
1 
 

UBC Tentative Agreement Ratification Meeting – Transcript of Presentation 

Introduction 

First of all, I would like to welcome everyone to this telephone town hall to learn about the tentative 
collective agreement. 

Present as hosts for this conference are your bargaining committee:  Lee McArthur, Barbara Undurraga, 
and Angela Chaisson, as well as your servicing staff representative, Kay Sinclair, and myself, Andrea Davis, 
Staff Representative at the BCGEU in the Negotiations Department.   

Tonight we will be walking you through the memorandum of settlement provided via link in the bulletin 
that went out on Monday and explaining the changes that were negotiated around the collective 
agreement in this round of bargaining. 

Some of you have taken advantage of the option to email questions in advance of this meeting and though 
I responded to all of your emails, I believe I also answer those questions in my presentation.    Though the 
presentation will run its length before we formally open the floor for questions, at any time you can hit 
*3 and you will be patched through to a screener who will place you in a que for questions.  Again, *3. 

Bargaining History 

As you are aware, your Bargaining Committee worked from May of 2019 to March of 2020 to prepare for 
bargaining and, more importantly, to get a tentative agreement with UBC Child Care Services. 

It was challenging bargaining and after multiple meetings with the employer, in late 2019, with the 
departure of the BCGEU negotiator, I stepped in to continue the negotiations along with a new addition 
to the bargaining committee, Angela Chiasson, when Cathy Carson stepped down for personal reasons.  
Likewise, at the end of 2019, Darcelle Cotton retired and Karen Vaughn assumed her role at the bargaining 
table.  At that time, the parties were struggling to move matters forward. 

We met with the employer again on two further occasions in 2020 in an attempt to move those stalled 
negotiations toward a tentative agreement.  The main stumbling block was that the employer was 
pressing for a reduction in sick leave accrual in return for any and all other monetary benefits.  The 
employer was saying at that time that the current accrual practice (1.75 days to a maximum of 90 days) 
was not benefitting the majority of members.   We continually sought information from the employer to 
substantiate their position and they simply did not provide adequate documentation to allow us to agree 
to their proposed change in language regarding accrual.  On February 3, 2020 we reached impasse at the 
bargaining table. 

On February 18th we met with you to discuss where we were at.  I explained to you that UBC Child Care, 
like all other publicly funded agencies in the province, was saddled with a bargaining mandate that guided 
all bargaining by all unions and employers in the province whose programs receive provincial funding.  
That mandate dictated that wage increases could not be more than 2% each year for a term of 3 years, 
and any additional funding had to come from proven changes to delivery of services that benefitted 
stakeholders and could either come from the monies allotted for wage increases or some additional 
"wiggle room" which was .25% of total payroll (a very small number of less than $20,000 in total). 
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At that meeting, you continued to voice concerns about the payment of casuals, the availability of 
replacements when you were ill, the erosion of health benefits and the proposed reduction in sick leave 
accrual. You were understandably angry about the snow day that had occurred in January and that further 
fueled your frustration. We took a strike vote and 100% of you voted in favour of strike action. 

On March 3rd and 4th, 2020, with a strike vote in our back pocket, we went to the Labour Relations Board 
before mediator Trevor Sones.  He mediated for 2 solid days and we were able to obtain the 
documentation that we wanted and needed regarding sick leave accrual and also to work through various 
issues from the bargaining process. 

The employer had asserted that under the current sick leave accrual regime (1.75 days per month to a 
maximum of 90 days), was not sufficient to carry members over to Long Term Disability benefits and that 
they would have to rely on EI sick leave after sick time was used to bridge an unwell member over to LTD.  
Of course, EI sick leave benefits are only at 55% of earnings, versus sick days at 100% of wages.  Having 
members resort to EI to bridge them over to LTD when they suffer a serious illness, is kind of like kicking 
someone when they are down and at their most vulnerable.  Though we hope that most of you will never 
have to rely on LTD, we certainly do not want members feeling financial pressures when they are ill.  So 
we saw the value in increasing the maximum accrual of sick leave to 120 days for the purpose of bridging 
members to LTD if, in those unfortunate circumstances they need it. 

The employer also asserted that few people ever used even close the maximum of their sick leave 
entitlements and that there were a number of employees who had hit the accrual maximum of 90 days 
and were, thus, throwing away any additional sick time accrued if it was not used in the year it was earned.  
We sought and obtained documentation through the mediator that established that the employer was in 
fact correct – there are a number of members that have maxed out their accrual at 90 days and there are 
very, very few members that ever utilized their full sick leave allotment in any year or even close to it. 

