outstanding from the previous year in the following manner:

by arranging to take the vacation days off prior to the beginning of the assignment,
or

by arranging to take the vacation days off at the end of the assignment and prior to
the beginning of their regular position.

Promotion:

Promotion shall be defined as the movement of an employee to a higher rate of
pay or position.

Demotion:

Demotion shall be defined as the movement of an employee to a position
involving reduced responsibilities and duties and possibly a reduction in pay.

Transfer:

Transfer shall be defined as the movement of an employee from one position to
another, in the same classification at the same rate of pay.

ARTICLE 3
MANAGEMENT RIGHTS

The management and the operation of and the direction of the working force is
vested exclusively in the Board, provided however, that this will not be used for
the purpose of discrimination against employees, and provided that it is not
against or contrary to the articles of this agreement.

The Board shall have the right to select and promote its employees and to

discipline or discharge them for just cause, provided that employees shall retain
the right of appeal under the grievance procedure contained in this agreement.

14



3.30 Subject to the provisions of this agreement, the Board shall have the right to
determine the size of the work force.

ARTICLE 4
RECOGNITION OF THE UNION

410  Bargaining Agency

The Board recognizes the Union as the sole and exclusive collective bargaining agency
for all of its employees save and except:

Administrative Assistants

Assistant Director, Physical Plant

Assistant Manager, Audience Services
Assistant Manager, Finance

Assistant Manager, Payroll

Assistant Manager, Purchasing

Assistant Manager, Service Operations
Assistant Manager, Technical Director
Assistant Secretary Treasurer

Associate Director, Business Development and Corporate Services
Associate Director, Human Resources
Associate Director, Internal Audit

Associate Superintendent, Human Resources
Capital Construction Coordinator

Director, Fiscal Management Services

Director, Information Management Services
Director, Physical Plant and Transportation Services
Executive Assistants

Health and Safety Officer

Human Resources Assistants

Human Resources Coordinator

Manager, Business Support

Manager, Communication Services

Manager, Facilities and Demographics Planning
Manager, Food Services

Manager, Grounds Maintenance

Manager, Health, Safety and Benefits

Manager, Human Resources

Manager, Information Management Services
Manager, International Education

Manager, Mechanical and Electrical Maintenance
Manager, Occupational Health

Manager, Payroll

Manager, Purchasing

15



4.20

4.30

4.40

441

Manager, Safe Schools

Manager, Security and Infrastructure

Manager, Service Operations

Manager, Structural Maintenance

Manager, Theatre Operations

Manager, Transportation and Central Stores
Planning Officer (Personnel)

Property and Minor Projects Coordinator
Secretary Treasurer

Senior Manager, Business Management Services
Senior Manager, Finance

Senior Manager, Human Resources

Supervisor, Records, Reprographics and Courier

Employees of the Board employed in the teaching profession.

Employees who by a ruling of the Labour Relations Board are not employees
within the meaning of the Labour Relations Code.

The Union agrees that there shall be no soliciting, by any of its members, of
individual members of the Board in respect to rates of pay, working conditions or
any other matter covered by this agreement during the term of the said agreement.

No employee shall be required or permitted to make any written or verbal
agreement with the Board or its representatives which may conflict with the terms
of this collective agreement.

The Board agrees that the bargaining authority of the Union shall not be impaired
during the term of this collective agreement. The Board agrees that the only
certification that it will recognize during the term of this agreement is that of the
Union, unless ordered by due process of law to recognize some other bargaining
authority.

In the event of discussions being considered necessary by either party during the
term of this agreement relating to rates of pay, work loads, hours of work or other
working conditions, it is agreed that either party shall meet the other party in order
to carry out such discussions as soon as possible and, in any event, not later than
thirty (30) days from the date of the written request by one party to an officer of
the other party.

a) The parties agree that the following number of Union Representatives who are
in the employ of the Board shall have the privilege of attending without loss of
pay, meetings between the Union and the Board (or its representatives) held
during working hours as follows:

16



Processing Grievances

President and up to two (2)
representatives

Arbitrations Hearings

President and up to two (2)
representatives plus witnesses while
needed

Negotiating Renewal of Collective
Agreement: (including mediation)

President and up to seven (7)
representatives

Processing Class Specifications

President and up to one (1)
representative for each department
affected

Attending Labour Relations Board and

Avrbitration Appeals Hearings

President and up to one (1)
representative

Duty to Accommodate and WCB Meetings

President and up to one (1)
representative

Negotiating Revision of Collective
Agreement

President and up to one (1)
representative for each department

affected

4.42

4.43

4.44

b) In the case of a grievance meeting, arbitration hearing, WCB and Duty to
Accommodate meetings involving the wunion and the employer, the
grievor/employee concerned will also be present without loss of pay if requested
by either party.

c) In the case of arbitrations and bargaining sessions held during the day,
designated evening shift representatives or employees, consistent with a) above,
shall have the privilege of attending, without loss of pay, providing the arbitration
or bargaining sessions are full-day sessions.

