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Date: January 12, 2018 

To: All BCGEU ISM Members 

Re: Bargaining Update – Changes to the Agreement 
 
 
Article 1.5  Human Rights Code 
Employees have the right to employment without discrimination because of race, colour, ancestry, place 
of origin, religion, family status, marital status, physical disability, mental disability, sex, age, sexual 
orientation, political beliefs, gender identity or expression and criminal or summary offence unrelated to 
their employment. 

Balance of article to remain unchanged 

 
Article 1.8 (f) Discrimination, Sexual Harassment and Bullying Complaint Procedures 
(f) Where the matter is not resolved pursuant to (e), the Union may refer the matter to 
investigation an external investigator in accordance with the ISM Canada Harassment Policy. 

Balance of article to remain unchanged 

 
Article 2.1 – Bargaining Union Defined 
(f) The Employer will make available to the Joint Union Management Committee a quarterly list of 
contractors. The list shall include the company name, the original start date and extension dates or 
subsequent contracts when there is a continuous engagement of a contractor.  
 each contractor and the location, term of contract and type of work involved during the previous quarter. 

Balance of article to remain unchanged 

 
Article 4 – Check –off of Union Dues 
(d) All deductions shall be remitted to the President of the Union not later than 28 days after the date 
of deduction and the Employer shall also provide in a mutually agreed to format a list of names, dues 
amount, gross wages, start date, employment status, work location address, position title as well as 
classifications of those employees from whose salaries such deductions have been made together with 
the amounts deducted from each employee. 

Employer agrees to provide in CSV format. 
Balance of article to remain unchanged 

News on 

BARGAINING 

| PLEASE POST | 
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Article 8 – Grievances 
**Where it refers to the Employer’s Step 2 designate within Article 8 replace with HR Manager or 
designate. 
 
8.4 Step 2 
The Union is entitled to have a steward represent employees at Step 2 of the grievance procedure. 
 
Every effort will be made to use the local steward; however, where circumstances dictate the employee 
may choose another steward to represent them at Step 2. 
 

(a) Subject to the time limits in Clause 8.3, the employee may present a grievance at this level by: 

(1) recording their grievance on the appropriate grievance form, setting out the nature of the 
grievance and the circumstances from which it arose; 

(2) stating the article(s) or clause(s) of the agreement infringed upon or alleged to have been 
violated, and the remedy or correction required; and 

(3) transmitting their grievance to the designated local supervisor through the union steward. 

(b) The local supervisor shall: 

(1) forward the grievance to the representative of the Employer authorized to deal with grievances 
at Step 2; and 

(2) provide the employee with a receipt stating the date on which the grievance was received. 

(c) The steward or designate shall: 

(1) Conduct the Step 2 meeting with the HR Manager or designate. The Step 2 meeting will be 
conducted by a mutually agreed to method.  

(2) Attempt to conclude the grievance at Step 2. It is understood that settlements reached in 
this process are without prejudice to the positions of either party respecting the issue in dispute. 

11.1 Seniority Defined 
New 
(b) Service seniority shall mean the length of continuous service as a regular employee in the 
Health Shared Services British Columbia and service with ISM Canada, following successorship 
effective April 2, 2011. Regular employees in the Health Shared Services British Columbia shall be 
credited with service seniority equivalent to their length of continuous service as a permanent 
employee or their length of service as a continuous temporary employee with the Employer prior 
to that date. Service seniority for part-time employees shall be prorated on the basis of one year's 
service seniority for every 1957.5 hours completed. 

 
(e) Auxiliary employees who attain regular status shall have auxiliary hours credited to their 
regular seniority hours.  

The parties agree that when an auxiliary employee becomes regular their seniority as an auxiliary 
employee will convert to regular seniority. To clarify, seniority accrued as an auxiliary employee will not 
be used for the purposes of calculating severance pay. 
 
This agreement will apply to auxiliaries employed on or after the date of ratification. 
 
Article numbering will be updated, to reflect new clauses. 
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12.1 Postings 
New 
12.1 (l) Where there is a delay in the start date of a temporary assignment of less than seven months 
the provisions of 12.8 (d) apply. 
 
Interpretation - For short term backfills less than a month (i.e. vacation coverage and STIIP) the auxiliary 
recall list will be utilized. For absences longer than a month the auxiliary recall list will be utilized while 
the expression of interest process is being managed.  
 
12.3 Union Observer 
The President of the Union or their designate may sit as an observer on a selection panel, including panel 
deliberations following selection tests, for positions in the bargaining unit. The observer shall be a 
disinterested party. This clause shall not apply to excluded positions. 

Interpretation only, not to be included in the CBA - The parties agree that union observers may sit in 
panels where external candidates are the only applicants.  
No change to language at 12.3 

ISM Canada will implement a peer review of the hiring process post-selection, but prior to an offer being 
presented during the competitive process. ISM Canada’s BC Human Resources Manager or designate will 
select the peers for the peer review and will educate those selected. This review will include, but is not 
limited to, that qualifications were assessed accurately, and assessments were conducted fairly and 
without bias at any step in the process. 
 
12.9 Education Training and Subcommittee 
(MOU #5 - Protocol for Joint Union Management Training Initiatives – deleted moved into 12.9) 

(a) The Employer has a responsibility to provide employees with sufficient training in support of 
fulfilling duties of their job. Employees may request training as described above and such requests 
are subject to operational requirements but will not be unreasonably withheld.  

(b) The purpose of the subcommittee is to provide support for joint training initiatives and advice 
on program content, delivery mechanisms and implementation as appropriate. The subcommittee 
will be comprised of three members appointed by the Union and three members appointed by the 
Employer and will be co-chaired. 

(c) The role of the Committee in joint training initiatives is as follows: 

 to support and assist in carrying out training needs identification as required; 

 to provide input and advice on specific training proposals and initiatives; 

 to review current and planned joint training initiatives and provide advice on 
implementation issues; 

 to promote and support joint training initiatives; 

 to review program evaluations and make recommendations on changes to the joint 
programs; 

 to participate in training programs, as appropriate; 

 to review and provide recommendations to JUM on cross training requests as per MOU #10. 
 

