March 18, 2005
LETTER OF AGREEMENT

BETWEEN:
BRITISH COLUMBIA AMBULANCE SERVICE

(the "BCAS")

AND:

AMBULANCE PARAMEDICS OF BRITISH COLUMBIA, C.U.P.E. LOCAL 873

("APBC")

PREAMBLE:

(A)

(B)

(©)

(D)

(E)

(F)
(G)

(H)

The BCAS and the APBC differ on some aspects of the staffing configuration for
Advance Life Support (“ALS”) ambulances in British Columbia.

In the Memorandum of Agreement between the Emergency Health Services
Commission (the “EHSC”) and the APBC, the parties agreed to have the EHSC
make a binding decision on the issue of the staffing configuration of ALS
ambulances.

Prior to making submissions to the EHSC, the BCAS and the APBC met in an
attempt to arrive at a mutually agreeable solution to the issue of ALS staffing in
BC.

The parties recognize that the model they design must provide optimum patient
care, by providing optimal deployment models, providing the best capture of ALS
calls and with the best response times.

The parties agree research and a continuous process review requiring ongoing
data collection, evaluation, and corrective activities is fundamental to the success
of these initiatives and assurance of improved health outcomes. In addition to the
performance metrics anticipated as a result of this research, the research
objectives should include practitioner satisfaction, longevity, and maintenance of
competency.

The parties recognize that there will be significant labour relations impacts from
this agreement and are committing in this agreement to address those issues.
Having met and discussed their respective positions on the issues arsing from
ALS crew configuration and deployment models for ALS resources, the parties
have reached a consensus on the issues.

The parties agree to bring a joint recommendation on the staffing configuration of
ALS ambulances, to the EHSC.
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IN CONSIDERATION OF THE MUTUAL PROMISES CONTAINED IN THIS
MEMORANDUM, THE PARTIES AGREE AS FOLLOWS.

Deployment Models

1. The BCAS will utilize four distinct deployment models as described below for ALS
ambulances in ALS posts.
a. ALS/ALS Paired: A transport capable ALS ambulance with 2 ALS

b.

C.

practitioners normally scheduled for deployment in the same unit.

ALS Training Unit (ALS/ALS Student Paired): A transport capable ALS
ambulance with staff configuration pairing an ALS Preceptor with an ALS
student who possesses a student license issued by the EMA licensing
board. Where there are no BCAS employees on paid training the unit may
be staffed in one of the other configurations.

ALS/BLS Paired: A transport capable ALS ambulance with the ALS
paramedic paired with an appropriately trained BLS partner. The
appropriately trained BLS partner is identified as being, in order of
preference:

i. ACP Semester 1: The BLS Paramedic has successfully completed
the equivalent of Semester 1 of the current Advanced Care
Paramedic training program as delivered at the Justice Institute
(ACP Semester 1).

ii. Either a PCP with IV skills or an EMA2 with IV skills (PCP-1V)
who has successfully completed an ALS Partner training program,
the content of which is suggested as Appendix A. (PCP-A)

iii. EMA2-IV/PCP-1V: The parties agree that use of PCP-1VV
paramedics without the PCP-A training as an ALS partner will be
phased out as soon as practicable, but no later than the conclusion
of this agreement.

Paramedic Response Unit (1 Person Response): A non-transport capable

resource which utilizes a single ALS Paramedic in a “targeted” response
model. PRU units will also be utilized for training and precepting of
paramedic students as required. .

2. The parties agree to consult with the local ambulance paramedic practitioners and
the appropriate local medical community to determine the optimum model for
each community recognizing that resource availability will be a factor in
determining which model is deployed.

Implementation Dates

3. The parties agree that the BCAS may stagger the implementation of the
deployment strategies described in this agreement.

4. The BCAS shall retain the existing deployment and staffing models in place at the
various ALS posts, at the signing of this agreement, until the BCAS implements
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the new deployment model(s) in the posts identified. The BCAS shall give the
Union 30 days notice of the change in deployment.

Selection and Training Requirements for PCP-A

5. BCAS will develop a training course providing an introduction to ALS protocols
and procedures, as suggested in appendix A for PCPs working in ALS posts.
There will only be a single offering of this PCP-A training within each ALS Post
(including Nanaimo) and the training will be open to all PCP’s currently working
in an ALS post (including Nanaimo) who are licensed at the EMA2 or PCP level
and who provide proof of an IV endorsement 30 days prior to the start of the PCP-
A training;

Selection for PCP-A training will be from the qualified applicants within their
post commencing with employees with the earliest date of service seniority and
earliest date of hire.

Qualified employees working within the post who do not apply for the PCP-A
training will be deemed to have applied for, been offered and to have rejected the
training opportunity.

Attendance at the PCP-A training program will be paid on a wage maintenance
basis for training days only. Meals and travel for full and part time employees
will be reimbursed in accordance with A3.02 for this training. .

Selection and Training Requirements for PCP-A to ACP Semester 1

6. Only employees who successfully complete the PCP-A Training course shall be
considered for the initial regular positions on ALS/BLS paired ambulances, in
order of service seniority. These employees will be required to successfully
complete Semester | of the ACP training program.

7. If the employees selected are unsuccessful they shall be returned to a BLS
position within their post.

8. Attendance at the ACP Semester 1 training will be paid only to the initial
successful applicants for the regularly scheduled BLS partner positions for those
ALS vehicles converted to the ALS/BLS paired staffing model and on a wage
maintenance basis for training days only. Meals and travel will be reimbursed in
accordance with A3.02 for this training

Subsequent Vacancies
9. Subsequent regular ACP Semester 1 vacancies on ALS ambulances will be posted

and filled pursuant to MOA 3.6.2. Prior to selection of external applicants, PCP-
A full time or part time employees will be considered and they will then be
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required to successfully complete the ACP Semester 1 in the first available course
subsequent to acceptance of the posting. The BCAS is not responsible for any
wages, travel costs, meals accommodation or any other costs associated with this
training.

Relief Coverage

10. If the BCAS is unable to staff the ALS ambulance as contemplated in this
agreement due to holidays, illness, or temporary absence for any other reason,
BCAS may staff the position for the duration of the absence with a PCP-A
employee.

Research Component

11. BCAS and the APBC agree that research into the efficacy of new deployment and
staffing models identified in this agreement is an important element of ensuring a
patient-focused system. This may include concepts such as establishment of BLS
PRU as a field triage and call mitigation strategy.

12. The parties will approach the Provincial Medical Leadership Council for advice
and assistance in identifying and undertaking research projects that are consistent
with established research protocols, including research into: patient outcomes;
the performance of the system; practitioner satisfaction; practitioner longevity and
issues related to maintenance of competencies and, to the deployment methods.

13. For the purpose of this section, research may include local universities who
participate in and/or lead this research initiative. Costs associated with research
projects that are not otherwise funded will be the responsibility of BCAS and not
of APBC.

14. The duration of any research project will be determined by the research protocols
but in general will be conducted over a period of at least eighteen (18) months to
ensure that sufficient data is available to appropriately assess the efficacy of the
deployment models described in this document.

15. The parties agree to re-open discussions on ALS deployment after receiving the
results and conclusions of the research conducted into the deployment models.

Joint Application to the EMA Licensing Board

16. The BCAS and the APBC agree to make a joint application to the Ministry of
Health and the EMA Licensing Board requesting the creation of a new license
endorsement for PCP licensed employees to be known as a “Cardiac Arrest
Management Endorsement”. The parties agree the recommended endorsement
will include all skills, procedures, knowledge and protocols contained in Semester
1 of the ACP training course.
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Term of the Agreement

This agreement will remain in effect during the term of MOA. The parties may also
agree to terminate or alter this agreement upon mutual agreement.

Dated for reference March 18, 2005.

For the British Columbia Ambulance Service For the Ambulance Paramedics of BC
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Appendix A

Training Requirements for the Trained BLS Partner — ALS/BLS Pairing

It is agreed by both the practitioners and BCAS that there is requirement for
additional training for the Non-ALS partner to achieve acceptable clinical standards
in the depaired model.

Both agree that it is a desirable approach that, as much as possible, the training
should be applicable to ACP training. That is, the training is consistent with, and
can lead to certification as ACP on the completion of further training.

There will need to be a graduated approach to the training due to the compressed
time frame for implementation. There is agreement that the continuum should be:

Timeframe | Immediate Ongoing
Focus Include focused “skills’ training to enhance Independent scope of
supervised ability practice — cardiac
arrest management?
Format Pre-reading, classroom lectures and labs ACP Program-
Independent Study +
Block 1: Pre-reading,
classroom lectures and
labs, supervised
clinical and field
precepting
Content Roles and Responsibilities, ALS Equipment See above
Orientation, Airway and Ventilation adjuncts,
Monitor/Defibrillator/Pacer Lab, Basics of ECG
Interpretation, Pharmacology & Medication
preparation & administration, Physical
Examination, Protocols, Cardiac Arrest
Management
Training Pre-read — 2 weeks See above
Time Classroom — 5 days
Selection PCP-I1V (P1 or EMA2 with IV endorsement) See above
Evaluation | Active Participation Per Current Paramedic
Academy
Licensing Potential independent
practice endorsement
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Primary Care Paramedic — Advanced (PCP-A)

Medium timeframe — Training Outline

Day 1 Day 2 Day 3 Day 4 Day 5
Roles & Monitor Lab | ALS Protocols Airway & Invasive
Responsibilities | Lifepak 5—-10- | & Procedures Ventilation Lab Procedures
Scope of 12 Operation & | Orientationto | BLS Review, Sellick, Lab
practice, Ethics, | Troubleshooting; basic In-line traction, EJV
= EMA Monitoring, principles, ALS Nasopharyngeal Cannulation,
= Regulations, Defibrillation, scope of airways, Needle
S | Licensing, QA, Pacing practice and Laryngoscopy, Thoracentesis,
= Leadership, objectives Intubation equipment Needle and
Teamwork, care/maintenance/use, Surgical
Communications Intubation, Securing | Cricothyrotomy
ETT, Verifying ETT
Placement,

ALS ECG Drug Airway & Cardiac
Equipment Interpretation | Administration Ventilation Lab Arrest
Orientation ECG Theory, & IV Lab ETT Suctioning, Management

S | Kits, Monitor, Basics of Saline Locks- PetCO2, Combitube, Experience
g Car Interpretation, use and McGill Forceps, participating in
k) Lethal maintenance; Sideport and in-line and directing
< Arrhythmia preparation of | bronchodilator use, | cardiac arrests
Detection ALS meds (po, ETT med
iv, im, sc and administration
infusions)
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RECEIVER

BRITISH SeRmzmazass
COLUMBIA

April 21, 2005

Mr. Tom Manz Cliff; 528477

Provincial Secretary Treasurer Without Prejudice or Precedent

Ambulance Paramedics of BC
CUPE Local 873

Unit 2270 - 21331 Gordon Way
Richmond, BC V6W 1J9

Attention: John Strohmaier, Provincial President

Dear Mr. Strohmaier:

Re: Recognition of ACP Experience

This is to formally follow up on our discussion at the April 12, 2005, PJLMC with
respect to limited experience recognition for individuals hired from outside of the
bargaining unit. This would obviously assist BC Ambulance Service to attract
experienced advanced care paramedics to work in B.C. and thus make our
recruitment initiative more fruitful. Obtaining the best experienced personnel as
possible benefits not only our ambulance service and the public we serve, but also
provide existing BCAS ALS with higher skilled partners.

The following is the new Collective Agreement language BCAS is proposing which
we believe accomplishes the above objectives:

Recognition of Prior Experience

When an individual commences their employment with BCAS, and their initial appointment
is to a full time ALS or CCP position, they will receive recognition for prior work experience
when determining their initial rate of pay under A1.02 of Schedule A as set out below.