The Union agrees that none of its members shall transact any of its business or
any union business during working hours, except the union president and secretary
or their appointed representatives, who may from time to time meet with officials
of the Board to transact business relating to personnel and the collective
agreement.

Members of the Union who may be required to be in attendance at joint meetings
of the parties shall do so without loss of salary, wages or other benefits. Where
the Union desires other persons to be in attendance, the cost of the wages and
benefits will be paid by the Union.

The Employer agrees that officers and stewards have certain functions to perform
on behalf of the Union. With prior notice, where possible, these officers will be
allowed to absent themselves from work. Such absences will not be denied
without just cause.

17




4.45

5.10

5.11

5.12

5.13

5.20

The Union shall be provided with adequate space on staff bulletin boards for
the posting of notices pertaining to union business.

ARTICLES
UNION SECURITY

Acceptance of employment by an applicant shall constitute acceptance by that
applicant of all terms and conditions of this collective agreement.

All present and future employees of the Board, as a condition of continuing
employment, shall become and remain members in good standing of the Union,
according to the Constitution and/or By-laws of the Union.

All employees, on date of hire, shall be required to sign an Application for
Membership and authorization for Dues Deduction, supplies of which will be kept
on hand in the Board Office and supplied by the Union.

The Board shall check off all Union dues and assessments levied in accordance
with the Constitution and/or By-laws of the Union. The Union shall advise the
Board of the amounts of such Union dues and/or assessments as may be
determined from time to time by the Union. The Board, upon receipt of such
advice from the Union, shall deduct from the earnings of the employees such
dues, fees and assessments and shall forward to the Union the total of such
amounts deducted together with a list of those employees from whom such
deductions were made. Such deductions to be remitted to the Union Treasurer not
later than the tenth (10th) day of the following month.

The Board shall notify the Union, in writing, when an employee covered by this
agreement, is hired, promoted, demoted, transferred, laid off, recalled, resigns, is
suspended, or is terminated.

In the event of the Union intending to suspend a member for non-maintenance of
membership, or for any other reason, the Board shall be notified by the Union in
writing at least seven (7) days before such suspension.

Due to the nature of shift work, employees on afternoon shift shall be allowed
time off to attend one regular Union meeting per month; provided, however, the
employee's shift will be completed and school buildings will be ready for the next
day's regular school activity. In certain schools designated by the Board, one
employee will remain on shift.

Employees who leave work to attend Union meetings under this provision will
indicate the duration of their absence to their Supervisor.

18



5.30

6.10

6.20

6.21

6.22

6.23

6.40

Any employee of the Board who is a member of the Union Executive shall be
allowed time off without pay to attend Union Executive meetings. Union
Executive members who work afternoon shift shall be given leave without pay
from their shift to attend the Union Executive meetings when it is held during the
day for full-day sessions.

ARTICLE 6
OCCUPATIONAL HEALTH AND SAFETY

The Board and the Union will cooperate to ensure that occupational health and
safety in the workplace is accomplished. Three (3) members of CUPE will be
entitled to sit on a District Health and Safety Committee which will recommend
action to the Board to enhance and improve the effectiveness of the health and
safety program and to promote compliance with health and safety regulations and
standards.

The Manager, Health and Safety shall act as a resource person on this committee.

All new employees as a condition of employment shall produce evidence of TB
screening within the past twelve (12) months.

To protect employees against the effects of communicable diseases, in
environments where communicable diseases are known or suspected to exist the
Board will pay the cost of injections or medication not covered by the Medical
Services Plan. Advance notice of the medical condition, of students or other
persons the employee may be in contact with, shall be provided wherever
possible.

Any employee who has been absent from work for illness or noncompensable
injury for a period in excess of two (2) weeks shall, upon request, provide the
Board, at the Board’s cost, with a medical certificate stating the employee is fit to
return to normal duties. The necessary form will be provided by the Board. (A
copy of the form (No. 36.12.4A) is attached to this agreement.) Any queries
regarding the doctor's certificate shall be directed to the doctor in question.

Prior to September 1 each year, all bus drivers shall submit to a physical
examination by a licensed medical practitioner designated by the Board and file a
copy of the doctor's report with the Manager, Transportation and Central Stores.
The doctor's report shall be entered on the form "Verification of Medical Status"
(No. 36.12.4A), a copy of which is attached to this agreement. Any charges for
such physical examination shall be paid by the Board.