Article 13.3 (l) - Severance Pay 
(1) Prior to the expiry of the Notice of Layoff, or within 30 days of refusing job offers in accordance 

with Clause 13.3(g), a regular employee will be entitled to resign with severance pay based upon 
three weeks current salary for each year (1957.5 hours at straight-time rate) of regular service 
seniority or major part thereof. 



Page 4 of 20 

(2) The employee will not receive an amount greater than 12 months current salary. 

(3) The employees who decline placement pursuant to Article 13.2 (c) are not entitled to severance. 

(4) Seniority earned as an auxiliary employee prior to attaining regular status will not be used in 

the calculation for determining severance. 

Article 13.3 – Layoff 
(d)In the event that an employee is not placed pursuant to any of the above options they shall claim 
early retirement or severance pay. 

(f)  An employee who is not placed pursuant to 13.3 (C) 2 above shall elect to receive one of the 
following: severance, early retirement or placement on the regular and auxiliary recall lists. 

(1) Recall of regular employees to regular positions shall be in order of service seniority providing 
the employee is qualified and able to perform the work which is available after a period of 
familiarization. A regular employee will be eligible for recall to regular positions within their 
geographic location for a maximum of one year from the effective date of layoff. 

(2) Recall to available work of six months or longer duration shall be considered "regular" recall 
under this section rather than “auxiliary" recall under Clause 30.5 or (3) below. An employee 
who declines an offer pursuant to this paragraph shall be deemed to have resigned, but may if 
eligible, claim early retirement. 

(3) Regular employees recalled, by seniority, to auxiliary work of less than six months in duration 
and where the employee is deemed qualified, able to perform the work immediately and who 
has satisfactory performance, will have the option of displacing the least senior working 
auxiliary employee within the same geographic location. If there is no work available at the 
time of layoff the regular employee will be placed onto the auxiliary recall list by seniority unit 
and within the geographic location. 

(4) A regular employee who chooses to go onto the auxiliary recall list pursuant to this section, 
shall retain their regular status unless they fail to maintain 1200 hours worked at the straight-
time rate within the previous 26 pay periods except as provided under Article 21 — Maternity, 
Parental and Pre-Adoption Leave; but a regular employee recalled to auxiliary work will be 
considered to have auxiliary status for purposes of Clauses 15.3 and 15.4 and the vacation 
scheduling provisions. 

(5) Where an employee loses regular status and their placement on the regular recall list by 
failing to maintain 1200 hours in 26 pay periods as referenced above, their previous regular 
service seniority shall be credited as auxiliary seniority for the purposes of auxiliary layoff and 
recall only. Calculation shall be based on 1957.5 hours of auxiliary seniority per year of regular 
service seniority (pro -rated for partial years). 

(6) An employee shall not accumulate regular or auxiliary seniority while on layoff. 

This is the agreed protocol/process for assessing suitability and qualification.  This will not form part 
of the collective agreement. 

 
Article 13 - Suitability and Qualifications Assessment Guidelines for Managers 
When an employee is referred for placement, a suitability assessment should be scheduled as soon as 
possible (preferably within 2 days). The referred employee should be provided with a copy of the job 
description before the assessment. 
 
The following are guidelines for the structure of the suitability assessment: 
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 Before the assessment, analyze the job description, determine the basic or minimum skill 
requirements as well as what can be learned on the job. Do not consider preferred qualifications. 
Prepare questions related to the knowledge, skills and abilities the employee is required to bring to 
the job. 

 Start the assessment by talking about the job and the service delivery unit. Remember to take notes. 
Ask whether the employee has had time to look over the job description and if they have any 
questions. Review the description at a high level with the employee. 

 

 Ask the employee what parts of the job that they feel they would be able to perform right away. Ask 
follow up questions to ensure you are getting a good sense of the employee’s past work experience, 
knowledge base and the skills and abilities they would bring to the position. Look for transferable 
skills. Referred employees may be coming with different experience and training than usual, but still 
be able to do the job. Ask the prepared questions related to the position requirements to determine 
the employee’s level of suitability in key areas. 

 

 For the areas of the job that the employee does not mention, ask follow up questions to determine 
how long they think it would take them to perform those parts of the job and what assistance they 
feel they might need. Try not to lead the employee (i.e. would you need training), rather let them tell 
you what they would need. 

 

 Do not assess whether the employee could do the job on ‘day one’. Focus on whether the employee 
would be able to perform the job duties after job orientation and a reasonable period of 
familiarization with the new duties. In some situations, this reasonable time period could extend well 
into the probationary period (i.e. up to 6 months). 

 

 You can use similar assessment methods as those that are used for a competition process, however 
the test is not as high. This is a different process specifically designed to assess whether there is a 
reasonable expectation that the referred employee can do the job, not to select the strongest 
between qualified candidates. 

 

 Ask the employee what their previous supervisors would say are their strengths and areas for 
improvement. 

 

 After the initial meeting with the employee, past work performance checks can be carried out. The 
principle use for the past work performance information is to assist with performance planning (PBC) 
related to the familiarization period. 

 
If the employee is suitable, take the time to create the PBC for the probationary period and discuss the 
plan with the employee once they begin. Allow the employee to have input into the PBC once they begin 
work. 
 
After the assessment you are required to provide a formal response to Human Resources as to the 
suitability of the employee for the position in question based on an assessment of the required basic 
minimum qualifications and suitability. This assessment summary, if applicable will be provided to the 
Joint Placement Steering Committee (JPSC).  
 
Article 14 – Hours of Work - (for interpretation purposes only – not included in the CBA) 

- To ensure that there is consistency, an agreed to Hours of Work Template will be used province 
wide. This template will be developed at the Joint Union Management Committee. It is agreed 
that all Hours of Work schedules shall be voted on at by employees at the local level. 
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- 14.2(c) (1) was clarified that a change to an existing work schedule equals the creation of a new 
shift or elimination of a shift 

 
- Employees moved from one schedule to another - Compliance with Article 14 by reverse 

seniority by workgroup which is inclusive of core and non-core hour employees.  
 