For the purposes of placement on the grid of A1.02 of Schedule A only, a new employee
will be credited with one year of experience/service for each 2184 hours worked as a
licensed Advanced Care Paramedic with another employer within the three calendar years
immediately preceding their date of hire by BCAS. No credit for partial or residual hours
will be given.

All other subsequent experience and service pay adjustments will be based on the
employee’s employment with BCAS.

To receive this prior experience recognition the new employee must, at their date of hire,
submit satisfactory proof of licensure and work experience for the applicable time period.

.12

Ministry of L British Columbia Human Resources/
Health Services - - Ambulance Service Labour Relations
1202 ~ 601 West Broadway
Vancouver, BC V5Z 4C2
Telephone: (604) 660-6006
Facsimile: (604) 660-3280
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We would appreciate receiving the Union’s considered response to the above
proposal at your earliest opportunity. Thank you for your attention to this matter.

Yours truly,

Tony Arimare
Vice President, Human Resources
BC Ambulance Service

pc: David Morhart, Chief Executive Officer



Letter of Agreement
Between
The Emergency Health Services Commission
And
The Ambulance Paramedics of British Columbia, CUPE local 873

Advanced Care Paramedic Mentorship

The parties agree to the following:

The ACP mentoring program (ACP-MP) consists of 4 phases:

1) Orientation — ACP applicant meets with BCAS management and clinical education personnel
(CED) to discuss the program and if required, agree on a personalized learning plan depending
on previous experience and current practice deficiencies.

2) Internship — Minimum 4 blocks on three-person ACP unit, maximum 8 blocks.

3) Residency 1 — Applicant is moved to a two-person ACP unit with a mentor for a maximum 16
blocks

4) Residency 2 — This phase is 16 blocks in length, the applicant is moved to independent practice
and has the full capabilities for unrestricted ACP practice. To successfully complete the ACP-MP the
candidate must attend 4 case study meetings within the sixteen blocks and not have any problems
isolated during their independent practice.

In addition to the foregoing, the following will apply:

* Probationary periods for all ACP’s accepting a new position with the BCAS shall be in accordance
with article 11 of the Collective Agreement.

* All meetings that may result or the employee believes may result in a change in an employee’s
standing with the Employer including the extension of probation, shall be conducted in
accordance with articles 11:04 and 11:05 of the current Collective Agreement.

* The start date for new ACP employees shall be the date that the first employee of a multiple
employee posting reports to work.

* Inthe event only one employee is hired from a posting; their start date shall be the date they
report for duty.

For the BCAS For MPBC




Letter of Agreement
Between
The Emergency Health Services Commission
And
The Ambulance Paramedics of British Columbia, CUPE local 873

Advanced Care Paramedic Mentorship

The parties agree to the following:

The ACP mentoring program (ACP-MP) consists of 4 phases:

1) Orientation — ACP applicant meets with BCAS management and clinical education personnel
(CED) to discuss the program and if required, agree on a personalized learning plan depending
on previous experience and current practice deficiencies.

2) Internship — Minimum 4 blocks on three-person ACP unit, maximum 8 blocks.

3) Residency 1 — Applicant is moved to a two-person ACP unit with a mentor for a maximum 16
blocks

4) Residency 2 — This phase is 16 blocks in length, the applicant is moved to independent practice
and has the full capabilities for unrestricted ACP practice. To successfully complete the ACP-MP the
candidate must attend 4 case study meetings within the sixteen blocks and not have any problems
isolated during their independent practice.

In addition to the foregoing, the following will apply:

* Probationary periods for all ACP’s accepting a new position with the BCAS shall be in accordance
with article 11 of the Collective Agreement.

* All meetings that may result or the employee believes may result in a change in an employee’s
standing with the Employer including the extension of probation, shall be conducted in
accordance with articles 11:04 and 11:05 of the current Collective Agreement.

* The start date for new ACP employees shall be the date that the first employee of a multiple
employee posting reports to work.

* Inthe event only one employee is hired from a posting; their start date shall be the date they
report for duty.

W

For the BCAS For the APBC




Letter of Agreement
Between
The British Columbia Ambulance Service (the employer)

and
The Ambulance Paramedics of BC, CUPE Local 873 (the union)
ACP Paramedic Response Unit

The parttes recogmze the mutual benefits of the utlhzatlon of the paramedic
response unit (PRU.}

The Lower Mainland regional trial of the PRU’s has shown significant improvement
in ACP ¢apture rates, response times and operational effectiveness.

In light of the above, the parties agree to the folldwing:

1. The current Lower Mainland ACP PRU trial will cease at the signing of this
agreement. '

2. The employer will post and fill all PRU vacancies in accordance with article
13.01 of the collective agreement. The parties agree that an ACP PRU posmon
is 2 new classification of employee.

3. Atthe close of the posting, a short list of applicants will be posted. The list
will be double the number of positions, plus ten (10) percent of the quahﬁed
apphcants in order of seniority.

4. The employer will conduct a job interview of all candidates identified in the
process listed above. The interview process and type, including relevant
study material, will be communicated to all applicants prior to
commencement of the interview process.

The successful candidate(s) will be the applicant{s) with the highest total score on
the interview. In the event of a tie on the interview score, seniority will be the
deciding factor. -




. For BCAS o For APBC

For the purposes of this LOA, “gualified” in bullet # 3 shall mean:

o The holder of an Advanced Care Paramedic license
e A current CUPE Local 873 bargaining unit employee

e Have 3 years plus one day of service seniority at the post probationary ACP.
level : T -

o Current BCAS ACP preceptor, or the ability to become an ACP preceptor
¢ Current BCAS ACP mentor, or the ability to become an ACP mentor '
e A satisfactory work record

The parties agree that the wage scale for the ACP PRU positions shall be:

ACP with all relevant adds to pay, including the instructor rate as captured in article
22,05, not pro-rated. This rate will be subject to all negotiated increases.

Article 22.05 (b) shall apply to this classification of employee.

Successful applicants to the above selection process shall be subject to a
probationary period contemplated in article 11.09. :

Any matters arising out of this LOA shal be resolved through the 8.05 and 8.06
~ process. ‘

Either party may cancel this LOA with thirty (30) days written notice.

Dated for reference: X% 2013 Tt M/;r ‘f/% /35

SN B

T Teeryfeers.
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BRITISH
COLUMBIA

July 24, 1888

To:

Re:

All Ambulance Service Staff

ARTICLE 22,03 ~ PAY FOR AGTING SENIOR CAPACITY
UNIT CHIEFS/ICHARGE DISPATCHERS

EHSC CIRCULAR 22,86 1S REPLACED WITH THE FOLLOWING:

1.

Appolntments to acting unit chief pesitions will be made on the basis of service seniority,
within the stafion;

Interasted employees must be reasonably familiar with BCAS pclicies and procedures, as

well as with posted local station reguiations. Employses will be expected to become familiar
with the responsibilities of a unit chief on their own time.

Filling Acting Full-Time Unlt Chief Positions

Subject to (1) above, full-time employees attached to the station (either as their primary

operator or as their primary operatar for the purpose of cali-out) will have first optign for fuli-
time acting unit chief positions.

Filling Acting Part-Time Unit Chief Positions

Part-time employees attached to the station wili have first opticn for part-time acting unit
chiaf positions, on the basis of eardiest date of hire. Should there be no part-tims employee

available, then fuli-tims employees who are attached to the station will be given access on
the basis of service seniority,

Sheuld further darification or direction regarding the above be required, contact your regional office.

P. 8. Gotto
Director of Oparations
British Columbia Ambulance Service

EHSC Girc. #15:98

Ministry of Health and
Winlstry Responsible for Senlfors

Bitish Columnbla

Previngial Headquartars
Ambulance Service

2nd Fl,, 1810 Elanshard 5t
Victoria BC VBY 1X4

Teleghone: (250) ©52-0B88
Facaimile: {2501 952.0505
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Province of Ministry of Health and British Columbia
%j British Columbla  Ministry Respeneible for Seniors Ambulance Service Headguarters
E EMERGENCY HEALTH 1-2, 1515 Blanshard Street
SERVICES COMMISSION Victoria, British Columbia
" —r . VBW 3C3

Telephone: (604) 387-2334
Facsimile:  (604) 387-2885

% June 28, 1992

. TO: ALL AMBULANCE SERVICE OPERATCRS

RE:  APPQINTMENT GF ACTING UNIT CHIFFS

At a recent Provincial Joint Lzbour Management Committee (JLMC) meeting,
the British Columbia Ambulance Service (BCAS) and the Ambulance Paramedics
of British Columbia, CUPE Local B73, reached agreement on the following:

1. Access to acting unit chief positions will be given on & fair and
equitable basis. Interested employees should advise their unit chief.

2. Interested employees must be familiar with BCAS policies and procedures
as well as with posted local station regulations. Employees will be
expected to become familtiar with the respontibilities of a unit chief
on their own time.

s Filling Acting Full-Time Unit Chief Positions

a. Full-time employees attached to the station will have first option
for full-time acting unit chief positions: irreguiarly scheduled
and casual empioyees will also be considered, subject %o
operational requirements.

b. Appointments for vacation relief wiil be done by each vacation
period. Article 22.03 indicates "suth appointments shall not
normaily be made for periods of less than two weeks." Long term
absences (i.e. WCB/STIIP) will be divided as cperationad
requirements permit.

4. Filling Acting Pari-Time Unit Chief Positions

a. Part-time employees attached to the station will have first option
for part-time acting unit chief positions.

Unit chiefs who reguire assistance in implementing this procedure should
contact their regional office.

P. Gotto
Assistant Director - Qperations
British Columbia Ambulance Sarvice

EHSC Circ. #33:92
5520e
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CO{E,&MBH Ministry of Brilish Columbia Amb1..|lance M E M O R AN D U M

Health Services Station 314

March 26, 2004
To: All Staff Station 314

Re: Actinq Unit C_:hief {AUC) - Access and Familiarization

This memo is to clarify and advise staff of the process to access Acting Unit
Chief appointments within station 314.

Recently | have been made aware of discussions around the station with respect
to accessing AUC appointments and it appears despite long standing procedures
gnd practice their still remains some confusion.

In accordance with the Collective Agreement, Standard Operating Procedures,
and Circular # 15:98 the procedure for AUC appointments at station 314 are as
follows:

1) Individuals must submit a written submission of interest in the AUC to the
314 Unit Chief. Appointments will be made on a basis of service seniority,
within the station. (Requests will remain on file, unless an rndl\ndual
requests it be removed)

2) Interested employees must be reasonably familiar with BCAS paolicies and
procedures, as well as with posted local regulations. Employees will be
expected to become familiar with the responsibilities of a unit chief on their
own fime.

More specifically, once an employee expresses interest the onus now rests with
them to demonstrate they are, and have become reasonably familiar with the
duties of a Unit Chief position at our station including: policies and procedures
and local station regulations/procedures.

The intérested individual must also demonstrate a familiarity with the Unit Chief
Responsibilities as outlined within Policy and Procedure.

The “familiarization or Orientation” must be completed prior fo an appointment
ocecurring.

Familiarization and orientation will be afforded to those interested in the acting
Unit Chief appointments, this will be arranged by mutual agreement and where
practical on payroll days or as otherwise prearrariged with the Unit Chief.



2

This one-on-one orientation is the oniy practical and fair measurement of an
employee’s reasonable famialiarization with the AUC duties.

As a starting point for employees consideration in their efforts to become famitiar
with the AUC position at our station | have attached the following documents:

» VOLUME 2 - OPERATIONS CHAPTER 2 - SCOPE OF PRACTICE, JOB
RESPONSIBILITIES AND DUTIES 2.2.3 UNIT CHIEFS
» EHMSC Circular # 15:98

-Additional information will be made available upon request and during any
orientation or famialiarization session. .-

[ trust the forgoing clears up any questions or confusion, however please do not
hesitate to contact me for any further assistance or clarification.