Employees who are designated as First Aid Attendants shall be entitled to the
following monthly allowance for the certificate or level held by the employee:

Level 1 $25.00

19



6.41

6.42

6.421

6.50

6.501

6.60

Level 2 $120.00

Employees shall be reimbursed the cost of attaining and maintaining their
certificates. Employees who are designated as First Aid Attendants shall be
entitled to certification and recertification during regular hours of work at no cost
to the employee.

Employees who hold a valid Level 1 Certificate, are not designated but are willing
to act as a First Aid Attendant in emergencies, shall be paid $15.00 per working
month.

Employees in (6.42) shall provide the Health and Safety Department with copies
of the certificate(s) along with signed statement that they agree to act, as required,
as first aid attendants.

An allowance of $80.00 (eighty dollars) shall be made annually to employees
whose regular work, under WCB regulations, requires them to wear safety
footwear. Eligible employees shall be those who have actively worked in such
capacity for a minimum of three (3) months in the calendar year and have worn
the required safety footwear. Eligible employees who complete the safety
footwear request form shall be paid the allowance at the end of December of each
year.

The first year a spare board or ten month school employee accepts a temporary
summer job which requires safety footwear and obtains such footwear (confirmed
by receipt) they shall be entitled to the safety footwear allowance. They will not
receive the safety footwear allowance again until they post into a job requiring
safety footwear, when the provisions governing the situation for regular
employees will apply.

Violence in the Workplace

The Board and the Union recognize the right of employees to work in an
environment free of violence.

An employee who encounters or is involved in an act of violence or a threat of
violence must promptly file a complaint of the incident to his/her administrative
officer or excluded supervisor. The report shall be forwarded immediately to the
Workers' Compensation Board. A copy of the report shall be sent to the Health
and Safety Department to be put before the District Health and Safety Committee.

It is understood that the failure to follow up such a complaint or to initiate
corrective action by the supervisor may result in a grievance being filed.

ARTICLE 7

20



7.10

7.11

7.12

7.13

7.14

7.20

7.21

DISCIPLINE AND GRIEVANCE PROCEDURES
Discipline
Subject to the grievance procedure, an employee may be disciplined for just cause.

Bargaining unit supervisors may relieve an employee of his/her duties for up to a
full shift, but the authority to apply further and other disciplinary measures will be
restricted to Administrative Officers and excluded supervisory personnel.

When a supervisor schedules an interview with an employee for disciplinary
purposes, the employee at his/her option, shall have the right to have his/her shop
steward present at the interview.

When an employee is disciplined the employee and the Union will receive written
notification, which notification will include reasons for the discipline.

Grievance Procedure

Any difference concerning the dismissal, discipline, or suspension of an employee
or the interpretation, application, operation or any alleged violation of this
agreement, including any question or difference as to whether the matter is
arbitrable, such question or difference shall be finally and conclusively settled
without stoppage of work in the following manner:

Step1l. The question or difference shall first be taken up verbally by the
employee and the employee's immediate excluded supervisor.
Whenever possible this shall be done within five (5) working days of
the alleged violation occurring or the difference arising. The supervisor
shall have five (5) working days to effect a settlement.

Step 2. In the event that the alleged difference or violation is not resolved or if
the Union becomes aware of an alleged difference or violation the
matter shall then be reduced to writing and shall be filed as a grievance
which shall include full particulars and the remedy sought. The
grievance shall be sent to the excluded supervisor/department head with
a copy sent to the Human Resources Department within five (5)
working days of the response of the supervisor in Step 1. The
supervisor/department head shall have five (5) working days to effect a
settlement and shall reply to the Union giving reasons in writing.

Step 3. Should the supervisor/department head not resolve the matter the

grievance may then be referred to Human Resources within a further
five (5) working days. Human Resources shall have ten (10) working

21



7.30

7.301

7.302

7.303

7.304

7.305

7.306

7.307

7.308

7.309

days to effect a settlement and shall send its response to the Union
giving reasons in writing.

Step 4. If a settlement is not reached at Step 3 then either party may refer the
matter to arbitration under Section 3 (Expedited Arbitration) or Section
4 (Arbitration Board), within ten (10) working days of the response of
the Human Resources Department.

Expedited Arbitration

Either party may refer an outstanding grievance to an expedited arbitrator as
named herein.

Vince Ready
Bob Diebolt
Heather J. Laing
John Kinzie
Judi Korbin
Dave McPhillips

The arbitrator shall schedule a hearing within one (1) month of being appointed.
The location of the hearing shall be agreed to between the parties.

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.

Prior to rendering a decision, the arbitrator may assist the parties in mediating a
resolution to the grievance or make written recommendations to resolve the

grievance.

Where mediation fails or is not appropriate, a decision will be rendered as
contemplated herein and shall be binding on the parties.

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

The parties shall share equally the cost of the fees and expenses of the arbitrator.