- Standby and on call - Standby is immediate and on call is responded to in a reasonable period of 
time. On call work is not scheduled.  

 
- Emergent Situation- Every reasonable effort will be made based on operational requirements to 

keep employees working when impacted by an emergent situation such as wildfire, snow storms, 
etc. The expectation is that all employees are taking their laptops home with them on a daily 
basis.  
 

- The parties agree to the following interpretation that in the event of an emergent situation 
during a labour disruption the parties will refer to Article 7.6 and the Labour Relations Code of 
BC. 

 
14.3 Core Periods 
New (d) Core periods shall be defined by mutual agreement at the Joint Union Management 
Committee meeting. 
 

Renumber balance of article to reflect insertion of new clause 
 

16.7 Overtime Meal Allowance 
(a) an employee is required to work in excess of two and one-half hours overtime immediately before 
or after completion of their scheduled daily hours, they shall be provided with a meal or shall be 
reimbursed with an overtime meal allowance, and a meal break of one-half hour with pay will be given. If 
the employee is working from home on the day that overtime occurs, then the overtime meal allowance 
is not applicable. 

The overtime meal allowance shall be $16 18.00 effective January 9, 2010 date of ratification. 

17.4 – Holiday Falling on a Scheduled Workday 
Clarified application not to be included in the CBA. Employees who work on a stat holiday which, is a 
scheduled work day, are entitled to double time plus a lieu day. Employees who work on a super stat 
which is a scheduled work day are entitled to double time and a half plus a lieu day. 
 
20.1 Bereavement Leave 

(a) In the case of death in the immediate family an employee not on leave of absence without pay, 
except where the employee has taken unpaid leave to attend the terminally ill family member and is 
not in receipt of Employment Insurance Benefits, shall be entitled to special leave, at their regular rate 
of pay. The leave will include the date of the funeral or the date of death with, if necessary, an 
allowance for immediate return travelling time. Such leave shall normally not exceed five workdays. 

(b) Immediate family is defined as an employee's parent, spouse, child, grandchild, brother, sister, 
father-in-law, mother-in-law, stepchildren, stepparents, foster children, foster parents, employee's 
grandparents, son-in-law, daughter-in-law, brother-in-law, sister-in-law and any other relative 
permanently residing in the employee's household or with whom the employee permanently resides.  

(c) In the event of the death of the employee's grandparents, son-in-law, daughter-in-law, 
brother-in-law, sister-in-law, the employee shall be entitled to special leave for one day for the 
purpose of attending the funeral. 
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Balance of article to remain the same 
 
Article 21.3 - Maternity , Parental and Pre-Adoption Leave 
(Updated to the new Federal Regulations) 
 
21.3 Benefit Waiting Period 
Where an employee is entitled to and takes leave pursuant to 21.1 and/or 21.2 and is required by 
Employment Insurance to serve a two- one-week waiting period for Employment Insurance 
Maternity/Parental benefits, the employee will be entitled to a leave of two one weeks without pay 
immediately before leaves pursuant to 21.1 and 21.2 as the case may be. This leave is for the express 
purpose of covering the Employment Insurance benefit waiting period. 
 
21.4 Benefit Waiting Period Allowance 
An employee who qualifies for and takes leave pursuant to Clause 21.3, shall be paid a leave allowance 
equivalent to two one week at 85% of the employee's basic pay. 

 
22.9 Video Display Terminals  Electronic Displays 

(a) Employees required to continuously operate VDTs electronic displays for three and one-half 
consecutive hours or longer but less than their full shift shall be reassigned to alternate work duties for 
one 10 minute period. Where alternate work duties are not available, employees shall receive a 10 
minute rest break. 

(b) The Employer shall ensure, insofar as is reasonably practicable, that the VDT electronic 
display and associated workstation is designed, constructed, maintained and operated in a manner 
that minimizes physical and visual demands on the employees as recommended by the Workers’ 
Compensation Board publication, "How to Make Your Computer Workstation Fit You" or more 
stringent standards if adopted by the Workers’ Compensation Board. 

(c) The Employer shall require that any new employer owned facility, or newly leased facility 
undergoing renovation related to VDT electronic displays use prior to occupancy, shall be designed to 
meet the standards referenced in the above paragraph. Where the use of such a facility is altered so 
that the completed renovation is no longer consistent with these standards the provisions of (b) shall 
apply. 

(d) The Joint Occupational Health and Safety Committee shall review and make 
recommendations to ensure that the standards in (b) above and the lighting and other standards 
recommended by the Workers' Compensation Board publication "How to Make Your Computer Station 
Fit You", or a replacement publication or standard adopted by the Workers' Compensation Board, are 
being met. 

The Employer shall continue to upgrade all existing equipment and facilities to meet the standards 
referenced in (b) above 

 
25.2 Extended Health Care Plan 

Effective date of ratification. 
Improvements as follows: 

 Homeopath/ Acupuncture/Naturopath – combined usage of up to $600.00 
 Chiropractor – increased to $500.00 for yearly maximum (no restrictions on x-rays) 
 Dental – increased to $5000.00 for lifetime maximum (level 4) 
 Vision: 
o Prescription eye-wear (Employees) – increased to $500 every 24 months 
o Prescription eye-wear (Spouse and children under 19) – increased to $400 per 24 months 
o Prescription eye-wear (Dependent children over 19) – increased to $400 per 24 months 
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Fertility Drugs - Change the fertility drug language in benefits booklet from "one six month cycle per 
lifetime" to a "maximum lifetime amount of $5000.00".  
 

26.2 Pay Days 
The parties agree that auxiliary employees will be paid in arrears by 1 pay cycle. This applies to 
auxiliaries hired on or after the date of ratification. 
 
This agreement will apply to auxiliaries employed on or after the date of ratification.  
 