Thank you,

Troy Clifford
Unit Chief, Station 314

Cc: Les Fisher, Superintendent
Gerry Rieger, District Superwsor
Brent Kennedy, A/Unit-Chief, Station 315



; L¥>- A0

BrimisH
COLUMB[A

July 24, 1698

To:  All Ambulance Service Staff

Re: ARTICLE 22.03 - PAY FOR ACTING SENIOR CAPACITY
UNIT CHIEFS/ICHARGE DISPATCHERS

EHSC CIRCULAR 22,96 1S REPLACED WITH THE FOLLOWING:

1, Appointments to acling unit chief positions will be made on the basns of service seniority,
within the slalion;

2. Interested ermployees must be reasonably famllsar with BCAS policies and procedures, as
well as with posted local station regulations. Employees will be expected to becorne famillar
with the responSIbihtJes of a unit chief on their own time.

P 3 Eilling. Acting Full-Time Unit Chief Po‘smons
Subiject to (1) above, full- hrne emp!oyees attachad to the stahon (eliher as their primary
operator or as theit primary opératar for the purpose of c:aﬁ-out) will hiave first option for fudl-
time acting unit chief positions.

4, Fllimg Actmg Part-Tnme Unit Ch:ef Fos;t:ons

Partwtlme emplo,'ees at'sached to the station will have first option for part-time actmg unit
chief positions, on the basls of sariiest date of hire. - Should there be no part-time employee

available, then full-lime employess who aré atlached to the station will be given access on
the basis of service seniority,

Shoulﬂ further c!éﬁﬂcaiio‘n or direction regarding the above be required, contact your regional office

P. 3. Golto
Director of Operations
British Columbia Ambulance Service

~ EHSC Circ. #15:98

Wiinjstry of Health and

British Columbia
Minlatry Responasible for Senlors

Provincial Headquariers
Ambulance Service

2nd Fl,, 1810 Blanshard 5t
© Victorla BC VBY 1X4 '

Telephane: {25Q) S52-0888

Facsimlla: (250} 952-0905%



VOLUME 2 - OPERATIONS

CHAPTER 2 — SCOPE OF PRACTICE, JOB RESPONSIEBILITIES AND DUTIES

2.2.3 UNIT CHIEFS

EFFECTIVE DATE:
JULY 15, 1996

REVISION NUMBER:

PROCEDURE:

In the course of their duties, unit chiefs may delegate work assignments to their staff, where
appropriate. The unit chief, however, retains the responsibility to ensure the requirements of
this job description are fully met.

The unit chief is accountable fo the supenntendent for provision of administrative and day to day
operational management of the station. The unit chlef also:

1. Assists the supenntendent in projects, piannlng, labour relations, and contact with outside
agencies.

2. Promotes effective management and communicati'on‘s;

a)
b)

c)
d)

e)

provides clear, concise and consistent i:_om‘munic‘a’iion with the staff and
superintendent this includes the utilizaion of good listening skills;

recogmz:es issues and pro-actweiy problem solves to avoid further dtsrup’aon of the
smooth operation of the station;

responsible for the fair, consistent and eguitable management of the station;

functions as a team player and- sets an example by complying W|th all pollmes and
procedures and using sound management skﬂls and;

makes recommendations to the 3upenntendent on lmproved effectiveness and
efficiencies. .

3. Performs a vanety of functions rélated o employee services, :nclud:ng

a)
b)

facilitate CISD as reqmred and;
keeping in touch with sick and injured ernployees.

4. Performs a number of duties related to labour reiations, including:

a)

b}

assisting the superintendent in labour refations issues by collecting data and
scheduling mestings;

dealing directly with minor issues (e.g. failure to comply to station duties, smoking);
dealing with step 1 grievances;

liaising with the superintendent prior o issuing written discipline or suspensions;
informing the superintendent of potential labour relation issues; »

BCAS Field Operations Policy and Procedure Manual Page 1 of 4



VOLUME 2 - OPERATIONS

CHAPTER 2 ~ SCOPE OF PRACTICE, JOB RESPONSIBILITIES AND DUTIES

...2.2.3 Continued

5.

f)  working with the superintendent to determine/monitor corrective action, and;

g) assisting the superintendent with step 2 grievance investigations by arranging
meetings and gathering information as required.

Performs various finance/payroll functions such as:

a) reviewing statistical financial reports on a monthly basis and reporting vanances to the
superintendent/financial officer;

b} ensuring their station is managed in an effective and efficient manner,With’in_budget
allocations;

c) ‘administering a petty cash fund;

d)y assisting the superintendent with projections and making recommendatlons regarding
financial cost pressures;

) reconciling vacation reports, and;
f)y verifying and processing:

»  travel claim forms;

. fuii and part-time payroll;

« expenditures, and; '

s involces.

B. .. With regard to scheduling:

7.

a) manages the scheduling for their station;

b) rmanages call-out, holidays and leave applications in accordance with regional specific
guidelines;

c} processes and follows up illness and injury reports;

d) processes/monitors STIIP/WCB claims and Accident and incident Reports, and;
e) local policy may circumvént the aforementiéned proceduré (i,é., pqrst scheduler).
Performs other administrative duties, including:

a) arranging for station meetings

b) meeting with first line representatives from outside agencies, such as fire chiefs, head
nurse of emergency department, as required;

¢} reviewing and processing crew reports;
d) approving individuals to ride third;
e} conducting exit interviews when required;

f) ensuring crew compliance to BCAS policy and procedures;

; BCAS Field Operations Policy and Procedure Manuai Pagé 2of4



'VOLUME 2 - OPERATIONS

CHAPTER 2 — SCOPE OF PRACTICE, JOB RESPONSIBILITIES AND DUTIES

10.

...2.2.3 Continued

g) attending unit chief meetings when required;

h) addressing issues related to the use of local ambulance resources with the charge
dispaicher; ’

i} promoting safety consciousness;

k) participating in safety inspections as required;

) opening and processing station mail;

11)] bosﬁng, date stamping, and logging ai! employment bulleting ahd circulars, etc.;

n} maintaining the filing systeh;

o) ensuring the station library is complete and equal access for all crew members is

~ maintained, and; .

p) ensuring the policy manuals are kept up to date and are accessible fo all crews at all

times.

With regards to training:

a)
b}

identifies formal training needs in conjunction with the superintendent, and;

trains and coaches crews where appropriate (i.e., station in-services).

Performs various duties related to the ordering, maintenance, and repair of equipment and
supplies, including: ‘ e

a)

.

ordering supplies/stock control;

arranging for the repair or replacement of uniforms for afi crew members;
maintaining station equipment;

maintaining ambulance stations;

maintaining station inventory/assets, and;

advising the superintendent of capital needs/replacement.

With regard to vehicles:

develops and implements vehicle maintenance schedules;

menhitors the vehicle complaint log;

completes and submits mileage records;

arranges for regular and unscheduled maintenance, as required, and,
communicates with Fleet Operations and the regional office, as required.
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CHAPTER 2 — SCOPE OF PRACTICE, JOB RESPONSIBILITIES AND DUTIES

...2.2.3 Continued

11, Performs duties associated with hiring or transferring employees, including:

12.

14,

a)
b)
c)
d)
e)

f)

g}

responding to empl'oyment inquiries;

identifying need(s) for addifional staff;

reviewing lateral transfer reques'ts/appﬁi:ations on file;
preparing employment advertisements when required;
short listing appiicants;

processing selected applications and fc:rwardlng them to the regional office with
recommendations, and;

managing onentatsonfprobation periods.

Assists the superiniendent in investigations, by:

a)

b)

9
d)
13

handling complaints directly as they are received at the station, or forwarding them fo
the superintendent as required,;

assisting the superintendent in all investigations by eoliecting data and scheduling
rmeetings;

dealing directly with mincr issues (e.g. lost property), and;

attending accident scenes invelving ambulances when appropriate and feasible.

Performs functions related to legal airangements, including:-

“a)

b)

assisting in arranging legal inteyviews, and;

ensuring individuals are scheduled off-car in order to attend court.

Performs various duties related to disaster preparedness, as required. Dutfies include
planning and implementing local disaster and MCI responses in conjunction with other
related local agencies, and assisting the superintendent with disaster and MCI debriefing,
as required.
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OLUMBIA  Heaitr Sarvicss o e s MEMORANDUM
To_: Unit Chiefs Date: September 13, 2001

Region 3 & 4 File: 1657-02

Re: Acting Unit Chiefs

This is a reminder that acting Unit Chief positions are to be filled as per Circular #15:98
(copy enc!osed) it has been brought fo our attention that this has not been followed in
all cases.

Further, your attention is drawn to Article 22.03 of the Collective Agreement regarding

the time frames for filling acting positions. Should you have any questions, please
contact your Superintendent.

Laurie Harder .
A/Director, Regions 3 &4

LH/dw
Enclosure

pc: Superintendents
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uly  OPERATOR CL;LSANL
To: Al Ambulance Service Staff

Re:

ARTICLE 22.03 - PAY FOR ACTING SENIOR CAPAGITY
UN{T CHIEFS/CHARGE DISPATCHERS

EHSC CIRCULAR 22;96 IS REPLACED WITH THE FOLLOWING:

1.

Appointments to acting unit chief positions will be made on the basis of service seniority,
within the station;

interested employees must be reascnably familiar with BCAS bohczes and procedures, as
well as with posted local station regulations, Employeas will be expected ta become familiar
with the responsibilities of a unit chief on thelr own tirme.

Filiing Acting Full-Time Unit Chlef Positions

Subject to (1) above, full-time employees attached fo.the station (either as their primary
operator or as theirprimary operator for the purpose of call-out) will have first option for full-
time acting unit chief positions.

Filling Act-ing.Part-Timg Unit Chief Positions

Part-time employees attached to the station will have first-option for pari-time acting unit
chief positions, on the basis of earliest date of hire. Should there be no part-time employee
available, then fuil-time employees who are aftached to the station will be given access on
the basis of servics semor{ty

Should further clarification or direction regarding the above be required, contact your regional office.

P. 8. Gotio
Director of Operations
British Columbia Ambulance Service

EHSC Circ. #15:08

Minletry of Healfth and

Bri wrmb
Ministry Responsible for Seniors ritish Columbia

S Coumbis Provinclal Headguartars
= Se 2nd FI., 1810 Bi
V:::tur:a BC VB\?';EXh:rd St
Telephone: (250 g52.p88g
Faceimila: (250: 952.0805 -






IN THE MATTER OF AN ARBITRATION

BETWEEN:
EMERGENCY HEALTH SERVICES COMMISSION
(the “Employer”)
AND:
AMBULANCE PARAMEDICS OF BC, CUPE LOCAL 873
(the “Union”)
"AEB‘ITR-ATOR:" | V1ncentL Ready
COUNSEL: W. Baird Blackstone for
' the Emiployer
Bronwyn Barter for
the Union
HEARING: October 8, 2002
Kamloops, BC
PUBLISHED:"

October 3 1, 2002
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The parties agreed I was properly constituted as an arbitrator under the

terms of their Collective Agreement to hear the matter in dispute.

At issue is the appointment of a junior employee to an Acting Unit Chief
position. The Union submits this is a violation of the senic;xl*ity provisions
found in the Collective Agreement. The-.grievor, who is senior to the successful
.candidate, _is secking full redress for the length of the acting position.
BACKGROUND “

The -Employer provides ambulance services in the province of British
Columbia. Thergrictfor, at the time of t_he ﬁlingvof th¢ grievance, was a
: paramedic at the Logan Lfakga"ls‘talﬁon._ He has subchuen@ly ti'gnsferred to

‘another station.

In November of 1999, the Unit Chief at Logan Lake, Sylvia Perrault
unexpectedly fell ill. Ute Patterson was appointed as the Acting Unit Chief.

Ms. Patterson had previously replaced Ms. Perrault as Acting Unit Chief when

the latter took holidays and sick leave..