The expedited arbitrator shall have the same powers and authority as an arbitrator
established pursuant to the Labour Relations Code of B.C.
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All decisions of the arbitrator are to be limited in application to that particular
dispute and are without prejudice. These decisions shall have no precedential
value and shall not be referred to by either party in any subsequent proceeding.

The parties shall rotate through the list as the arbitrators are available. Either
party may reject the first person next on the list. If an arbitrator is rejected the
next person on the list must be engaged. Should this process fail to provide an
arbitrator on a timely basis, the parties may agree to another arbitrator by mutual
agreement.

It shall be completely within the power of the arbitrator to determine if a full
hearing is appropriate.

Arbitration Board

An arbitration board shall be formed to hear the grievance. Either party shall
notify the other in writing of the grievance to be arbitrated and the name and
address of its chosen nominee on the arbitration board. After receiving such
notification, the other party shall within five (5) days appoint its nominee on the
arbitration board and give notice in writing of such appointment to the other party.
Such nominees shall try to select a third member who shall be chairperson.

Should the representatives fail to select such a third member within five (5) days
from the appointment of the last nominee, either party may request the Minister of
Labour to appoint a chairperson.

The expenses and compensation of the nominees shall be borne by the respective
parties. The expenses and compensation of the chairperson shall be shared
equally between the Parties.

The arbitration board shall hear the matter and report its decision on the grievance
within ninety (90) days of the appointment of the chairperson. The majority
decision of the arbitration board shall be final and binding on all persons bound by
this agreement. In the event that there is no majority decision, the decision of the
chairperson shall govern.

Wherever a stipulated time is mentioned herein the said time may be extended by
mutual consent of the parties. Such consent shall not be unreasonably denied.

A grievance shall not be denied because of technicalities.
Surveillance

The Employer agrees that it will not use video surveillance equipment to conduct
general, on-going supervision of employees. When alleged incidences occur
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which are not part of an employee's regular work, but involve either students or
staff, the Parties agree that the video recording can be used by the Employer for
purposes of clarification of potential disciplinary cases.

Employees on the staff of schools or working in school Board facilities where
video surveillance equipment has been installed to assist with student safety and
misconduct will be advised by a posting in the staff room of the location of such
equipment. Employees working temporarily at a school or district site will also be
advised of the location of such equipment upon request of the principal or
presiding supervisor.

This clause does not restrict the Employer from installing and using video
surveillance equipment where there is probable cause to suspect an employee of
criminal activity provided that the surveillance is relevant and appropriate to the
suspicion and is not excessive or unduly intrusive.

ARTICLE 8
CONDITIONS OF EMPLOYMENT

All newly hired tradespersons must have a copy of their trades certificate or other
acceptable proof of competency filed with the employer at the time of hire.

A tradesperson in a posted position shall exercise any or all duties required under
valid tickets or certificates in his/her possession and relevant to the posted
position.

It shall be the duty of all employees to report for work on each and every working
day at the prescribed hours of work.

Where employees will not be reporting for work as scheduled they will notify the
dispatcher or other designated representative of the Board prior to commencement
of the employee's shift, as hereinafter provided. Should there be a change in the
period of absence originally indicated by the employee, the employee must notify
the dispatcher or other designated representative of the Board and advise of any
such changes.

Employees who have indicated they will be off work for more than one shift must

notify the dispatcher or other designated representative of the Board previous to
their return to work, by the times hereinafter provided, of their return to work.
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Employees on day shift must advise the dispatcher or other designated
representative of the Board:

No later than the start of their scheduled shift if they are going to be absent from
work.

No later than 13:00h of the working day prior to their return to work, if they have
been off work for more than one (1) shift.

Employees on afternoon shift must advise the dispatcher or other designated
representative of the Board:

No later than 11:00h if they are going to be absent from work that day.

No later than 11:00h on the working day they plan to return to work, if they have
been absent for more than one (1) shift.

Employees on night shift must advise the dispatcher or other designated
representative of the Board:

No later than 20:00h if they are going to be absent from their next regularly
scheduled shift.

No later than 16:00h if they plan to return to work on their next regularly
scheduled shift, if they have been absent for more than one (1) shift.

Where circumstances render it impossible for employees to notify the dispatcher
of their absence as prescribed above, it shall be their responsibility to report as
soon as practicable thereafter.

Transportation Failure

It is the responsibility of all employees to make every effort to report for work.
Where an employee is unable to report to work due to the failure of public
transportation systems or general road closures, a leave without loss of pay will be
provided for up to one (1) day of regularly scheduled hours. In order to qualify for
such leave an employee must report for work as soon as circumstances permit and
the employee will provide a written explanation detailing the cause of the absence.