26.9 Meal Allowances 
Employees on travel status away from their headquarters shall be entitled to a meal allowance for the 
time spent away from headquarters. 

Meal 
Effective  

January 1, 2010 
Effective  

January 1 2018 

Breakfast $12.00 $14.00 

Lunch 14.00 $17.00 

Dinner 22.50 $27.00 

 
Article 27 – Classifications – for interpretation purposes only 
ISM Canada will provide support to the P.E.A.K. Analysts and the Tier 1.5 Analysts so that they can in turn 
provide guidance in a supportive manner to their colleagues. ISM Canada will start reviewing tickets that 
were resolved remotely by Deskside Support Services to provide feedback to the originating 
agent/analyst so that remotely resolved tickets in Deskside Support Services are minimized.  
 
28.2 Meetings of Committee 
(a) The Joint Union/Management Committee shall meet at the call of either party at a mutually 

agreeable time and place. Employees shall not suffer any loss of basic pay for time spent on this 
committee. The parties shall exchange agenda issues/topics prior to the commencement of the 
meeting. 

(b) An employee appointed to the Joint Union/Management Committee shall obtain the 
permission of their immediate Manager before leaving their work to perform their duties as a 
committee representative or to complete work required for the committee. Leave for this purpose 
shall be with pay. Such permission shall not be unreasonably withheld upon receiving advanced 
notice. On resuming their normal duties, they shall notify their Manager. 

 
BCGEU: appointing from bargaining committee members Joseph Ivens, Eugene Fox, Brent Stokell, and a 
BCGEU Staff Representative 
ISMC: appointing 2 directors and 2 managers  
Dates for establishing the terms of reference and team building for JUM: February 1, 2018 
 
30.4  Loss of Seniority 
An auxiliary employee will lose their auxiliary service and classification seniority when: 

a) they are terminated for just cause; 
b) they voluntarily terminate or abandon their position; 
c) they are on layoff for more than nine months; 
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d) they are unavailable for, or decline, four offers of re-employment as provided in Clause 30.5 

Layoff and Recall; or 

e) they become a regular employee with the exception of 11.1 (e). 

31.13  Copies of Agreement’s 
(b) The cover of the agreement shall read as follows: 

FIFTH SIXTH COLLECTIVE AGREEMENT 
between 

ISM INFORMATION SYSTEMS MANAGEMENT 
CANADA CORPORATION 

(ISM CANADA) 
and the 

B.C. GOVERNMENT AND SERVICE 
EMPLOYEES' UNION (BCGEU) 

Effective from January 1, 2018 2015 to December 31, 2020 2017  

Article 31.14 - Workload & 31.15 – Positions Temporarily Vacant 
ISM Canada will have a discussion with the Senior Management team regarding the concerns around 
workloads affecting all Service Delivery Units. ISM Canada and the BCGEU will jointly develop a 
mechanism for employees to identify workload concerns for a period of 45 days post-ratification and 
following the 45-day period employees will raise concerns as per the Collective Agreement. This will 
continue to be a discussion at the Joint Union Management Committee post-bargaining.  
 
ISM Canada will conduct a review of the 90 second ACW Service Desk Services target and report back to 
the Joint Union Management Committee. The ACW review is targeted for Q1 to report back to JUM. 
However, should the contract for the RFP be down-selected it’s understood and agreed that there would 
be a delay in this response. During this time, we will have a conversation with our management team 
and reset expectations as it relates to the content and tone of a coaching conversation. It is 
acknowledged that during this review period ISM Canada will continue to work on the after-call metric 
using a rolling 90-day average for the work unit. 
 
35.1 Duration 
This agreement shall be binding and remain in effect to midnight December 31, 2020 17. 

35.2 Notice to Bargain 
(a) This agreement may be opened for collective bargaining by either party giving written notice to 
the other party on or after October 1, 2020 17, but in any event not later than midnight, 
October 31, 2020 17. 

(b) Where no notice is given by either party prior to October 31, 2020 17, both parties shall 
be deemed to have given notice under this clause on October 31, 2020 17 and thereupon Clause 35.3 
applies. 

(c) All notices on behalf of the Union shall be given by the President of the Union and similar 
notices on behalf of the Employer shall be given by ISM Canada. 

35.6 Effective Date of Agreement 
(a) The parties agree that the fourth fifth collective agreement remains in full force and effect until 
March 12, 2015 (insert one day prior to ratification). 

(b) The provisions of this fifth sixth collective agreement, except as otherwise specified, shall 
come into force and effect on March 13, 2015 (insert date of ratification). 
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APPENDIX 1 - BIWEEKLY PAY CONVERSION SCHEDULE ISOLATION ALLOWANCE - RENEWED 
 
Appendix 2A - Salary Grid 
Term of agreement – January 1, 2018 to December 31, 2020. 

 2018 - Effective December 30 2017 – 1.5% 

 2019 - Effective December 29 2018 – 1.5 % 

 2020 - Effective December 28 2019 – 1.5% 
All employees as at the date of ratification will receive a signing bonus of $375.00 payable 2 full pay 
cycles after ratification. Employees on LTD are not eligible for the signing bonus. 

 
Information only not included in CBA 
Retroactivity on wage increases for 2018 would be paid back to December 30, 2017. All other items 
are effective on date of ratification unless specified. Retroactivity applies to the base wage increase, 
overtime, stand-by, call-back and to Supplemental Unemployment Benefit Plan – 
maternity/parental. Any EI obligations, as a result of the Sub Plan, are the employees 
responsibilities. Deductions for union dues will be calculated and deducted on any retroactive base 
pay amount. Retroactivity applies only to employees of record at the date of ratification. 
 