- Ms. Perrault was absent with her illness for an extended period of time:.
from November 1 , 1999 until late Sép'témbe’f, 2000. Ms. Patterson replaced

Ms. Perrault for the entire sick leave period.



The grievor, Michael Daley, was more senior than Ms. Patterson and
claimed that he should have received the appointment as Acting Unit Chief. He
grieved Ms. Patterson’s appb_intment m Ma.rch of 2000 claiming that Art_-i-clé
-22,_03 of the Collective Agreement, and its accompanying Circular #15:98 had

been viclated.
Article 22.03 of the Collective Agreement reads as follows: -

22.03 Pay for Acting Senior C'ap_acity

Employees who are duly appointed by the Employér to
perform temporarily functions other thanorin. -
addition to those which they normally perform shall
" be paid for these -additional or other duties at the rate. =+ - -
_set forth in Schedule A of this Agreement.. Such

““appointments shall not normally be made for a period
~-of less than two weeks. - :

Circular #15:98 was issued in 1998 by the Director of Operations for the
BC Ambulance Service, Laurie Harder. The sections of this Circular most

relevant to this case are points #1 and 2 as follows:

1.  .Appointments to acting unit chief positions will
' be made on the basis of service seniority, within
_the station;
-2, Interested employeéé must be i‘eas'o'nabiy'-

familiar with BCAS policies and procedures, as
well as with posted local station regulations.

- Employees will be expected to become familiar
with the responsibilities of a unit chief on their
own time.



This Circular replaced an earlier circular on the samie topic issued in
1992. For the sake of convenience, I have bolded the differences in the

previous circular versus the current one:

1. Access to acting unit chief positions will be
given on a fair and equitable basis.

‘Intereésted employees should advise their
unit chief.

2. Interested employees must be familiar with
BCAS policies and procedures as well as with
posted local station regulations. Employees will
be expected to become familiar with the
responsibilities of a unlt chlef on the1r own

© time. -

Three witnesses were called. to, give evidence at the hearing: Sylvia
" Perrault, the Unit Chief at Logan Lake; Troy Clifford, the Regional Vice
President for CUPE 873; and Laurie Harder, the Supérintendent for Region 3.

The grievor, Michael Daley, was not called to provide evidence.

Svlv1a Perrault s Testunu
Sy1v1a Perrault testlﬁed that she had been Actmg Unit Chief when she
| ‘_ took the Unit. Chlef pos1t10n at Logan Lake She was fam111ar Wlth some of the

duties of the Unit Chief by reading the manuals These duties included an

. -u_nderstandmg of the riles and procedures The other admmlstratwe dutles

such as payroll, scheduhng, hiring,. filling out month end reports have to be



learned by observation, according to Ms. Perrauit. Consequently, there is no

formal training program to become Acting Unit Chief. The employee has to

observe the duties being performed by the Unit Chief.

Ms. Perrault further teétiﬁed that the grievor, Mr. Daley, on one occasion

‘had observed her perforining payroll duties, although Ms. Perrault had

encouraged him to do more. Conversely, Ms. Perrault further testified that Ute
Patterson, the successful candidate, often came to obsérve the administrative

duties being performed, as well as relieving Ms. Perrault while on holidays.

When asked what the minimum elapsed tu'ne Would be to orientate a

Unlt ChJef Ms. Perrault testlﬂed that it would take six months and that the six

‘months would have to consist of observatlon three times a rno_‘_nth for four

hours each time.

Troy Clifford’s Testlmonv

Troy Clifford, an Acting Unit Chief and Actmg Charge Dispatcher at

another .locatmn, testified that he had received no trammg:for the acting .

positions. The procedure' had been for the senior person to be asked if he was
‘rlnterested in the position and if the senior person rephed afﬁrmatwely, then -
' that individual lea_rned the dutiés on the job. Mr. Chfford testified that you -

‘ learn by “trial and error” and 11" you don’t know how to do something you either

1ook up the correct procedure or you consult with those who do know (the
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“experts”, according to Mr. Clifford). Mr. Clifford stated that this procedure
was provincial practice as well - to ask the senior employee and if interested in

the acting position, the senior employee gets the job.

- Mr. Cliffofd, in his capacity as Regional Vice President of the Union, also
gave-evideﬁce that Circular 15;9'8-had been re-issued as a result of an incident
in Kamloops. It was re-issued er the sake of consistency — to ensure that all

.stations were following the same procedure in their appc;in‘anents. If Logan
Lake had a different local procedure in its appointments then it should have
been brought to the attention of the Joint Labour Mar;agemej:nt Comrnittee. Mr.

‘,Clifford., Wh_b sits an thé joint .cqmmittee_, _vva_,é_nc)t g{v_are of Logan Lake r'efe;'-riﬁg ]

any such issue to the committee.

] Finéily, Mr. Ciiffbi"d- 'r'efutgd -MS-" Pei‘;auit’s estimation of a six month
familiarization period for the Acting Unit Chief pésition, since he had received
no training in that role. Under cross examination, it was determined that Mr.
Clifford had received his Acting Unit Chief position as a result of another
arbijtration award in which he and others were deemed to be qualified for the

. Unit Chief position. .

" Laurie Harder’s Testimony

The Supeﬁnten-dent for Region 3, of which Logan Lake is a part, Laurie

. Harder testified as to the Idﬁguage in the Circular and the ¢hanges bolded



previously in this award. In his view, the insertion of the word “reasonably” to
describe “familiar” “raised the bar” in the appointrment process. It was Mr.
Harder's Understanding'that the employee has to do more than obsérve the
Unit Ch’ief duties — the emplpyee has to undeérstand the 'poliéies and perform:
‘the duties. Mr, Harder described the appointment process as typically being
done on é seniority basis, but that the enlployée miist have familiarizéd himself

or herself with the Acting Unit Chief duties before assuming the acting role.

Mr. Harder further testified that, 'for exan';ple, normally if a Unit Chief is
soing on holidays, the Unit Chief would approach the senior employee and if
this §ei1ior employee was interegted 1n acting 1n the Umt C‘hief role, then the
| twor ofg them vs;ould establish a'tra.i.tlling‘ plan to enable fh(; seniror employee tc-)r
pefforﬁl'the acting dﬁtiés. In the case of Ms. Pefrault’s agsénée ,-& However, \
?the_rﬁ: was no ti_ﬁié for that a#proa@h Bet;auSE the eibsie_nce-was 36 ﬁnexpécitéc@.
Mr. Harder initially expected Ms. Perrault to return in June so he appointed
Ute Patterson since she was familiar with the job and Michael Daley was not.
At the time of Ms. Perrault’s absence, Mr. Harder said he had discussed this
briefly with Ms. Perrault to find out WhD h_a_d been oriented into the job. He
‘was informed by Ms. Perrault at that time and on previous oc¢casions that Mr.
Daley had niot expressed interest injthe job and only observed Perrauit

ﬁEIfbrmitlg her duties once.



When he was asked why he had not requested Ute Patterson, the Acting
Unit Chief, to train Mr. Daley when it was discovered that Perrault’s absence
would be prolonged, Mr. Harder testified that it was not Company practu:e o
A have an Acting Unit Chief traun an employee; that it Would have been too

disruptive to the operation of the station.

Finally Mr. Harder testified that Mr. Daley on_ly expressed an interest in
the acting position in the spr_'ing of 12000, six months“in‘to Per;ault’s 'absence.
He etated that aithough he did not totally agree with Ms. Perrault’s six month
| estimation for the familiarization period, he believed it should be longer than
one, fourwhour session which is the time Mr Daley had observed the Umt

‘Chzei’s dutles Consequently, Mr Harder dld not approach Mr Daley for the .

H acttng posﬂuon

POSITIONS OF THE PARTIES

The Union argues that the Employer has ﬁolated Article 22.03 of the
Collective Agreement and its accompanying Circular (#15:98) by choosing the
junior employee, Ute Patterson over the grlevo:r Mlchael Daley: Mr. Daley was
niot'only senior, but he was reasonably famﬂlar” with the Unit Chief's duties.

Being “reasonably familiar” is the sole prerequisite for the job.

There is no training required.- The onl’fy requiremerit'is that the candidate

be senior, be interested in the-'positioh, and be “reasonably familiar” with the



Unit Chief responsibilities. The Union argues the grievor possesses all of these
requirements. He is senior; expressed an interest in the position on a number
of occasions; and he would have been reasonably familiar with policies,

procedures and station regulations by working out.of that particular station.

The Union explained its reasoning behind not c_:alling the grievor to testify
in these proceedings. In the Union’s view, the onus rests with the Employer to
_ensure itself on an objective basis that thefgrievor' is not familiar with the job.
The Erﬁployer did not do se in' November, 1999 at the beginning of the Perrault
absence, and therefore should not be allowed to test the grievor now.
. . At no tlme dld the Employer approach Mr Daley to ﬁnd out‘1f he was
famlhar with the Job Accordmg fo the Umon this is in dlrect contrast wzth
' provincial pr‘actica where the most S{_enlor-employee 1;5, approac;hed a:ld, if
interested, gets the acting_-position. If there is training involved in other areas, |
the employees learn on the job while dcting in the Unit Chief capacity. If there
. was a different procedure followed in Logan Lake then the Joint Labour
Ma,nagement Committee would -h_ave been informed. The committee was not

contacted.

" The Union contends on the _plélin meaning of the language in the

. Circular, the grievor should be awarded the missed compensation.
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The Employer argues that the grievor showed no interest in the Unit
Chief position. The Employer concentrated on Ms. Perrault’s evidence that the

grievor “looked over her shoulder” only once on September 25, 2000 to observe

her responsibilities.

According to the Employer, the phrase “reasonably familiar” taken from
the Circular must be put into context. It agrees Witﬁ the Union thét there is no
formal training but familiarization requires more than a one time review of the
Unit Chief’s payroll duties. The Employer takes the position that the grievor

rarely attended at the station, so how could he be familiar with the necessary

administrative responsibilities.

The Employer argues that it is not its OI‘J.U.S to provc that the grievor d1d
not have the necessary famlllarlzafnon Wlth the acting dutles Conversely, the
onus is on the Union to prove that the grievor posséssed that familiarization.

The Union has failed in that regard, submits the Employer.

As to Mr. Daley’s interest in the job, the Employer submits that Mr.
Daley only expresséd-interés’t 7in_--the ‘spring of '-2000, but showed very little
interest prior to Ms. .Rgrrault’s absence. When Ms.. Perrault became
u’nexpectedl}'r i, thé Empldyer‘ neédéd sqmeone rt'réjned, s0 fhe natural"?

candidate was Ute Patterson who was fully trainied.
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The Circular is not part of the Collective Agreement and is, therefore,
directive, not mandatory. Consequently, the Employer argues that it has
followed the intent of the Circular. The grievance should be denied. To do
otherwise would mean to ignore the rights of the junior employees who have

shown Initiative to learn the Unit Chief duties.

- DECISION

I begin my analysis by agreeing with the Union that I should look to the
plain meaning of the language found in Article 22.03 of the Collective
Agreement and Circular 15:98 which addresses how appointments are to be
made to the Actlng Umt Chief posmon | Artlcle 22.03is not partlcularly helpful

"in this regard smce it ma.lnly addresses payment for ﬂ1e appomtment The.
‘ Art1cle 81mp1y refers to the Employer “duly appomting” It is the Circular that .

‘speaks to hew'empleyees are “duly appointed”.

The testimony regarding the history of the Circular and its changes is not
particularly helpful to my deliberations. The main shift appears to be from a
ﬂ:cus on “fair and eqpitable” in the earlier Circular to one of “seniority” in
Circular 15:98:._ I -d'o not accept the Employer’s. afgument that the insertion of
‘the phrase “reaso‘né._bly familiar” i1_'1 the later Circular has raised the standard:
inthe appointnient'process and the neeessary famiiliarization contained within

that process.
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As I read the language in Circular 15:98 there are three key elements in
the appointment process to acting roles. The three key elements are seniority,
interest and familiarization. Service seniority within the station is obviously a
key element, but it is not the only criterion. Point #2 of the Circular obviously

has some meaning and should be read together with point #1.