Conference/Professional Days
Bus drivers, student support and school clerical staff may, at the employee's
option, work on teachers' conference and professional days. Bus drivers and

school based employees may be required to work on teachers’ conference and
professional days provided they are given written notice at least ten (10) working
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days in advance. It is understood that employees may be required to work at other
than their own position or location.

The Union has the right to refuse to cross picket lines.
Retirement

Notice of retirement must be provided to the Human Resources Department at
least two (2) months prior to the intended retirement date.

Notice of Resignation

When an employee resigns, the employee is expected to provide the Board with
written notice, stating the date on which the employee will work his/her last shift.

The Board will not require an employee to own an automobile as a condition of
employment.

Kilometerage

When employees are directed to use their own vehicle for school district business
(except for those employees covered by Article 11.40 who are required to travel
between work locations) they shall receive a kilometerage payment in accordance
with Board Policy 4415 Section 5.6. Claim for authorized travel must be
submitted on the prescribed Board form.

Business Insurance

Where “business use” rated insurance is required but not provided directly by the
School District through a special auto plan policy, employees shall be reimbursed
if travel in the employee’s position reasonably demonstrates the need for
“business use” rated insurance (drive for work and are paid kilometerage more
than six (6) times in a month) as follows:

For the difference between the cost of an employee's "to and from work" rated
insurance premium and "business use" rated insurance premium, as per the
Employer policy for such re-imbursement; and

By presenting to the Finance Department documentation that “business use” rated
insurance was purchased and a declaration by the ICBC insurance agent of the
difference in insurance premiums between the two rating categories (a declaration
form will be made available by the Finance Department).

Reimbursement will be made within thirty (30) days of the claim reasonably
demonstrating the need for “business use” insurance.
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Vehicle Vandalism

The Board will pay 100% of the deductible portion of an employee's
comprehensive motor vehicle insurance coverage (or the cost of repairs) - to a
maximum of $300.00 - for a damage claim on an employee's motor vehicle which
has been vandalized at the employee's workplace during his/her regular shift.

Before payment is made, the employee must provide the Board with the police
case number for the incident.

Sexual and Personal Harassment and Bullying

The Board and Union recognize the right of all persons associated with the school
district to work, learn, conduct business and otherwise associate in an
environment that is free from sexual or personal harassment and bullying.

Personal harassment and bullying is defined as inappropriate behaviour which
could reasonably be interpreted as intimidating, threatening, demeaning,
humiliating or belittling.

No Discrimination

The Board and the Union agree that there shall be no discrimination, interference,
restriction, coercion, harassment, or intimidation exercised or practiced with
respect to an employee by reason of age, race, creed, colour, national origin,
political or religious affiliation, sex, sexual orientation, membership or activity in
the Union. No employee shall be disciplined for bringing to light any activity,
practice or hazard that may be detrimental to any employee, student or the public
in general.

Indemnification

The Employer will defend, save harmless and indemnify all employees from any
demands, claims, writs, actions or other proceedings which may be brought
against them and which arise from the performance of their duties and
responsibilities as an employee and for any cost, loss, damage and liability arising
therefrom, including all legal fees and disbursements incurred in connection
therewith.

ARTICLE 9
HOURS OF WORK

Work Week

27



9.101

9.102

9.103

9.11

9.20

9.21

9.211

9.22

9.23

9.25

9.30

9.31

The work week will be Monday to Friday inclusive.

Notwithstanding 9.101 above, attendants and up to four (4) employees engaged in
calling out substitutes to replace absent employees, may be required to work a
week other than Monday to Friday, but shall have two (2) consecutive days off.
(Note: It is understood this provision does not apply to clerical employees in the
Maintenance or Caretaker departments.)

Part-time attendants may be assigned two (2) days off per week which are not
consecutive.

Flexible Clerical Work Week

The flexible work week provided clerical employees under this section is intended
to allow the work week of such employees to be scheduled as any combination of
hours in a four (4) or five (5) day period, Monday to Friday inclusive to a
maximum thirty-seven and one-half (37-1/2) hour workweek. Work schedules
will be determined by the department head; but, wherever possible, consideration
will be given to employee preferences. Work schedules must be submitted by the
department head to the Human Resources Department for approval, and will not
be changed subsequently without prior approval of the Human Resources
Department.

Work Day
Full time maintenance, caretakers, and information technology employees will
work seven and one half (7 1/2) hours per day, thirty seven and one half (37 1/2)

hours per week.

The weekly regular hours of work for the District Attendant may be up to and
including 37.5 hours per week and/or up to and including 8 hours per day.

Bus drivers will work six (6) hours per day, thirty (30) hours per week.
Full time Clerical and Student Support employees will work seven and one half (7
1/2) hours per day, thirty-seven and one-half (37 1/2) hours per week except

employees scheduled on the flexible clerical work week.

The daily minimum hours of work shall be four (4) hours. This provision does not
apply to call-outs or to Supervisory Aides.