Appendix 2B - Position Titles, Pay Ranges and Classification Series 
Renew as amended below: 
Pay Range 7 
Office Assistant  ....................................................................................................................... Office Support 
IMAC Perform Clerk Client Support Clerk ....................................................................................... Technical 

Pay Range 24 
Team Lead Service Delivery Specialist ............................................................................................ Technical 
Project Coordinator ......................................................................................................................... Technical 
Technical Development Coordinator ............................................................................................... Technical 
Technical Specialist .......................................................................................................................... Technical 
Service Delivery Coordinator  .......................................................................................................... Technical 

Appendix 2 C – Special Employment Program Rates - Renewed 
 
Appendix 3 – Short and Long-Term Disability – Renewed as amended below 
Part I 1.4 – (c) (4) NEW 

(c) the consulting physician to whom the employee is referred by the medical practitioner in (a) or (b) 
above, providing medical evidence of the employee's inability to work in any of the following 
circumstances: 

(1) where it appears that a pattern of consistent or frequent absence from work is 
developing; 

(2) where the employee has been absent for six consecutive scheduled days of work; 

(3) where at least 30 days have elapsed since the last statement was obtained and the 
employee has been in receipt of plan benefits throughout that period. 

(4)  Where an employee is actively participating in the Early Intervention Program for 
extended STIIP absence the requirement in (3) above will be waived. 

 
The doctor’s certificates referenced above are to be provided at the employees expense. The doctor's 
certificate referenced in 1.4 (c) (2) will be reimbursed by the employer at 50% of the cost to the 
employee. Where the Employer requires a detailed medical assessment from the employee's 
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physician specifying the employee's employment limitations and/or capabilities, the employee will be 
reimbursed, upon production of receipt, for 100% of the cost of the medical assessment. 
 

Balance of language to remain same. 
The Doctor’s Certificate is the ISM Canada Doctor’s Certificate not a prescription pad note.(clarification 
only) 
 
Section 2.5 LTD - Interpretation: The parties agree that for Section 2.5 of Appendix 3 that the date of hire 
as it related to auxiliary employees is the date they became a regular employee. No change to the 
language. 
 
Information Appendix I – Group Life Benefits – Renewed 
Information Appendix II – Telework – renewed as amended below – moved MOU#3 into Appendix II 
5.2 Telework 

Definitions 

1) "telework" is the scheduled performance of work during regular working hours by an 
employee from a teleworkplace. 

2) "official workplace" is the location where the employee would ordinarily work if there 
were no telework situation. In a teleworking situation, the employee's official workplace 
continues to be the official workplace business address. 

3) "teleworkplace" is usually the employee’s home or the location at which the employee 
and the Employer have mutually agreed the employee will telework. It does not include a 
workplace maintained and operated by the Employer. 

4) "employer initiated telework" where the employer is requiring the employee to 
telework 

5) "employee initiated telework" where the employee is requesting the opportunity to 
telework 

(a) Telework is a working arrangement where employees work away from their official workplace 
for a portion of their regular workweek. Either the employee or the Employer may initiate flexible work 
arrangements.  

(b) Telework Arrangements 
Prior to approving a telework agreement, managers are to:  

(1) determine that the telework arrangement will meet the provisions of this policy and 
relevant collective agreements (if applicable); 

(2) establish that teleworking is operationally feasible and it makes sense, from an operational 
perspective, to have the work done at the teleworkplace; 

(3) ensure that services and/or productivity are maintained or improved; 

(4) determine that no additional net costs will be generated and upfront costs can be recouped 
over a reasonable period; 

(5) establish that the teleworkplace meets all requirements of WCB Industrial Health and Safety 
Regulations; and, 

(6) include an inventory of all assets provided by the Employer and ensure it is updated as 
required. Telework equipment, supplies and furniture remain the property of the Employer 
and must be returned if the telework arrangement or employment is terminated. 
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(c) Telework may be initiated by either the employee or the Employer. Participation in any telework 
arrangement shall be by mutual agreement. 

(d) A telework arrangement may be terminated by either the employee or the Employer providing 
30 days' written notice to the other party. 

(e) Telework shall not affect the terms and conditions of employment of any employee and the 
provisions of all collective agreements and relevant legislation continue to apply to an employee who 
teleworks. 

(f) Telework shall not affect the employment status of any employee. In other words, telework in 
or of itself will not prevent a person from remaining or becoming an employee. 

(g) A person who would not otherwise be an employee of the Employer will not become one 
because they are doing work for the Employer from an off-site location. 

(h) No employee shall telework more than three days a week without mutual consent of all parties. 

(i) Details of the telework arrangement are to be recorded in an agreement signed by the 
employee and excluded manager prior to telework commencing. A copy of this agreement will be 
provided to the Union. 

(j) The Employer is responsible to provide and maintain the equipment and supplies necessary to 
telework as itemized in the Telework Agreement. Such equipment and supplies shall remain the 
property of the Employer and must be returned if the employee terminates their employment 
relationship or if the telework arrangement is terminated. 

(k) ISM Canada agrees to pay the costs of internet service and phone (where applicable and required) 
for employer initiated telework agreements. Employee initiated telework agreements do not qualify 
for internet service or phone reimbursement.  

(l) The employee is responsible to: 

(1) ensure that the telework arrangement is consistent with all municipal or regional district 
bylaws and regulations; 

(2) in consultation with the local Occupational Health and Safety Committee or union and 
employer designated safety representatives, ensure that the teleworkplace is adequately 
equipped and maintained from a health and safety point of view; 

(3) ensure that equipment and supplies provided by the Employer are used only for the purpose 
of carrying out the Employer's work; 

(4) ensure that the environment of the teleworkplace is such that the employee is able to respect 
the terms and conditions of employment, as well as relevant collective agreements, 
legislation, regulations and policies; 

(5) ensure that dependent care arrangements are in place and that personal responsibilities are 
managed in a way which allows them to successfully meet their job responsibilities. Telework 
is not a substitute for dependent care; 

(6) maintain the teleworkplace (such as homeowner or tenant insurance, heat and hydro); 

(7) provide dedicated office space for use during teleworking days and maintain the office space 
in a clean, professional and safe condition; 

(8) allow joint teleworkplace visits by employer personnel and union representatives (including 
local Occupational Health and Safety Committee members), upon reasonable notice; 

(9) secure and protect the property, documents and information belonging to the Employer. 
Employees will not be liable for loss or damage to such property or information except where 
the employee has failed to take reasonable precautions to secure it, or where the loss or 
damage is the result of a wilful act by the employee or a member of their family; 
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(10) follow safe work practices and ensure prompt notification to appropriate personnel of any job 
related accidents that occur at the teleworkplace; and, 

(11) ensure that any meetings with clients are not held in the employee's teleworkplace. 