The two criteria found in the second point of the Circular are: interest
{i.e., the senior employee has to be interested 1n filling an Acting Unit Chief
position} and familiarization. Familiarization is broken down into two parts.
7 -The successiul candidate has to be “reasonably fémﬂi.ar” with policies,
procedures and lpcal station regulations; and also has to be familiar with the
Unft‘ Chief r.espOnsibillities. Further, the latter félﬁiliafizaﬁon haé to take pi-acér ,

on the employee’s own time.

Having defined the three criteria from & plain reading of the Circular
language, I now turn to a review of the grievor’s suitability for the appointment.
Certainly Mr. Daley is the senior candidate, but he has not expressed much

" interest in the position. I ac;cept Mr. Harder’s evidence that, prior to Ms.

. Perrault’s absence, Mr. Daley did not express any interest in the acting role. .-

Ms. Perrault testified that _she often offered the opportunity to observe the

administrativé portion of her job but Mr. Da’lléy"did not take her up on her offer.
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Even if Mr. Daley was waiting for the “nermal practice” of being
approached as the senior employee so that the Employer could discover his
interest, and discover he was “reasonably familiar” with policies and
procedures, as well as posted local station regulations, there is far more to the
job. There are the administrative duties such as payroll, scheduling, month
end reports, hiring procedures etc. If I were to accept tﬁe Union’s argument,
the normal practice would be for the senior employee to be approached,
demonstrate interest, be reasonably familiar with policies and procedures and

learn the rest of the duties on the job. But that would be to ignore the second

sentence of point #2 of Circular 15.98.

: The ,,second.sentegce of point #2 in. Cir(;ular'15:|9_;8_,reads: “Emplovees
will be expekcted fo Eeco_me familiar W1th the resp.olnsibﬂitiesrof a unitrc.];'ﬁef- oﬁ
-their own time.” The sei;t;eﬁce dbeé nét' s'ay"‘_v;rl‘?i.le perfo;-ming the dﬁties of the:
unit chief’. The phrase “on their own time” suggests that this portion of the

familiarization takes place before assuming the position, not during.

Having said that, I‘a_c:c'e'pt there are many aspects of the job which are
learned on the job, just as both Ms. Perraudt and Mr. Clifford testified.
Familiarization with a jeb is not the same as fully knowing a job over a givén

" length of time or bgéing fully trained on a job.
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The question of a reasonable length of time for familiarization has been
raised in this hearing. While there is no clear agreement on the amount of time
necessary to render one “familiarized” with a position, it is clearly more than

the one, four-hour observation of the administrative duties in which Mr. Daley

engaged.

Point #2 of Circular 15:98 is about initiative. If an employee is senior
and is interested in the Acting Unit Chief position, he or she should take steps
to become familiar not only with poliqies, procedures and regulations, but with
the adminis‘u*atiIVe duties performéd by the Unit Chief. I find on the evidence

that Mr. Daley did not make sufficient attempts to do this.

The;e mépy be some credénce to the U.n'i‘on"s ciaim that=sen_iof.er"nployee-s 7‘
are &péroaehed in éuch a simaﬁoﬁ. I nofe that the onus shifted from t}.lel |
earlier Circular which stated that “interested employees should ad;rise their
unit chief’, to the elimination of that sentence in Circular 15:98. The Employer

should bear this change in mind in the event of a future absence or vacancy.

Nonetheless, in summary, in the particular circumstances of this case,
although Mr. Daley had the seniority, and may -have had the interest, he did
not possess familiarization in tlic“adr'nini'strativé duties and had never taken

appropriate steps to-acquire such familiarization on his own time.
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in the result, the grievance is denied.

Dated at the City of Vancouver in the Province of British Columbia this

31t day of October, 2002.

Vincent L. Ready




IN THE MATTER OF AN ARBITRATION
BETWEEN

EMERGENCY HEALTH SERVICES COMMISSION
(The Employer)

AND

CANADIAN UNION OF PUBLIC EMPLOYEES,
LOCAL 873
(The Union)

Policy Grievance #030204-P

Arbitrator: , Ronald S. Keras
Counsel for the Employer: Mr. W. Baird Blackstone
Counsel for the Union: " Mr. Troy Clifford
Hearing: ‘ December 11, 2003

Published: December 18, 2003



The parties agreed that the Arbitration Board was properly constituted with

the jurisdiction to hear and decide the matter in dispute.

The Union’s policy grievance concerned the Employer’s application of
Article i3.01(a)(i) and F3.03(a) of the Collective Agreement. The
Arbitration Board assisted the parties in reaching the following consent

award which constitutes full and final settlement of the grivance:

Consent Award with Respect to Grievance #030204-P (Applicant
Lists) ' :

The parties a,greé that the following process pursuant to Article 13.01
(a) [i] and Schedule F 3.03(a) will apply for the duration of the 12
Agreement. i

(1) Employees who submit written application for job postings and/or
training opportunities pursuant to Article 13 and Schedule F3.03 shall
have their application considered by the Employer.

(2) At the time a posting closes, the Employer will publish a list of
applicants including at minimum all applicants who are eligible for
lateral transfer. :

(3) If the applicant list is not a complete list, a statement will be included
to advise employees that in the event it becomes necessary to consider
another group of applicants, a revised Applicant List will be issued.

(4) The Employer in its postings will provide the actual number of
vacancies it intends to fill, subject to bora fide operational
requirements.

Dated this 11% of December, 2003.

Signed



For the Union For the Employer
(Troy Clifford) (W. Baird Blackstone )

The Arbitration Board will retain jurisdiction in the event of implementation

or application difficulties.
All of which is so ordered.
I thank the parties for their efforts in resolving the grievance.

Dated at Vancouver British Columbia this 18™ Day of December 2003.

Ronald S. Keras
Arbitrator .

File 382



Hiltz, Karen EHSC:EX

From: Dave Deines [davedeines@me.com]

Sent: Thursday, March 7, 2013 2:58 PM

To: Fisher, Les M. EHSC:EX; Michatko, Mike EHSC:EX

Ce: Bronwyn Barter; Sherman Hillier {private), Tom Manz; Cam Eby (private); John
Strohmaier

Subject: Burns Lake APV LOA

Attachments: Burns Lake APV LOA pdf

Hi Les, please find attached a signed copy of the Burns Lake APV LOA. Please sign off and
send an electronic copy to myself.

The YUnion would like to propose that we have a joint announcement and press release on
this. As such, would you please contact Bronwyn to set up.

In addition, I am sure NHA would like to do some sort of release as well.

Thank you both for working with us to accomplish this integration project.

Sincerely,

Dave Deines
Provincial Vice President
Ambulance Paramedics & Emergency Dispatchers of BC CUPE tocal 873




Letter of Agreement

Burns Lake Ambulatory Patient Transfer Unit

The BC Ambulance Service (BCAS) plans to institute a low acuity Ambulatory
Patient Transfer Vehicle {APV) with wheelchair capabilities.

The employer and union agree that this initiative will provide stable work
opportunities and both parties support the project.

In view of the above, the parties agree to the following:

A)

B)

€)

D)

The employer will post and fill three (3) full - time, regular
scheduled, Transfer Fleet positions at the Burns Lake Postin

~accordance with Article 13,

The minimum qualification required for these positions is EMR.

The rate of pay for these full time employees shall be EMA 1/EMR
per the Collective Agreement including all relevant adds to pay.

Unless specifically altered by this LOA, all provisions of the
collective agreement and associated agreements remain in place

The parties agree to create a new shift pattern under article
A1.01{f). The shift pattern for the incumbents will be an “X-Ray” on
a modified 35 hour work week balanced over three weeks. The
purposed schedule is noted below based on a 10.5 hour paid
workday. Vacant shifts will be covered by part time members on a
16.5 hour spareboard as per {f) and (g) below. It is understood that
this shift pattern is specific to this agreement and is without
precedent and prejudice to the parties understanding of article
A1.01, This X-Ray shift is an adjusted Delta pattern with extended
work days.

The employee’s will be scheduled for 11 hours days and entitled to a
one half (.5) hour unpaid meal break each shift. This will resultin
the employee’s being compensated for ten and one half (10.5) hours
each workday, averaging to a 35 hour workweek over a three week
cycle, 105 hours over a three week period.




G) If the employee’s are un%ble to receive the above captioned meal
break for operational reasons, and/or the shift lasts longer then
10.5 hours, the normal overtime provisions will apply.

H) The employees will be considered on the 35 hour per week delta
pattern and holidays will be based on delta pattern prorated for the
modified schedule and 10.5 hour shifts. The parties agree that
article 18.01 (c) applies to this shift pattern.

I} The employer will provide all necessary training and orientation.

N The parties will address any operational concerns or changes
through PJLMC as per article 8.05

Purposed shift pattern:

 ‘MonTue WedThu Fii_Set 'Sun lMﬁn:fﬂe WedThy ‘Fri_Sat ‘Sun

L;qin_g ‘Wed Thu Fri Sst_Sun Total Cyce

12

Dated for reference:

| &%,% ;% PR 173

Dafy 21 21 21 21 2

Les Fisher, CO0

For the Employer

FT1 |105{105| 105 10.8| 105} 165 1 105{ 105 105
10.5{ 105] 10, 105{ 105]  |ios[108 105|105} 105
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2o oA 8 21 20 24 . 2

For the Union

_ﬁ&%@& wrEcH /13
Bronwyn Barter, President




CUPE LOCAL 873

UNIT 2270, 21331 GORDON WAY, RICHMOND, B.C. V6W 1J9
TEL: (604) 273-5722 TOLL FREE: 1 (866) 273-5766
FAX: (604) 273-5762 TOLL FREE FAX: 1 (866) 273-5762
E-MAIL: apbc@shaw.ca

May 20, 2004

Mr. David Morhart
Chief Executive Officer
BC Ambulance Service
- P. O Box 9600, Stn. Prov. Govt
5% F1., 712 Yates Street
. Victoria, BC V8W 9P1

Attention: Tony Arimare — Director; Human Resources and Labour Relations -

Dear Sir:

Re: Call Taker Only Matters (CTQ)
(Grievances #0003167P. #020624-P, #030127-P & #030717-3)

Thank you for your correspondence dated May 11, 2004 with respect to the above
mentioned files. The letter accurately reflects the Union’s undcrstandmg of the issues and -
resolve.

Based on the terms outlined in the employer’s May 11, 2004 correspondence including
the attached MOU and job description, the Union con51ders Grievances #000316-P,
#020624-P and #030127-P as resolved.

With respect to Grievance #030717-3 (Jason Platteel), the Union awaits advisement on
financial compensation and fulfillment of thé agreed resolve to conclude the file. Upon
advisement and fulfillment of the resolve, the Union will consider Gnevance #030717-3
as resolved and will withdraw the grievance accordingly.

Enclosed yoﬁ will find a signed copy of the agreement, please complete and return a
completed document attention the undersigned.

.2/

o)
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The Umon would like to thank the employer’s various representatlves who asswted w1th
bringing the Call Taker matters to closure.

Sincerel

CZ’

g Troy Chfford
. “Provincial V103=-Pres1dent

CUPE873

Leer ;-Bronwyn Barter Provincial: V1ce—Pres1dent B

Provincial Executwe Board
John Horsfield, CUPE 873
Fred Platteel

Sandra Noel

Jason Platteel - - -
Grievance F ﬂes

TC/rmn
opeiu 15
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May 11,2004 | . DELIVERED BY HAND
Mr. Tom Manz , : Cliff: 491162
Provincial Secretary Treasurer _ Wlthout Prejudice or Precedent

Ambulance Paramedics of BC
CUPE Local 873

Unit 2270 - 21331 Gordon Way
Richmond, BC V6W 1J9

Attention: Troy Clifford, Provincial 2™ Vice-President

Dear Mr. Clifford:

RE: Call Taker Only Matters
Grievances #000316-P, #020624-P, #030127-P & #030717-3

| am responding to your letter of March 19, 2004 to David Morhart and apologize for
delay in response. | wanted to take the opportumty to review your request with
BCAS operations before responding.