Furthermore, we were aware that in many other BCGEU child care agreements, sick leave accrual was 
often significantly less per month and averaged about 1.25 days per month and the maximum accrual was 
on average 62 days.   

Ultimately, your Bargaining Committee, with the assistance of the mediator and the documents showing 
sick leave accrual and usage,  acknowledged that the employer's proposal regarding sick leave accrual, 
taken together with other significant improvements that we were able to obtain afforded you with a very 
positive tentative agreement.  The change to the rate of sick leave accrual was the most significant "give" 
that we made and my review will now go through all of the changes, many of which are significant 
improvements to the collective agreement that were achieved by your committee at the bargaining table. 

In summary, the collective agreement provides the following: 

All of the provisions of the prior Collective Agreement remain in effect, except as altered or amended by 
the terms of the Memorandum of Agreement. 

The tentative agreement changes are as follows: 

1. Article 1.1 - No Discrimination shall be revised to reflect the current definition of 
discrimination under the BC Human Rights Code [p. 4 Memorandum of Agreement]; 
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2. Article 3.3(a) – Remittance of Dues, dues will now be transferred electronically to the union 
[p. 13 Memorandum of Settlement];  

3. Article 4.2 - Definition of an Auxiliary Employee shall be amended to include a reference to 
Appendix B for the definition of a Regular Auxiliary Employee and Article 4.2 (b) is adjusted to 
include pregnancy and parental leave as falling under the definition of non-continuous work 
for the purposes of auxiliary employment [p. 5 Memorandum of Agreement]; 

4. Article 5.1 Workday and 5.2 Workweek were adjusted to set out the reality in the workplace 
with those programs that are 7.5 versus 8 hours per day and, consequently, 37.5 or 40 hours 
per week [p. 14 and 15 Memorandum of Agreement]; some questions arose about members 
who were on shorter shifts because of the pandemic and we have confirmed that those 
members would return to their pre-pandemic shifts once matters are back to "normal" and 
that they remain eligible for all benefits they were previously eligible for; 

5. Article 5.4  - Staff Meetings and Administrative Time shall be revised to allow for time for 
staff meetings and administrative time for at least 15 hours and up to 20 hours per month 
outside of regular working hours, with that time distributed to centres based on age 
groupings, program specific requirements and ratios.  Such time may exceed 20 hours for an 
individual centre, but such time cannot exceed an average of  20 hours for all centres [p. 6 
Memorandum of Agreement]; members will continue to earn compensating time off for this 
time;  

6. Articles 8.1 and 8.2 – Sick Leave Allotment shall be revised to provide that regular full time 
employees will now accrue 1.25 sick leave days per month, to a maximum of 120 days, all with 
full pay; further improvement of part-time employees earning sick leave on a hours worked 
basis up to the maximum accrual; reduction in new regular employees credit for sick leave at 
the commencement of employment from 9 to 5 days [p. 19 Memorandum of Settlement]; 

7. Articles 8.7 to 8.15  - Pregnancy and Parental Leave were updated to reflect changes to the 
Employment Insurance Act extending leave entitlements to pregnancy and parental leave of 
up to 78 weeks; reference to adoption leave was removed, as that now falls under "parental 
leave"; you will note on p. 9, Article 8.14 which allowed for extensions of parental leaves has 
been deleted, but the new leave provisions of up to 78 weeks of leave is still subject to a 
member seeking a further extension under Article 8.19 Leave of Absence Without Pay [p. 7-9 
Memorandum of Agreement]; 

8. Article 8.19 - Leave of Absence Without Pay was expanded to allow for unpaid leaves to fulfill 
a broader range of family obligations including matters related to the "…care, health or 
education of dependent children, elder parents, or immediate family members";  as well, 
inclusion of compassionate care or critical illness or injury entitlements under the 
Employment Standards Act which entitles members to up to 27 weeks of compassionate care 
leave and 16 (adult) to 36 (dependent child) weeks of critical illness or injury leave, if they 
meet the requirements of ESA and the language includes a broad ESA definition beyond that 
of just "family member" [p. 10-11 Memorandum of Agreement]; 

9. Article 8.25 – Christmas Week Leave – this is the provision that allowed for time off with pay 
if ratios were met over the Christmas break; however, it was never actually granted; the 
committee agreed to delete this clause in part in return for other gains achieved through the 
bargaining process [p. 16 Memorandum of Agreement]; 
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10. Article 8.[new] – Domestic Violence Leave – a new provision was agreed to which allows for 
up to 3 days of paid leave in circumstances where an employee or their dependent child is 
the victim of domestic violence [p. 18 Memorandum of Agreement];  