 
MOU #1 – Stewards at Step 2 of the Grievance Procedure - moved into Article 8.4 – delete current 
MOU#1 

NEW MOU #1 – Case Conferencing 
Memorandum of Understanding #1 (New renumbering) 

Case Conferencing 
The intention of this Memorandum of Understanding is to facilitate timely resolution of grievances.  
 
To support the procedure in Article 9.9 (a), grievances filed at arbitration shall be case conferenced no 
later than 4 months after being submitted to arbitration. In addition to the purpose of Article 9.9 (a), 
which is to proceed grievances to arbitration, the intention of case conferencing is to seek resolution; 
however, it does not prevent either party from seeking resolution by an arbitral process following the 
case conference.  
 
The parties listed at Article 9.9 (a) shall include: the local BCGEU Staff Representative that has conduct 
of the file, the Manager in the Service Delivery Unit in which the grievance has been filed or their 
designate, the Human Resources Manager or designate, and the BCGEU Staff Representative that is 
assigned to the Joint Union Management Committee. 
 
MOU #2 – Board and Lodging and Relocation Expenses – renewed 
MOU # 3 - Telework –moved into Information Appendix II 
MOU # 4 - Union/Management Joint Training – renewed 
MOU # 5 - Protocol for Joint Union Management Training Initiatives – moved into 12.9 
MOU #6 - Priority Placement and Employment Equity – renewed 
MOU #7 - Illness and Injury Prevention - renewed 
MOU #8 – Regular Part-Time Employees – remove the sentence “the committee will report…” – agreed 
and renewed as amended. 
 

MEMORANDUM OF UNDERSTANDING #8 
Regular Part-Time Employees 

The parties acknowledge that as a general principle regular part-time employees should have access to 
continuous full-time employment prior to auxiliary employees. 

(a) There shall be no increased cost to the Employer, including but not limited to premiums or 
penalties attributed to going on or coming off the temporary full-time work schedule; 

(b) Work assigned/offered must be within the same classification and work unit in which the regular 
part-time employee usually works as a regular part-time employee; 

(c) Part-time employees whose part-time status is derived from a job share agreement shall not be 
entitled to increase their hours under this arrangement, except by mutual agreement. 

(d) Lost work opportunities resulting from part-time regular employees accepting a full-time work 
opportunity or reverting to their part-time position following completion of the full-time assignment 
shall not be the Employer's responsibility. 

(e) Employees working a full-time schedule for any period in excess of two calendar weeks and who 
are subsequently unable to report for work due to illness or injury during the period of scheduled full 
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time work, and are entitled to benefits pursuant to Appendix 3, will have their STIIP benefit calculated 
on the basis of the full-time work. This calculation based upon full-time work will continue for the 
duration of the scheduled full-time employment and thereafter revert to a benefit based upon the 
employee's part-time appointment. 

The Committee will report and make recommendations to the bargaining Principals as to the progress of 
the pilot projects. 

MOU #9 – The Application of Agreement Article 13.3 (f)(3)& (4) and Agreement Article 19 - renewed 

MOU # 10 – Service Desk Training Cross Training 
The Employer will provide training for all Service Desk employees who are interested in other service desk 
work assignments to ensure they are proficient in all government systems and all Health Authority 
systems. 

Subject to operational requirements, this training will begin within six months, but not withstanding 
operational requirements, not later than 12 months of a written request by a Service Desk employee and 
will be delivered on a mutually agreeable schedule. 

The Employer will support cross training for employees within a Service Delivery Unit and within the 
same classification. The factors for selection are: operational requirements, satisfactory performance, 
personal investment of time for skill development (cross training will occur on company time) and 
seniority.  

Employees will submit cross training requests along with their Career Development Plan in the PBC 
process. Employees may select multiple areas in which they wish to be cross-trained. Requests will be 
approved in order of operational requirements being met and seniority.  

A quarterly summary of cross training requests and cross training completed by employees shall be sent 
for review and/or recommendations to the subcommittee referenced in 12.9. 

Notwithstanding the above, cross training may occur when operational requirements dictate a need 
based on reduced utilization. When multiple employees are affected selection will offered based on the 
factors outlined above.  

This program will be piloted for the duration of this collective agreement ending December 31 2020 
 
Interpretation of MOU #10 
For the purposes of operational requirements as outlined in MOU #10 the parties acknowledge that 
geography may be a factor considered under operational requirements. Eg. Someone from a remote 
location may be denied cross training if it requires significant travel (eg. Deskside employees). 
 
The parties agree to jointly encourage employees to develop their skills when applicable in anticipation 
of changing business needs. 
 
MOU 11 - Positive Proactive Communication - Renewed 

LOU #1 - Supplemental Unemployment Benefit Plan - Renewed 
LOU # 2 - Attracting Work to British Columbia - Renewed 
LOU #3 - Contracting-Out ISM Canada Contracted Work - Renewed 
LOU #4 - Municipal Holidays – Renewed 
LOU #5 – The Assignment of Work - Renewed 
LOU #6 – Renewal of Customer Contract(s)- renewed as amended 
 

LETTER OF UNDERSTANDING #6 
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Renewal of Customer Contract(s) 

(a) The purpose of this letter is to record the understanding of the parties concerning the renewal of 
the customer contracts which ISM Canada fulfils (either directly or indirectly via its shareholder IBM 
Canada) and which may or may not be renewed beyond March 31, 2017 with either ISM Canada or IBM 
Canada.  

(b) In recognition of ISM and BCGEU’s partnership, a lump sum retention bonus in the amount of 
$375.00 will be paid to each employee of record as at January 1, 2019. The payment will occur on the 
second pay period following January 1 2019. 