We have reviewed your point regarding item (iii). We agree tc amend this sectiento -
state “Call Takers must have completed Call Taker training and be sighed off to be
considered for a dispatch position.” 1t is recognized that a new dispatcher will
‘commence probation in accordance with Article 11.09 and A2.01.

~In addition, we have attached a copy of the job description drawn up by the B.C.
Ambulance Service.

We trust this amendment concludes all matters arising from the above-n.dted
grievances.

I am enclosing the MOU, which includes the amendments as per above for your
signature.

- Yours truly,
: \ ‘ ““—"C. <D . ¢

Tony Arimare
Director, Human Resources & Labour Relations

Enclosures -

pc:  David Morhart, Chief Executive Officer
BCAS Human Resources & Labour Relations
Fred Platteel, Director, Regional Operations

Ministry of British Columbia Human Resources/
Health Services Ambulance Service Labour Relations
1202 - 601 West Broadway
Vancouver, BC V5Z 4C2
Telephone: (604) 660-6008
Facsimite: (604) 660-3280



MEMORANDUM OF UNDERSTANDING

Re: Call Taker Selection Issues

The parties have agreed to the following selection process:

(i) Full-time Call Takers will be selected following the criteria outlined under Article
13.04(a), using the prerequisites outhned in the job descnptlon (see attached)
~ and following the order below:

Full-time qualified Dispatcher or qualified Call Taker by seniority.

Part-time qualified Dispatcher or qualified Call Taker by earliest date of hire.
Full-time unqualified applicants compete under Article 13.04. :
Part-time unqualified applicants compete under Article 13.04. (part-time
employees get no service credit.)

P~

- (i) Full-time Dispatchers are selected under Article 13.04(a). Call Takers are -
included in the selection under #3 and #4 below.

1. Full-time qualified Dispatcher by seniority.
2. Part-time qualified Dispatcher.
3. Fulltime unqualified applicants compete under Article 13 04.
=uds  Part-time unqualified applicants compete under-Articie 13.04. (part-time -
employees get no service credit.)

(i)  Call Takers must have com'pieted_ Call Taker training and be signed off to be
’ considered for a Dispatch position. It is recognized that a new dispatcher will
commence probation in accordance with Article 11.09 and A2.01.

(iv)  Article 13.04(b) will be apphed to the initial appointments to a Dispatch position —
either a Call Taker, Dispatcher or a combination of both positions within a
Dispatch Centre.

(v)  Article A1.02(k) and F8.01(f) will be applied when a crew member transfer to a
Call Taker or Dispatch position. ~

This Memorandum wm expire on the same date as the expiry of the 12™ Agreement.

T — 2 = %@%

BC Ambuighce Serwce CU?’E/Local
Ma, g/, 2007, Nlay 12,200+

Date{_7 Date ¥




Emergency Medical Call-Taker

Duties and Responsibilities:

Reporting to the Charge Dispatcher the E,nﬁerge»ncy Medical Call-Taker will:

1. Work as team member and portray professional attitudes in the
performance of duties.

d)

o

f)

Respond to calls and/or perform Transfer Service Duties by:

answering all calls promptly and professionally;

assessing each call using AMPDS protocol in compliance with
current guidelines and regulations;

| completing the dispatch élip/CAD computerized ticket in a legible

and timely manner, recording all required information.

referring calls to Radio Dispatcher as required.

'prov‘iding Pre Arrival Instructions (PAl) and Post'Diépatch

Instructions (PDI) consistent with current guidelines and

tegulations.

interacting with ambulance crews and hospitals in telephone

- conversations, providing information within their area of knowledge

and referral to the Radio Dispatcher or Charge Dispatcher as

~appropnate

notifying other emergency agencies in accordance with established
policies and guidelines.

reviewing the daily log book and memo book at the beginning of
each shift and, during the shift, recording any complaints or
problems in the daily log book and reporting to Charge Dispatcher
or Designate. '

notifying the Charge EMD about issues, updates or unusual events
in a timely manner.

Assist Radio Dispaicher in the execution of the Disaster Pién/MCL



Compensation:

Base | Year1l Year2 | Year3
Aprl 2002 | $21.99 52353 | $25.18 $26.94
Apri2003 | $22.69 | $24.28 $5598 | $27.80

Training:

Training for the Call-Taker will incorporate: a two-week classroom program,
which includes Advanced Medical Priority Dispatch (AMPDS) protocol and other
specialized training; a practicum placement within an Operational Emergency
Medical Dispatch (EMD) Center with subsequent sign off by an authorized
Preceptor. - ' ‘

Prerequisites:

High school graduation or equivalent; valid Occupational First-Aid level 3; valid
Infant CPR Level C; computer keyboard experience with minimum keyboard
speed of 40 w.p.m. Related experience in a Windows environment preferred.
Audiogram showing hearing ability within normal ranges (with or without hearing
aid) required. Acceptable vision (colour perception) required. Must successfully
complete specific dispatch area geographic requirements. Successful
completion of AMPDS training preferred.



LETTER OF AGREEMENT
CRITICAL CARE PARAMEDIC SELECTION

Between:
BRITISH COLUMBIA AMBULANCE SERVICE
(“BCAS”)
And:
AMBULANCE PARAMEDICS OF BRITISH COLUMBIA C.U.P.E. LOCAL 873
(“APBC”)

PREAMBLE:

In the 2004 Memorandum of Understanding the Employer introduced a new
classification of Employee, Critical Care Paramedic (CCP).

The parties wish to create an agreement regarding training selection criteria for
Critical Care Paramedics.

The Parties agree as follows:
Minimum requirements for CCP training shall be:

e Be abargaining unit employee

e Current BC Advanced Care Paramedic License at the closing of the posting
e Post probationary ACP employee
e Willing and medically fit to fly

e Satisfactory work record.

The selection process will be as follows:

1. All qualified applicants will be invited to participate in an assessment to
measure skills and abilities.

2. A short list of applicants with the highest scores will be selected to
participate in the written assessment to measure knowledge. The short list
will consist of a minimum of the number of vacancies plus at least 30%.

3. The threshold pass mark on the written assessment will be 75%. There will
be a reasonable study period allowed.



4. The final list of trainees will be determined by seniority.

5. The list of qualified applicants from the location specific Employment
Bulletin will remain active for 90 days in case of subsequent training
vacancies due to candidate withdrawal prior to the start of the program.

6. Upon commencement of training, the employees will be transferred to
Irregularly Scheduled CCP training positions and will be assigned shifts when
not actively involved in training.

7. Employees who fail to successfully complete the CCP training program or are
unsuccessful during probation in accordance with article 11.09 will be
appointed to the appropriate Paramedic vacancy and be prohibited from
applying for future CCP training for a period of three years.

Dated for reference: April 10th, 2013

Les Fisher, COO Bronwyn Barter, President

BCAS APBC
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* FAMILY LAW COUNSEL

By Email

January 29, 2014

Mr. John Strohmaier

National Representative

Canadian Union of Public Employees
jstrohmaier@shaw.ca

McMillan LLP

1500 — 1055 W. Georgia St.
PO Box 11117

Vancouver, B.C.

V6E 4N7

Attention: Mr. David Mclnnes

Dear Sir/Madam:

Re: Emergency and Health Services Commission —and- Ambulance
Paramedics of British Columbia — CUPE Local 873
(Critical care paramedic job reclassification)
(Section 86 — Case No. 65817/13T)

Please find enclosed the Consent Award, which | have signed.
Thank you very much for your assistance throughout. T

Yours very truly,

KFN:cs
Encl.

GEORGE GORDON* . PAUL M. DAYKIN Q.C.¥ - COUNSEL: KAREN F. NORDLINGER Q.c.” - COUNSEL: I.J. AARON Q.C. (RETIRED)

STACEY S. SILBER -+ ANNE DEMEULEMEESTER - ANNIE C. KADERLY . AMY L. CHAPMAN-FLUKER . ELI C. WALKER - CLARA A.K.RICHARDSON
*A LAW CORPORATION




IN THE MATTER OF THE LABOUR RELATIONS CODE, RSBC c. 244

and

IN THE MATTER OF AN ARBITRATION

BETWEEN:
BRITISH COLUMBIA EMERGENCY HEALTH SERVICES
(BC AMBULANCE SERVICE)
(EMPLOYER)
AND:
AMBULANCE PARAMEDICS OF BRITISH COLUMBIA
CANADIAN UNION OF PUBLIC EMPLOYEES LOCAL 873
(UNION)
Re: Critical Care Paramedic Job Classification Dispute
CONSENT AWARD
WHEREAS:
1. The Union filed a grievance (the “Grievance™) dated April 24, 2013 which

asserted that the Employer “... has reclassified the Critical Care Paramedic (CCP) when they

introduced a change to the formerly Air Evac endorsed Advanced Care Paramedic (ACP)”.

2, The Grievance was referred by the Employer and the Union to arbitrator Karen
Nordlinger, Q.C. for a determination as to whether, in respect of employees working designated
Critical Care Paramedic (CCP) shifts and who arc licensed under the Emergency Medical
Assistants Regulation (the “EMA Regulation™) to the Critical Care Paramedic (CCP) category of
licence, there has been a change, or succession of changes, in job content that has materially
altered the Critical Care Paramedic job classification in relation to the rate of pay for that

classification.

LEGAL_21809178.4
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3. Article 23(c) and (d) of the collective agreement in force between the Employer

and the Union provides as follows:

) Should the Union assert that the change in content or succession of
changes in content materially alters the job classification in relation to the rate of
pay for the classification, it may so advise the Employer within 45 days of
receiving notice pursuant to (b) above,

(d) If the parties are unable to agree on the rate of pay for the altered job
classification or new classification, the Union may refer the matter within 30
days to a mutually agreed arbitrator who will determine the appropriate rate of

pay.
4, The Grievance proceeded to arbitration before the arbitrator on January 20 to 22,
2014.
5. The collective agreement in force between the parties includes a Memorandum of

Agreement dated September 11, 2004 (the “2004 MOA”). In the 2004 MOA, the parties

provided for a new employee classification in Article 3.3 which provides as follows:

3.3. New Classification

3.3.1. For the term of this Memorandum, the patties have agreed to create the
new classification of Critical Care Paramedic (CCP). This classification shall
include Critical Care Transport paramedics, Infant Transport Team paramedics,
and Air Evacuation paramedics,

3.3.2. Effective the date of ratification, wages for employees qualified as
Critical Care Transport, Infant Transport Teams and Air Evacuation positions
will be paid a premium of $1.50 per hour for shifis assigned in that capacity.

6. In 2011, the Emergency Medical Assistants Licensing Board, pursuant to the
EMA Regulation, began to issue licences in the Critical Care Paramedic (CCP) category of
licence under Section 8(1)(e) of the EMA Regulation.

7. The work which is performed by employees licensed to the Critical Care
Paramedic (CCP) category of licence was previously performed by Advanced Care Paramedic
(ACP) licensed employees who had been issued an endorsement by the Emergency Medical
Assistants Licensing Board undér Section 4 of Schedule 2 of the EMA Regulation (such
employees referred to in Section 3.3 of the- 2004 MOA as “Critical Care Transport paramedics”

and “Air Evacuation paramedics”).