For the purpose of establishing shifts for all but bus drivers:

A shift in which the majority of the hours worked fall between 07:00h and 16:00h
shall be designated day shift. Employees working day shift shall have their work
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scheduled over a period of up to eight (8) hours, up to eight and one half (8 1/2)
hours in the case of clerical and Attendant employees, including rest breaks with
pay, as per 9.40 following, and one half (1/2) hour for lunch break, without pay.

A shift in which the majority of the hours worked fall between 16:00h and
midnight shall be designated as afternoon shift. Where practical, and where the
security of facilities can be assured, the Board will endeavour to have afternoon
shift conclude by 23:00h. Employees working afternoon shift shall have their
hours scheduled over a period of up to seven and one-half (7 1/2) hours, up to
eight (8) hours in the case of clerical and Attendant employees, to include rest
breaks with pay as per 9.40 following, and one-half (1/2) hour for lunch break,
with pay.

A shift in which the majority of the hours worked fall between midnight and
07:00h shall be designated as night shift. Employees working night shift shall
have their hours scheduled over a period of up to seven (7) hours, up to seven and
one-half (7 1/2) hours in the case of clerical employees, to include rest breaks with
pay, as per 9.40 following, and one-half (1/2) hour lunch break, with pay, for
which they will receive up to seven and one-half (7 1/2) hours wages, up to eight
(8) hours in the case of clerical and Attendant employees.

A split shift shall be up to seven and one-half (7 1/2) hours of work, up to eight
(8) hours for clerical and Attendant staff scheduled within a twelve (12) hour
period between the hours of 06:00h and 24:00h. If the shift is spread beyond the
twelve-hour period, overtime for hours over twelve (12) will apply. Employees
working a split shift shall have two 15-minute rest breaks with pay, as per 9.40
following and a lunch break without pay to be taken between each half of the split
shift.

Should a shift other than day shift be implemented for clerical personnel, then:

No clerical employee on staff as of January 1, 1983 will be arbitrarily assigned to
any such shift, but such employees may accept or post into such assignments if
they wish.

As a result of the implementation of a clerical shift other than day shift no clerical
employees on staff as of January 1, 1983 will be laid off.

Caretakers, Attendants, Clerical and Bus Drivers may be scheduled to work split
shifts. The Parties may mutually agree upon jobs or other classifications where
operational requirements would be best served by a split shift. In such cases the
union will not be unreasonable in agreeing with split shifts.
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Temporary shift changes (less than 30 days) shall be offered to the senior qualified
employee unless an employee has been closely associated with the particular work
and there would be a demonstrable difference in the work performed.

Rest periods of not longer than fifteen (15) minutes duration shall be allowed both
in the first and second half of each shift. For the purposes of this article, three (3)
hours or more shall constitute one-half (1/2) of a shift. The Board and the Union
will cooperate in the operation of this provision recognizing that rest periods
provide employees an opportunity to rest and recover from the performance of
their normal workplace duties.

Approximate rest break times for employees are expected to be posted with the
hours of work schedule in each work location, or posted at the maintenance shop
for the information of itinerant maintenance employees. All employees are
expected to have their rest breaks on school district property, unless impractical.
Changes in scheduled rest breaks should be previously authorized by the
employee's immediate supervisor.

An employee must work a minimum four and one-half (4 1/2) hour shift to qualify
for a paid lunch break as provided in the afternoon and four (4) hours to qualify in
the night shift definition.

Whenever it becomes necessary to assign students enrolled in Kindergarten to
Grade 12 to other than regularly scheduled school hours (shift classes) the Board
and the Union will finalize by mutual agreement any changes to hours of work
provisions as set out above prior to its implementation.

Caretakers on part-time may apply to the Manager, Service Operations to combine
their hours of work into a lesser number of full-time days during the summer
when their school is closed. For approval to be granted, the Manager of Service
Operations must have the employee's written request no later than May 30th.
Permission will be granted presuming all clean-up and security requirements at
the facility in question can be met.

Call Out:

Subject to 9.71 immediately following, an employee called, without prior notice,
and required to leave from and to return to his/her residence, to work outside the
employee's normal working hours, shall be paid a minimum of two (2) hours pay
at the applicable rate, as provided in Article 10.

Call Out Extending Into Shift:

Where an employee is called, without prior notice, to commence work within two
(2) hours of the employee's regular starting time, the employee will be paid
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overtime for the first two (2) hours worked and straight time for the remainder of
the full shift.

Shift Extension:

Where an employee receives prior notice to report to work early or is required to
work beyond or to remain after the regular scheduled shift, the employee shall be
paid at the applicable rate for the actual hours worked in accordance with the
provisions of Article 10.