Upon the successful renewal of the customer agreements with the Province of British Columbia and 
Health Shared Services BC with the same or greater services at the same of greater levels of services 
(that would be supportive of a similar headcount level for ISM Canada), for a duration of 18 months or 
greater, ISM Canada will increase the base salary of each employee of record at ISM Canada as of April 
1, 2017, by 0.5%. This base salary increase will be retroactive to December 31, 2016.  

 
(c) In support of the renewal bid, the BCGEU commits to be ISM Canada's partner as a part of the bid 
process. This will include, if asked by ISM Canada, to publicly state their support of the bid for renewal. 
In addition, the BCGEU will engage, at all levels of government, to promote and support the renewal 
bid. 

(d) If, in the event of the loss of the commercial agreements described above, an ISM Canada 
employee accepts a job offer from either "the customer" or from "the new supplier" (both of these terms 
in quotations mean: the company/organization with the successful bid on the RFP/RFP's) and; 

1. the offer includes the recognition of ISM Canada: 

(i) Service and seniority;  

(ii) Successorship to the ISM collective agreement or coverage under a comparable 
(in terms of wages for the same classifications, vacation, benefits, pension and 
non-monetary provisions etc.) collective agreement; and 

(iii) Continuous employment with a comparable FTE, classification and wage rate in 
their geographic location. 

Such employee will not be eligible for any severance payment under Article 13 of the 
collective bargaining agreement between ISM Canada and the BCGEU; or 

2. the offer does not include the recognition of ISM Canada service and seniority and/or the 
criteria detailed in (d)(1) above, such an employee will be eligible for severance payment under 
article of the collective bargaining agreement between ISM Canada and the BCGEU, if the 
employee meets the eligibility for severance under Article 13.  

(e) If, in the event of the loss of the commercial agreements described above, an ISM Canada 
employee is offered a job from either the customer or from the new supplier and the offer includes the 
recognition of ISM Canada service and seniority and provisions of (d)(1) above and such employee 
declines such offer, the employee will not be eligible for any severance payment under Article 13 of the 
collective bargaining agreement between ISM Canada and the BCGEU 
 
Letter of Understanding #7 – Agreed to List of Arbitrators and Umpires 

As stipulated in the collective agreement, the parties mutually agree to the Arbitrators listed below:  

- Chris Sullivan 



Page 16 of 20 

- John Kinzie 

- Wayne Moore 

Further the parties are in agreement to the following for Hours of Work Umpire decisions:  
- Chris Sullivan 

- Julie Nichols 

- Bob Pekeles 

In the event that none of the above listed individuals are not available the parties shall mutually agree 

on an alternate. 

 
Letter of Understanding #8 – Face Masks 
Each year that a Flu Immunization Program is announced by the Ministry of Health, and whereby that 
program extends to include participation by ISM Canada employees, the Parties agree to follow the 
policy requirements of each individual Health Authority. 
The Parties also agree, through the local Occupational Health and Safety Committees, to review the 
Health Authority policies annually and to discuss and implement any changes in a joint manner 
 

POLICIES AND ISSUES ADDRESSED (NOT INCLUDED IN THE CBA):  

Letters of Expectations 
Upon ratification ISM Canada will reissue the agreed Letter of Expectation and remove prior versions 
from the employee’s file with the exception of employees who are currently under performance and 
conduct reviews. Letter of Expectation as per below: 
Date 
EE Name 
EE Address 
Dear EE Name: 
Re:  Letter of Employment Expectations 
 
The purpose of this letter is to provide you with the guidance and support that will assist you to be 
successful during your employment with the BC Operation of ISM Canada.  
 
We encourage you to refer to these employment expectations frequently throughout your career and to 
always ask questions of your manager at any time.  
 
The detailed job description for each position you hold with ISM Canada identifies the specific position 
tasks you are responsible to perform. This letter is not intended to replace the performance review 
system; the expectations described within this letter are common and applicable to all team members. 
 
You have been selected to work for the BC Operation of ISM Canada because of the skills and experience 
you bring to your position in addition to your ability to respect and follow the standard employment 
expectations described below: 
 
Customer Focus – We are all serving external or internal customers. Attending work on a regular basis 
and arriving at work ready to start your shift must be consistent with your work schedule. Performing 
your work to the best of your ability and in an accurate and timely manner is of utmost importance. 
Your ability to attend meetings on time, adhere to administrative deadlines such as ILC and leave 
management submissions and to ensure that during your shift you perform productive work in support 
of ISM Canada and its customers will contribute to an efficient and effective workforce that will help 
reduce an increase to the workloads of others. These are all examples of positive choices that will 
maximize your success and will create an exceptional customer experience.   
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Working Relations - Your ability to self-manage your behaviour and to be mindful of the impact your 
actions may have on others contributes to a collaborative environment based on trust, respect and 
appreciation for your colleagues and our customers.  
 
Communications – Communicating clearly and openly and in a timely manner with your manager will 
help build strong interpersonal relationships that will benefit everyone in the future. This includes: 
 

 requesting ad hoc vacation or other leave requests covered by the collective agreement;  

 bringing forward concerns or questions regarding your work assignments; 
 

 providing immediate notification following your Service Delivery Unit’s process, prior to the 
start of your shift, if you are unable to work due to illness or injury or other unexpected 
reasons;  

 reading (and responding in a timely manner if required) all email you receive to ensure you 
are kept informed and are always up to date; and 

 if you are unable to follow through on your commitments, ensure you take responsibility to 
communicate that in advance.  

 
Everyone’s success is dependent on their ability to both provide and receive feedback in a responsible 
manner. Although agreement is the desired result, it may not always be achievable, therefore, following 
direction will be the expected outcome. 
 
Confidentiality - Your ability to be discreet and handle confidential information with the greatest of 
sensitivity is critical to your success. This includes all verbal and written communications. Not only do we 
have an ethical responsibility to protect this information, but more importantly, we are legally required 
to safeguard it always. If you ever have any questions or concerns about what is or isn’t confidential, 
please obtain clarification from Human Resources, the Privacy Office, or your Manager.  
 