LEGAL_21809178.4
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8. The evidence presented during the arbitration proceeding established that under
Article 23 of the collective agreement that there had been a substantive change in job content
which materially altered the job classification of Critical Care Paramedic (CCP) paramedics who
were licensed to the Critical Care Paramedic (CCP) category of licence under the EMA

Regulation,

NOW THEREFORE, BY CONSENT, and pursuant to the Labour Relations Code and the
collective agreement in force between the Employer and the Union, I HEREBY ORDER as

follows:

9. The Employer will, commencing the date of this Consent Award, pay to
employees who are licensed to the Critical Care Paramedic (CCP) category of licence under the
EMA Regulation, a premium of $4.25 per hour for work performed on designated Critical Care

Paramedic shifis.

10, The premium of $4.25 per hour referred to in paragraph 9 immediately above is in
addition to the existing premium of $1.50 per hour provided for under Section 3.3.2 of the 2004
MOA, which will continue to be paid to Critical Care Paramedics (CCP) for assigned Critical

Care Paramedic shifis.

11. The Employer will pay, retroactively, the $4.25 per hour premium to employees
who were licensed to the Critical Care Paramedic (CCP) category of licence for all designated
Critical Care Paramedic shifts worked by such employees from April 1, 2013 to the date of this

Consent Award.

12. The $4.25 per hour premium provided for in paragraph 9 above will only be paid
to employees who are licensed to the Critical Care Paramedic (CCP) category of licence under
the EMA Regulation for work performed on designated Critical Care Paramedic shifts.
However, employees who hold a licence issued by the Emergency Medical Assistants Licensing
Board in the Infant Transport Team category of licence will continue to receive the $1.50 per
hour premium provided for in Article 3.3.2 of the 2004 MOA for all designated Infant Transport
Team shifts.

LEGAL_21809178.4
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13. In consideration of the compensation provisions provided for in paragraphs 9, 10

and 11 above, the Union and the Employer agree that the Grievance is resolved.

14. Except as necessary to enforce the provisions of this Consent Award, the Union
and the bargaining unit employees represented by the Union will have no other or outstanding
claims of any kind against the Employer, and no grievances will be filed or further claims
advanced by the Union on behalf of any employees against the Employer in respect of the

matters atising in and pertaining to the Grievance.

15. The settlement incorporated into this Consent Award is without precedent and
without prejudice to any other matter or circumstances at any time in the future pertaining to or

involving the Employer or the Union, other than with respect to the Grievance.

16. : Arbitrator Karen Nordlinger, Q.C. will retain jurisdiction to address any issues

which may arise concerning this Consent Award and the Grievance.

Dated at Vancouver, British Columbia thispg f day of January, 2014.

KmenNondlmgel QC C)

Arbitrator

BRITISH COLUMBIA EMERGENCY
HEALTH SERVICES

Per: VMMJ

AMBULANCE PARAMEDICS OF BRITISH
COLUMBIA CUPE LOCAL 873

/%

Authorized Signatory

LEGAL_21809178.4




MEMORANDUM OF AGREEMENT
Between
Health Employers’ Association of BC (HEABC)
And

Facilities Bargaining Association (FBA)
Re: Resolution of Issues Regarding Implementation of the Community Paramedic Position

Whereas:

a} During 2014 negotiations between HEABC and the FBA of the Health Services &
Support Facilities Subsector Collective Agreement, BCEHS (the “Employer”)
provided notice to CUPE 873 (the “Union”) of its intention to create one or more
new Community Paramedic classifications; and

b) The parties committed to further discussion to address any necessary amendments
to the 2014-2019 BCEHS/CUPE 873 Addendum (the “Addendum”) to create the
new classification.

Therefore, the parties agree as follows:

. The newly created classification of ‘Community Paramedic’ shall be based on a minimum of the
Primary Care Paramedic (“PCP") - IV license level.

2. The Community Paramedic classification shall be paid the applicable full-time paramedic wage
rate, including any applicable shift differential and / or adds to pay.

3. Until such time as the initial 80 FTEs are implemented, employees who are licenced as PCP-IV,
or greater, shall be deemed qualified for Community Paramedic positions. The Employer will
identify the required license level for any given Community Paramedic position at the time of

posting.

Selection for Community Paramedic positions shall be determined based on the criteria and
selection process established under the 2014-2019 Addendum, as outlined in the Community
Paramedicine language 5(a) and 5(b)(i}-(vi). Employees occupying Community Paramedic
positions shall be deemed qualified and suitable, for the selection process as outlined in 5(b).
Such employees, on application, shall be appointed to vacancies on the basis of service seniority
or date of hire, in the order defined in 5(b){i)~(iv).




A current part-time employee who successfully bids into a regular part-time Community
Paramedic position {(as per the 2014-201% Appendix) will accrue seniority on an hourly basis.
For the purposes of bidding into a full-time position, an employee will use his/her original Date
of Hire. Seniority accrued while working in a regular part-time Community Paramedic position
will be credited once the employee has successfully bid into a full-time position. Part-time
employees who successfully bid into a regular part-time Community Paramedic position will no
longer be subject to Article F3.01{a) of the Addendum.

Full-time employees who successfulty bid into a regular part-time Community Paramedic
position will maintain their existing seniority and build upon it hourly.

Where the parties agree to a different seniority accrual method for part-time employees
following the implementation of this MOA, that agreement shall prevail and this term will be of
no force and effect.

Regular part-time Community Paramedic positions will be regularly scheduled work. The
Employer will define the working days and applicable shift pattern at time of posting. At no time
will regular part-time Community Paramedic positions be scheduled in an ‘irregular employee’
fashion.

Regular full-time, regular part-time, or on-call standby part-time employees who relocate to a
community as per (b)(iv) and (v} of the Community Paramedicine language outlined in the
Appendix will be reimbursed by the Employer for reasonable relocation expenses pursuant to
Article 13.06(b) of the Addendum.

As agreed between the parties in the Memorandum of Agreement Re: Regular Part-time
Employees — Community Paramedicine Program, until March 31, 2016, regular part-time
employees shall be eligible for health and welfare benefits defined in the Appendix on the same
basis as regular part-time employees' under the Facilities Collective Agreement except that
regular part time employees must occupy a position of 0.5 FTE or greater to be eligible for Long
Term Disability Benefits. HEABC and the FBA will meet to discuss continued benefit eligibility
for regular part-time employees within a Community Paramedic position prior to March 31,
2016. It is also understood that if the parties are unable to agree on a modification to benefit
eligibility, then the eligibility criteria defined in Article (6) of the 2014-201% Addendum shali
continue until the parties reach agreement on any changes.

Employees who post into a Community Paramedic position shall serve a probationary period as
per Article 11.08 of the Addendum. An employee who fails a probationary period will be
returned to a suitable paramedic vacancy in their previous post.



9. Excluded employees shall be considered as external applicants for any Community Paramedic
postings,

10. Effective the date of signing of this MOA, the Employer and the Union shall meet every six
months, or as otherwise agreed, to review the status of the implementation of the Community
Paramedicine program, scope, roles and responsibilities and job classification of the Community
Paramedic position.

In the event that either party disagrees on the roles and responsibilities of the Community
Paramedic position being encompassed within the roles and responsibilities of the existing
classification, or believes there is a change in content that materially alters the job classification
in relation to the rate of pay for the existing classification, then the matter will be referred to a
binding arbitration process, before Arbitrator Vincent Ready, within 45 days. Such referral to
arbitration will not occur before March 31, 2017, In the event that a higher wage rate is
awarded based on the initial Community Paramedic classification(s), the increase shall be applied
retroactively to the first date worked in the Community Paramedic role. If it is determined that
a change in content materially altered the job classification, wages shall be retroactive to the
date when the alleged changes were impiemented.

Signed this 10 day of November, 2015.

-yl
Adrienne Hbol, on behalf of HEABC Jennifer Whiteside, on behalf of FBA




Ambulance Paramedics

of British Columbia - CUPE 873
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Tel: 604-273-5722 | Fax: 604-273-5762 | Toll Free: 1-866-273-5766 | Toll Free Fax: 1-866-273-5762 |
105 - 21900 Westminster Hwy., Richmond, BC V6V 0A8
info@apbc.ca | www.apbc.ca

July 17, 2017

Ms. Barb Fitzsimmons

Chief Operating Officer

BC Emergency Health Services
P.O. Box 9600, Stn. Prov. Govt.
Block C, 2261 Keating X Road
Victoria, BC V8W 9P1

Attn: Mr. Kevin Payne, Director — Labour Relations

Dear Kevin:
Re: Community Paramedic Three-year Lock-in

The Union is in receipt of the Employer’s letter dated July 6, 2017 which arises out of the collaboration
between the Ambulance Paramedics of BC, and BC Emergency Health Services Commission.

The following conditions will apply to the Community Paramedic 3-year lock-in:

1. The "lock in" period referred to in the 2014-2019 Addendum Community Paramedicine Language
article (b)(iv) and (v) and Implementation MOA will be considered for relocation expenses only.

2. Based on this application, employees will be eligible to change locations, per the 2014-2019
Addendum language, but will not receive relocation expenses if they have previously received a paid
relocation in the 3-year lock-in period, as defined.

3. The application of this agreement will continue until the conclusion of the 2019 bargaining.

The Union accepts and agrees to the terms and conditions as per the Employer’s letter dated July 6, 2017,
with amendments made within the body of this letter, on a without prejudice basis per Article 8.05 of the
Collective Agreement.

Sincerely,

V

Jason Jackson

Provincial Recording Secretary

Ambulance Paramedics and Emergency Dispatchers of BC
CUPE Local 873

Cc: Provincial Executive Committee, APBC

JJ/sw/MoveUp
Page 1 of 1
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April 20, 2016

Mr. Cameron Eby CIliff: 1024864
Provincial Recording Secretary File: 9300-01
CUPE Local 873 Without Prejudice or Precedent

Ambulance Paramedics of BC
Unit 105 — 21900 Westminster Highway
Richmond, BC V6V 0A8

Dear Mr. Eby:

In acknowledgement that the parties have had several discussions on the selection of
Community Paramedics and that an a%jrcement in principle was reached at the meeting of
January 20, 2016; I write to confirm the selection criteria to be used in the first round of
postings for the Community Paramedic jobs.

1. A‘E}Flicants who meet the required qualifications as stated in the posting and listed
below will be asked to participate in a short on-line behavioral tool @Ehte Healthcare
Profile”) to assess suitability. This is the same tool that was previewed with the union at
the meeting of January 20, 2016.

Bargaining Unit Employee

PCPIV qualified by the closing of the posting
Class 1, 2, or 4 Drivers License

Satisfactory Work Record

2 i&crplicants who achieve a threshold pass of 60% on the assessment tool will be
scheduled to attend an oral interview. Applicants must achieve a minimum of 60%
threshold pass on the oral interview.

3. The available CP positions will be offered in descending order as stated in the
2014-2019 BCEHS/CUPE 873 Addendum, subsection (b)(i-vi) and by seniority to those
who are deemed qualified and suitable pursuant to the above noted criteria.