11. Article 9.[new] – Health Spending Account which provides for an ongoing  $200 per year 
health spending account for medical expenses as defined under the Income Tax Act in 
addition to existing benefits;  Includes a vast array of additional eligible expenses including 
ambulance services, artificial limbs, breathing devices, braces, prosthetics, catheters, 
cochlear implants, tutoring, eyewear, dental, dental implants, orthopedic shoes/equipment, 
fertility, hearing aids, laser eye surgery, medical cannabis, prescription  drugs, and much 
much more.  See the CRA website at https://www.canada.ca/en/revenue-
agency/services/tax/individuals/topics/about-your-tax-return/tax-return/completing-a-tax-
return/deductions-credits-expenses/lines-33099-33199-eligible-medical-expenses-you-
claim-on-your-tax-return.html#mdcl_xpns.   Because the committee negotiated $200 per 
year and because 2019 is over, the employer agreed to allow members to access $300 in 
2020 and 2021 and then the health spending account would resume at $200 per year [p. 20 
and 33, Memorandum of Agreement]; Employees would be expected to determine if their 
medical expense was eligible (see link above), submit receipts to the employer, and then 
receive reimbursement;  the entitlement cannot be carried forward it must be used in the 
year received. 

12. Article 9.2 - Extended Health and Life Insurance  has now been extended to provide coverage 
under the University's Extended Health Coverage to regular employees on the first of the 
month on or after their hire, as opposed to the previous language which provided for 
coverage upon completion of the third month of employment; additionally, there is a 
correction to the wording in the following paragraph [p. 21 Memorandum of Agreement]; 

13. Article 16.3 – Vacation Pay for Auxiliary Employees, increased from 4% to 6% of gross 
earnings [p. 22 Memorandum of Agreement]; 

14. Article 17 – Professional Development the committee negotiated an increase in the 
employer's contribution to the professional development fund from $3600 to $23,600, with 
a further benefit of the carryover of funds not used and, additionally, that the Employer must 
account for the utilization of the fund each year by April 1 in order to ensure the equitable 
and full distribution of the professional development monies [p. 17 Memorandum of 
Agreement];   

15. Appendix A (Salary Scale) the classifications for Kindergarten Early Childhood Practitioner and 
Kindergarten Teacher shall be removed from the salary scale, as the Employer no longer   
provides a Kindergarten program [p. 12 Memorandum of Agreement]; 

16. Letter of Agreement #1 regarding Performance Evaluations and allowing for the written 
portion of those evaluations to be done outside of the regular working day in return for 
Compensating Time Off at straight time pay, shall be renewed [p. 26 Memorandum of 
Agreement]; 

17. Letter of Agreement #2 regarding Job Sharing shall be renewed [p. 27-29 Memorandum of 
Agreement]; 

18. Letter of Agreement #3 – Re: Health and Welfare Benefits shall be deleted; that LOA 
provided for the carryover of savings arising from the any surplus from the agreement would 

https://www.canada.ca/en/revenue-agency/services/tax/individuals/topics/about-your-tax-return/tax-return/completing-a-tax-return/deductions-credits-expenses/lines-33099-33199-eligible-medical-expenses-you-claim-on-your-tax-return.html#mdcl_xpns
https://www.canada.ca/en/revenue-agency/services/tax/individuals/topics/about-your-tax-return/tax-return/completing-a-tax-return/deductions-credits-expenses/lines-33099-33199-eligible-medical-expenses-you-claim-on-your-tax-return.html#mdcl_xpns
https://www.canada.ca/en/revenue-agency/services/tax/individuals/topics/about-your-tax-return/tax-return/completing-a-tax-return/deductions-credits-expenses/lines-33099-33199-eligible-medical-expenses-you-claim-on-your-tax-return.html#mdcl_xpns
https://www.canada.ca/en/revenue-agency/services/tax/individuals/topics/about-your-tax-return/tax-return/completing-a-tax-return/deductions-credits-expenses/lines-33099-33199-eligible-medical-expenses-you-claim-on-your-tax-return.html#mdcl_xpns


5 
 

be used at bargaining; as you know, there was in fact a shortfall that lead to a reduction in 
your benefits; 

19. Letter of Agreement #4 - Re: Worksite Closure shall be renewed [p. 30 Memorandum of 
Agreement]; 

20. Letter of Agreement #5 – Re: Extended Hours Shift shall be renewed [p. 31-32 Memorandum 
of Agreement]; 

21. Letter of Agreement #6  - Re: the Economic Stability Dividend shall be deleted; 
22. New Letter of Agreement effective May 1, 2019 providing an 8% increase in the wage rates 

of Auxiliary Employees (Grade 3) and Auxiliary Employees (Grade 3a) classifications [p. 23 
Memorandum of Agreement]; this will assist in recruitment and retention and in getting 
qualified auxiliaries in to replace you when you are unwell; 