“Employee name”, we are invested in helping you be successful in your choice to work with our 
organization. Any questions are welcomed and will be answered to the best of our ability.  
Sincerely, 
 
Manager 
SDU 
 
pc: Human Resources – BC Operation 
 

I acknowledge receipt of this letter. 
 
__________________________________   ______________ 
Name        Date 

 
Performance Improvement Plan – For information purposes – not to be included in the CBA 
ISM Canada will revise the Personal Business Commitment template to include a log of coaching and 
performance discussions. This form will have no reference to consequences as a result of not meeting the 
performance standard. If an employee is not meeting the performance standard, they will be advised as 
such via a letter in the presence of a shop steward. The Performance Improvement Plan template as it is 
known today will be abandoned. 
 
Attendance Management – For information purposes – not to be included in the CBA 
The parties will finalize the AMSPP through the Joint Union Management Committee. 
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The parties will do a joint review of all current participants in the doctor certificate program. Further, the 
parties agree that in the event a quarterly review of an individual in the program is not completed then 
the individual will be removed from the doctor certificate/AMSPP program. 
The parties agree to quarterly reporting through JUM to include how many participants are in the 
program, when they started, how long in the program (step) and quarterly review with the individual and 
review date. 
 
BCGEU Cellular Telephone Policy 

 
Date issued: xx/xx/xxxx 

 

 
APPLICATION 

Applicable to all ISM Canada employees, represented by the BCGEU. 

PURPOSE 

This outlines ISM Canada’s policy for those employees who are required to carry a cellular telephone 
for business use. 
 
POLICY 

Eligibility 1. Any employee who is required to carry a cellular telephone for 
business purposes. 

2. There are two programs that employees can select from:  
a. Program A - Individually Managed 
b. Program B - ISM Canada Cell Phone Pool 

 
Program A – Individually 
Managed 
 

1. Select phone from ISM Canada’s preferred vendor Bell Mobility (e.g. 
$0, Purchase, BYOD). 

2. Cellular telephone is registered in the employee’s name. 
3. The company paid cellular telephone is primarily for business use and 

personal use will not interfere with business use or other company 
guidelines related to acceptable use. 

4. Employee ensures that MaaS 360 and all required ISM Canada 
approved applications have been installed. 

5. The employee is responsible for expensing their monthly cellular bill 
through AMEX. 

6. Non business-related charges in excess of the monthly plan fee 
(including taxes) will be the responsibility of the employee.  

7. Should the cellular telephone be lost, stolen, or damaged refer to 
General Conditions article within the Collective Bargaining 
Agreement. If one of the aforementioned issues persist, ISM Canada 
will investigate and resolve the issue. 

8. Upon leaving ISM Canada’s employment, the employee maintains 
ownership of the physical device and telephone number. The 
employee must transfer to a personal plan; any costs related to the 
transfer would be covered by ISM Canada. In the event that the 
employee no longer requires the cellular telephone, ISM Canada will 
pay out the cancellation charges and the employee retains 
ownership of the physical device. 

BCGEU Cellular Telephone Policy 



Page 19 of 20 

 

Program B – ISM Canada 
Cell Phone Pool 

1. ISM Canada maintains the responsibility of procuring the cellular 
telephone. 

2. Cellular telephone is registered in ISM Canada’s name. 
3. The company paid cellular telephone is for business use only. Non-

compliance with this policy may result in disciplinary action. 
4. Charges of personal nature will be monitored and will be recouped 

from the employee.  
5. ISM Canada ensures that MaaS 360 and all required ISM Canada 

approved applications have been installed. 
6. ISM Canada will administer expensing the monthly cellular bill. 
7. Should the cellular telephone be lost, stolen, or damaged, such 

charges will be borne by ISM Canada. If one of the aforementioned 
issues persist, ISM Canada will investigate and resolve the issue. 

8. Upon leaving ISM Canada’s employment, ISM Canada maintains 
ownership of the physical device and telephone number.  

  

PROCESS 

Program A – Individually 
Managed Process 

1. <Insert Links for employee to get phone> 
2. Manager must approve cell phone acquisition regardless of plan 

type. 
 

Program B – ISM Canada 
Cell Phone Pool  

ARTICLE 2 - Employee/Manager requests phone from Admin 
ARTICLE 3 - Manager must approve cell phone acquisition regardless 
of plan type. 
 

 
TERMS & CONDITIONS 

ISM Canada reserves the right to modify (includes change, discontinue, suspend or improve) any or all 
company policies, procedures, plans or programs with or without prior notice. ISM Canada has the 
ability to direct and manage our business as is appropriate to our current circumstances, allowing us 
to adapt easily to changing times in order to be competitive and effective in our marketplace. 
Modifications to company policies, procedures, plans or programs apply to all ISM Canada employees, 
including individuals receiving Short or Long-Term Medical Disability Income. ISM Canada wishes to be 
clear to all of its employees that there is no intention to breach any statutes or legal rules in our 
policies, procedures, plans or programs and if there is a conflict, the legal requirements will govern. 
Nothing contained in this document shall be construed as creating an express or implied obligation on 
the part of the Company to maintain such policies, procedures, plans or programs.  
 
 
INQUIRIES 

Human Resources 
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Revision 
Number 

Revision Date Summary of Changes 

1. v1  Original Document 

2.    

3.    

4.    

5.    

 
 
Communications: 
1. Content (mandatory webinar and/or training) around communication best practices will be 

developed and distributed to management. ISM will provide a copy to the BCGEU.  
2. Issues related to communication “breakdowns” will be discussed as per normal processes as the need 

arises. 
 
 
In solidarity 
 
Joseph Ivens – Bargaining Unit Chairperson 
Eugene Fox – Committee Member 
Brent Stokell – Committee Member 
Darlene Thorburn – BCGEU Staff Representative 
 
:st MoveUP 
FA-614 
News on Barg#10 