When an employee's shift is extended the employee will not be required to work a
shorter regular shift in lieu of overtime.

Overtime When School Used for Polling Purposes:

Notwithstanding 9.70 to 9.72 preceding, or Article 10 following, employees who
agree to attend polling stations on days they are not normally scheduled to work
shall work and be paid as follows:

The shift shall be considered a special split shift, not subject to the 12-hour
maximum limit per 9.34;

All time worked, up to four (4) hours, will be at time-and-one-half rates; after four
(4) hours, pay will be at double-time rates;

Employees will be required to attend polling stations twice on the special split
shift, once to open the school (normal a half-an-hour), a second time to clean and
close the polling facility at the end of the polling day;

Any call-outs required of the employee by the polling station Deputy Returning
Officer between the first part and the second part of the special split shift shall be
paid, for actual time worked, pursuant to 9.732 above. Such time worked must
be authorized by the employee’s supervisor.

Bus drivers shall be paid at the prevailing rates as per Article 18 and overtime
shall be paid in accordance with Article 10.12.

Bus drivers shall be paid for six (6) hours per day based on a two and one half (2
1/2) hour call out in the morning and a two and one half (2 1/2) hour call out
returning pupils in the afternoon, and one (1) hour for cleaning and servicing the
vehicle.

Bus drivers will not be paid for more than twelve (12) hours worked (driving plus
waiting time) in any one day without the approval of the Manager, Transportation.
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Rooms and meals required by a bus driver taking an overnight extra trip are to be
provided by the party using the bus.

Layover days shall be paid at straight time rates to a maximum of seven and one-
half (7 1/2) hours per day.

ARTICLE 10 - OVERTIME

For all employees except bus drivers all time worked during an employee's regular
work week in excess of scheduled full-time, in accordance with Article 9, shall be
paid at time and one-half (1 1/2) the regular hourly rate for the first four (4) hours
of overtime in a week and double (2) the regular hourly rate thereafter.

For all employees except bus drivers all work performed on Saturday (or first day
of rest for the exception as provided for in Article 9.102) commencing before
noon, will be paid at time and one-half (1 ¥2) the regular hourly rate of pay for the
first four (4) hours and double time thereafter. Employees commencing work
after 12:00 noon will be paid double the regular hourly rate of pay.

Bus drivers shall be paid overtime at the rate of time and one-half (1 1/2) for the
first four (4) hours worked in excess of seven and one-half (7 1/2) hours worked
on a regular work day and double time (2) thereafter. Bus drivers required to
work on Saturday (first day of rest) shall be paid at the rate of time and one-half (1
1/2) for the first four (4) hours worked, and double time (2) thereafter.

For all employees, all work performed on Sunday (or second day of rest for the
exception as provided for in Article 9.102) and on statutory holidays will be paid
double the regular hourly rate of pay, in addition to any statutory holiday pay to
which the employee may be entitled.

Authorized overtime will be paid at the appropriate rate; however, where an
employee and the supervisor concerned, agree prior to overtime being worked, the
overtime may be "banked" and taken as time off at the rate earned. Periods of less
than one-half (1/2) hour overtime may not be banked or carried forward, and an
employee will be limited to a maximum banked amount of time off equal to eight

(8) days pay.

Where both employee and supervisor agree in advance to time off in lieu of
overtime, the employee may bank the overtime; and such banked overtime must
then be taken as time off and may not later be drawn as a wage premium.

Where time off is taken in lieu of overtime, such time off will be taken at the
equivalent straight time of the rate earned when the overtime was worked. The
time off will be taken at a mutually acceptable time which is convenient to the
needs of the department; and the employees will file a request with their
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supervisor to take such time off at least two (2) weeks before the time off is
desired. Under normal circumstances, all banked overtime shall be cleared off by
June 30th, and any banked overtime to an employee's credit before the employee
returns to work from vacation. However, should it not be possible to schedule the
time off by June 30th, the employee will receive the equivalent wage premium in
lieu.

During the course of any year ending June 30, overtime work shall be divided
equally, within departments or schools, among employees who are available,
willing and capable to do the work. This provision will also apply, insofar as is
practicable, to the distribution of extra hours among bus drivers, i.e., extra hours
will be those hours in excess of six (6) hours per day.

ARTICLE 11
WAGES AND ALLOWANCES

Wages for all classifications of employees covered by this agreement shall be in
accordance with the wage schedules set out in Article 18.

When an employee is appointed or requested by a department head to perform the
duties of a position in a higher classification, the employee shall receive the rate
of pay for all hours worked at the higher classification. For the purpose of this
section, where practical, the senior employee in the next lower classification in the
department or school shall fill the position. Any work performed in excess of
forty five (45) minutes shall be paid for at the higher rate and under forty five (45)
minutes at the lower rate.