23. New Letter of Agreement – Re: Article 5.3 Relief and Meal Breaks is a new LOA that requires 
the employer to make efforts to ensure staff get their entitled rest and or meal breaks and 
that ratio must be met; it provides that there shall be a standing item at the Joint Consultation 
Committee (JCC) to discuss relief and meal breaks for each program for the purpose of 
identifying problems and ensuring that employees actually get their breaks [p. 24-25 
Memorandum of Agreement];  

24. New Letter of Agreement acknowledging the employers' implementation of a new 
Integrated Renewal Program, to replace several existing information management systems 
(human resources, payroll, financial management, etc.), and acknowledging obligations on 
the university must give 90 days’ notice of any changes arising from the implementation of 
the IRP that impact you [p. 34 Memorandum of Agreement]; 

25. New Letter of Agreement Early Childhood Education Wage Enhancement – the employer 
agrees to participate and pay out pursuant to this program (presently at an additional $2 per 
hour for Early Childhood Educators) as long as UBC CC is eligible [p. 35 Memorandum of 
Agreement];  

26. New Letter of Agreement – On-Call Auxiliaries – agreeing to identify issues with the current 
on call process and explore technological or other solutions to these issues; requires the 
employer to commence discussions immediately after ratification at the JCC; and compels the 
employer to obtain input 3 times per year about problems with respect to getting auxiliary 
coverage in order to address issues [p. 36 Memorandum of Agreement]; 

27. General Wage Increase of 2% on May 1, 2019, May 1, 2020, and May 1, 2021 [p. 2 
Memorandum of Agreement]; 

28. Term of the Agreement shall be until April 30, 2022. 

 

All of your bargaining committee members endorse and recommend this tentative agreement.   

Some of you have emailed or asked this evening what would happen in the event that this tentative 
collective agreement was not ratified and whether you could bring new issues to the bargaining table 
unrelated to those previously tabled in bargaining.  Firstly, in the event that this agreement was not 
ratified, given that the pandemic has intervened, we do not know what the financial position of UBC Child 
Care or the provincial government will be should we return to the table now or at some date in the future.  
We do know that huge expenditures have been made by both UBC Child Care and the provincial 
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government as a result of the pandemic.  That means that all of the considerable gains that have been 
made may be lost because there is no money to support those changes.   

With respect to adding new issues to bargaining at this point, the Labour Relations Code does not permit 
the parties to introduce new unrelated issues in the even that this agreement is not ratified.  We 
understand that certain issues have come to light as a result of the pandemic, but you will not be able to 
change those issues now. 

Summary of highlights: 

• Giving up accrual rate of 1.75 sick days per month, to 1.25 days per month, but lengthening the 
total sick leave bank from 90 days to 120 days 

• Expansion of LWOP to matters related to the "…care, health or education of dependent children, 
elder parents, or immediate family members";  as well, inclusion of compassionate care or critical 
illness or injury entitlements under the Employment Standards Act 

• 3 days paid domestic violence leave 
• New process for reviewing and improving access to breaks and meals 
• New process for reviewing and improving access to auxiliaries, i.e., when members are ill 
• $300 in 2020, $300 in 2021, and $200 each year thereafter for health spending account 
• Health coverage to employees on the first on the month after their hire 
• Professional development from $3,600 to $23,600 and accountability for those funds 
• Vacation pay to auxiliaries from 4% to 6% (this is on top of general wage increases, which will see 

auxiliaries as of today getting 2% more for vacation, +4% more in GWI backdated to May 1, 2019 
and 2020, and a further wage increase in 2021 of 2% -- total increase over life of the agreement 
is 8%) 

• 8% wage increase to Auxiliary Grade 3 and 3a employees, which will assist in the retention of d 
staff and increase the bank of auxiliaries prepared to work and cover absences 

• Retroactive 2% wage increase to May 1, 2019 
• Retroactive 2% wage increase to May 1, 2020 
• Wage increase of 2% on May 1, 2021 

Voting 

You will receive an email on Friday, June 26th, with a link to vote online and your unique voting 
credentials. This will be the only method for casting your ballot. If you know of another member that 
doesn't get credentials to vote because we do not have their email address, please tell them to 
immediately contact negotiations.elections@bcgeu.ca.  

Deadline to cast your electronic vote is 12 noon on Friday, July 3, 2020. 
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