Employees engaged in "dirty" work shall receive a premium of fifty (50) cents per
hour in addition to regular wages for a minimum of three (3) hours per shift while
engaged in such dirty work providing the employee works at least one (1) hour in
such dirty conditions.

The parties agree that the issue of what constitutes dirty pay shall be subject to the
development of a policy by a committee comprised of two members from the
Union and two from management. Until the policy has been completed the
employer will continue to pay dirty pay on the basis of past practice.

Painters working in spray booths shall be eligible for this premium.
A premium of one dollar ($1.00) per hour shall be paid to maintenance employees
named as charge-hands. A person named as a charge-hand will be the senior

qualified member of the applicable work unit or crew.

When an employee is directed by the Employer to relieve in a higher-rated
excluded position for two (2) or more workdays the employee shall be paid a
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premium of 10% of his/her regular rate of pay for all days worked in the higher
rated excluded position. Upon completion of the assignment, the employee shall
return to his/her regular position. An employee may relieve in a higher rated
excluded position for a continuous period of up to twelve (12) months. By mutual
agreement between the Employer and the Union, the period of time may be
extended beyond twelve (12) months.

Where an employee is relieving in an excluded position that is anticipated to be
longer than three consecutive months, or if the employee reaches three
consecutive months relieving in an excluded position, the employer will notify the
Union.

While relieving in an excluded position, the employee will continue to be subject
to the terms and conditions of this collective agreement. It is agreed that
employees relieving in an excluded position will be restricted from applying
further or other disciplinary measures as per Article 7.12.

Statutory holidays falling within a relief period of employment shall be paid for at
the rate for the position relieved. Sick leave, vacation pay and paid leave of
absence shall be at the relief employee's regular rate of pay.

Caretakers, Attendants and clerical staff who work on split shift, shall be paid, in
addition to their regular rate of pay, fifty cents ($.50) per hour for all hours
worked on those days when working a split shift, in lieu of travelling time and
mileage allowance.

Caretakers, teacher assistants, and clerical staff employed at more than one (1)
school shall be paid, in addition to their regular rate of pay, fifty cents ($.50) per
hour for all hours worked on those days when working at more than one (1)
location in lieu of travelling time and mileage allowance.

Employees in positions with less than sixteen (16) hours per week shall receive,
each pay period, an additional payment of four percent (4%) of gross regular
earnings in lieu of statutory holidays. Upon completion of thirty (30) working
days the foregoing employees shall receive, each pay period, an additional
payment of ten percent (10%) of gross regular earnings (comprising of six percent
(6%) in lieu of sick leave and four percent (4%) in lieu of statutory holidays), in
addition to any annual vacation pay to which the employee may be entitled to
under Article 14.202.

All employees shall be paid biweekly (every second week) with pay day being
every second Friday for the previous two (2) calendar weeks. Payments shall be
by electronic transfer funds to direct deposit in the employee’s bank account.
When pay day is a banking holiday, the deposit shall be made the preceding
Thursday. There will be a five (5) day hold back for each employee.
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The Board shall pay an average annual rate to cover tool insurance of maintenance
personnel as indicated under Tool Insurance.

This rate shall be paid to employees at the end of December each year.

Employees covered under this agreement for tool insurance, shall be those who
have been employed in such capacity for a minimum of three (3) months in a one
(1) year period from January to December. This minimum period shall not be
accumulated from one year to the next.

This section does not cover new construction employees, except members of the
Canadian Union of Public Employees, Local 728, working on new construction.

Tool Insurance:

Insurance

Average Rate at $3.00

Value per $100.00
Department
Heating $577 $17.25
Heating Trades Helper 11 255 7.50
Utility I 322 9.75
Plumbing 255 7.50
Plumbing Trades Helper 11 255 7.50
Electrical 330 9.75
Electrical Trades Helper I 255 7.50
Carpenters 412 12.75
Machinist (2) 338 10.50
Machinist Trades Helper I 255 7.50
Roofer 375 12.75
Roofer Trades Helper 322 9.75

The Employer will provide to Repair Technicians in Information Services the
tools required to perform their duties.

The Employer will be responsible for providing tool insurance protection for
Mechanics.

Clothing

Because of special clothing problems associated with certain work, the Board will
provide, on request, the following protective clothing:

used coveralls, on a quarterly basis, for roofers and roofers' trades helpers;

smocks for teacher assistants;
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11.83 lab coats for cafeteria assistants;

11.84 one smock per office photocopying/duplicating room;

11.85 smocks for storekeepers, media technicians and carpentry shop;

11.86 coveralls for maintenance workers in special circumstances (e.g., fire cleanup);

11.87 white pants and/or coveralls for painters;

11.88 appropriate gloves as needed.

11.90 Bathing Suit Allowance
EAs who are required to participate in a swim