It is anticipated that the first round of postings will occur by the end of April. We will
confirm the exact date once finalized and will keep the union abreast of the progress in
filling these jobs.

s truly,
dr e
-%dybgﬁ

/ Executive Director, Workplace Network & Strategic Labour Relations

cc: Nancy Kotani, Executive Director, Strategic Planning & Implementation
Michelle Green, Advisor, Talent Acquisition, PHSA

BCEHS Vancouver Office » Suite 301 — 2955 Virtual Way, Vancouver BC V5M 4X6 » TEL 604-660-6897 » FAX 604-660-3280 1



LETTER OF UNDERSTANDING

The parties acknowledge the personal gost and commitment in achieving the traming
lavel of PCP or ACE

Ea)

When an employes is parlicipating and allending 3 Prmary Care Paramedic ( 1 o
an Advanced Care Paramedic (ACP) course from an approved training %,‘;emg the
following principies will apply 1o the application of F3.01

1. Employess wil repont Mzmm gaye (o the Unit Chiaf svery month at the same cut-off
date as submission of availability,

2. Each fraining day will be recognized as one shiff of avallability,
3 Employess impacled by any previous interpretation of this clause will &;};w £}
Human Resources with their training information to have their date re-adiusted. This

must be completed by August 31, 2008,

4. The Parties agree any lateral ransfer effecied to date will nol be ;»*gwa: gd by this
ag;@@mmu

This agreement dogs not impact the previcus LOU regarding F3.01 signed January
27,2005,

8. This agreemen s effective November 18, 2004,

g2
wwm f“(ﬁ})" {j@ﬁfgf’}‘*;*«w ‘“
For the Union ¥ nploysr




September 13, 2005
LETTER OF AGREEMENT
BETWEEN:

BRITISH COLUMBIA AMBULANCE SERVICE
(the *"BCAS")

AND:

AMBULANCE PARAMEDICS OF BRITISH COLUMBIA, C.U.P.E. LOCAL 873

("APBC™)

Re: PCP “DEEMED QUALIFIED” - ARTICLE F4.02(b)

PREAMBLE:

(A)

(B)

(©)

(D)

Avrticle F4.02 (b) restricts affected Part-time employees to lateral transfer until
they become ‘qualified’ to the appropriate training level, which was established
by the Parties in the MOA.

Due to unforeseen implementation issues there has been a delay in MOA 3.6.7, in
regards to training. This delay has caused the affected employees to still remain
‘unqualified’ restricting them to exercise their right to lateral transfers.

Acrticle F3.08 further restricts the affected employees in regards to scheduling. An
‘unqualified” employee doesn’t get fair and equitable access to shifts.

The Keras Settlement Award recognized the absence of training and granted those
hired under the 11" agreement as ‘deemed qualified’. MOA 3.6.9 and 3.6.10
defines qualified but makes no room for those who are forced to be ‘unqualified’
due to lack of training.

As a result of the forgoing the parties recognize the impact these Articles have caused on
the affected employees and the following principle will apply to the application of F4.02
(b) and F3.08:

a)

b)

From the date of signing of this agreement forward, those employees who are
recognized, as per the terms of the MOA, to be eligible for the PCP Training
referred to in MOA 3.6.7, will be considered ‘deemed qualified” for the purpose
of scheduling and lateral transfers.

It is understood the deemed qualified status identified in (a) above will be in place
until the individuals captured have: completed their PCP training, been deemed
unsuccessful in PCP training, or declined PCP training once. The terms of the
Keras Award continue to apply to those entitled to training under that award.
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c) Employees licensed to the EMR level, will be considered ‘deemed qualified” for
the purpose of scheduling and lateral transfers within Remote designated posts
pursuant to 4.2.7 of the MOA

d) 4.3.13 (c) of the MOA is clarified to accept applicants in the following order:

i.  EMR-qualified internal applicants who reside within the normal post
response area.
ii.  EMR-qualified external applicants who reside within the normal post
response area.
iii.  Other EMR-qualified internal applicants.
iv.  Other external applicants.

e) Subject to (d) above, employees licensed to the EMR level, will be considered
‘deemed qualified’ for the purpose of scheduling within Rural designated posts
pursuant to 4.3.13 of the MOA.

f) This agreement is without prejudice to either parties position with respect to PCP
training and employees hired after signing of the MOA.

g) This agreement is effective on the date of signing.

Dated for reference September 13, 2005.

British Columbia Ambulance Service Ambulance Paramedics of BC
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HOV 2 8 70485
November 23, 2006 SO
Mr. Tom Manz Cliff: 671898
Provincial Secretary Treasurer Without Prejudice or Precedent

Ambulance Paramedics of BC
CUPE Local 873

Unit 2270 - 21331 Gordon Way
Richmond, BC V6W 1J9

Attention: Andrew Billing

Dear Mr. Billing:

Re: Request for B List Agreement

Attached as requested is a signed copy of the “B” list Memorandum of Understandmg
pertaining to Scheduling of EMA Staff into Vancouver Dispatch.

Yours truly
>/

&Bﬂb Lennox
Regional Manager Human Resources — Lower Malnland

pc: Michael Sanderson, Executive Director, Lower Mainland
Robin Doull, Director, Vancouver Regional Communications Centre

Ministry of Health British Columbia Lower Mainland Human Resources/
Ambulance Service Labour Relations
#301 — 2955 Virtual Way
Vancouver, BC V5M 4X6
Telephone: (604) 660-6006
Facsimite: (804) 660-3280




Memorandum of Interpretation

Scheduling of EMA Staff into Vancouver Dispatch

. There remains an ongoing need to schedule EMA staff from their normal “on-car”position into

the Vancouver Dispatch in support of operational needs.

For the purposes of clarity, and to assist in managing any disputes arising from the scheduling of
these individuals into the Vancouver Dispatch, the parties agree that the following interpretation
will be placed on Schedule A, Part A1.01, as relates to scheduling and compensation for time
worked.

1.

An irregular employee shall not have Alpha shift premium for on-car shifts in a block
reduced solely as result of agreement or requirement to work in dispatch. If they would have

- otherwise been entitled to the Alpha shift premium the move into dispatch on a different shift |

pattern will not reduce the entitlement for the on-car shifts in that block

Where an employee agrees in advance of their on-car shift to be rescheduled into the
dispatch, the dispatch shift, and the normal hours of the dispatch shift, shall be considered to
be their normal shift for that date.

. Where a crew member is scheduled to work on-car in a 4 on— 4 off pattern in accordance

with A1.01 (d) (i) or (iv) or (v) (Alpha, or Bravo, or Bravo/Charlie), and they are instead

scheduled into dispatch to work, they will be scheduled into a 4 on — 4 off dispatch shift in

accordance with A1.01 () (iii). To facilitate this:

¢ Rather than being paid 12 hours at the applicable regular EMA rate, the crew member
will be paid 10 hours at the applicable regular Dispatch rate.

s The employer will attempt to have the Dispatch shift concluded within the designated 10
hours.

e  Where operationally required the crew member may be required, at Charge Dispatcher
discretion, to stay for the balance of the full normal 12.5 hour dispatch shift. In the event
this occurs the employee would be entitled to 2.5 hours overtime at the dispatch rate

¢ [n summary, where the employee is moved from an 11 or 12 hourtegular on car shift to
dispatch their shift will be replaced by a 10 hour dispatch shift and they will be paid:

a. 10 hours at the applicable regular dispatch rate if they work 10 hours in dispatch;
or

b. 10 hours at the applicable regular dispatch rate, plus hours worked in excess of 10
at the applicable overtime dispatch rate, if they work longer than the 10 hour
dispatch shift.

Where a crew fnember is scheduled to work on-car in a 4 on — 3 off shift pattern (10 hour
shift) in accordance with A1.01 (d) (iii) (Echo), and they are instead scheduled into dispatch
to work, they will be scheduled into a 10 hour shift in dispatch. The applicable dispatch
hourly rate will be paid. Any time worked in excess of the 10 hour shift will be paid at the
applicable overtime dispatch rate.



5. Where a crew member is scheduled to work on-car on a shift pattern that includes five seven
hour shifts per seven day block (Delta) in accordance with A1.01 (d) ii), and they are instead
scheduled into dispatch to work, they will be scheduled into a 7 hour shift in dispatch. The
applicable dispatch hourly rate will be paid. Any time worked in excess of the 7 hour shift
will be paid at the applicable overtime rate. '

For the Employer

For CUPE 873
.. IR
= N




Example of Comparison of Pav Entitlements

As demonstrated below, with use of the EMA2/P2 3 year rate and the Dispatcher 3 year rate for

purposes of comparison:

e Where an Alpha or Bravo shift on-car employee is scheduled into dispatch for the equivalent
10 hour shift their daily earnings for the 10 hour shift are almost identical to what they would

have been for their 12 hour on-car shift.

¢ Where the Alpha or Bravo shift on-car employee is held for the full 12.5 hour diépatch shift,
including 2.5 hours overtime beyond the 10 hour shift, their daily earnings would be:
o About $40 more than we would have paid to a regular dispatcher working the full

12.5 hour shift at regnlar dispatch rate of pay.

o About $150 less than we would have paid to a regular dispatcher working the full
12.5 hour shift at overtime or recall rate of pay.

Using the April 1, 2002 rates:

Alpha Bravo
Original Crew Sched Hrs  _ 12 11
EMA 2 /YT 3 Rate $25.565 $ 25.565
EMA 2 Shift Eamings $308.78 $281.22
Sched to Disp instead of On Car
Replaced by Disp 4/4 Hrs 10 10
Disp Yr 3 Rate $30.819 $30.819
Disp Shift Eamings $308.19 $308.19
if Shift extended to 12.5 Hours rather than 10
Overtime Hours 25 25
Disp Yr 3 Rate $30.819 $30.819

OT Shift Earnings @ 1.6x  $115.57 § 11557

Crew Member Earnings in Dispatch
Shift Eaming if no OT $308.19 $308.19
Variance from Crew Eaming § 1.4t § 2698

Shift Eaming with 25 hr OT $423.76 §423.76
Variance from Crew Eaming $116.98 $ 14255

Costs If Covered by Req Dispatch Staff
Cover by Disp @ Reg Time $385.24 $385.24
Cover by Disp @ 1-1/2x $677.86 $577.86
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1. Grievance and Jurisdiction

[ The union grieves the employer is incarrectly using the date of completion of
Dispatcher or Call Taker training, instead of the first day the employee reporis to
work, as the “initial appointment date” under Article 13.04(b), which states:
“Employees may not bid out of their initial appointment to a Dispatch position for at
least three years following such appointment.”

21 The employer’s Step 3 reply to the grievance states, in part, as follows:

It has been our consistent past practice to calculate the three vear lock-in
contemplated in Article 13.04(b) from completion of Dispatcher or Call-
Taker training. Indeed, a “"purposive rendering" of Arficle 13.04 finds three
anticipated statuses: trainee; successful trainee appeoinied to a dispatch
position; unsuccessful trainee.

o When this language was negotiated it was to ensure BCAS received a
‘ return-service-commitment as a quid pro quo for the cost of providing the
training and of paying wages during said training. it was never

contemplated that a Dispatcher or Call-Taker would serve, say, only two to

two-and-a-half years after receiving the paid training. Rather the intention

was always to secure from successful trainees a full three years of service

upon their appointment "o a Dispatch position”, as distinct from a "trainee
position” in a Dispatch Cenire.

Meanwhile, it has also been our practice that employees who complete
Call-Taker training and then proceed to Dispatcher training will have their
lock-in in their Dispatch centre calculated from the Call-Taker training
completion date. These applications are analogous to the application of

Schedule A2.01(a){ii) where it spells out that a Dispatcher does not start
probation uniil their training is complete.

i3 The union and employer agree | am properly constituted as an arbitrator

under their collective agreement and the Labour Relations Code to finally decide
the merits of the grievance.

2. Background to Grievance

[ The fanguage in Article 13.04(b) was proposed by the employer and
accepted by the union for inclusion in the 12™ Collective Agreement signed in May
2001. At the same time, the union and employer agreed to amend the entire



Article 13.04 by adding an introductory clause to (a) and subsections (b} and (¢} as
follows:

13.04 Selection Process for Full-Time Dispaicher

(a) Where there are no Dispatch qualified or insufficient Dispatch
qualified applicants for a Dispatcher posting, the Employer shall
give equal consideration to knowledge and skill to a total of 90%.
Sentority shall be weighted based on 1% for each completed year of
full-time service to a maximum value of 10%. The successiul
candidate(s) shall be employee(s) with the highest total score.

(b) Employees may not bid out of their initial appoiniment to a
Dispatch position for at least three years following such
apoointment.

{c) Empioyees who are unsuccessful in Dispatch training may not
reapply for three years.

(5] The union and employer also agreed in 2001 that; “Part-time employees
shall be selected for dispatch training in accordance with Clause 13.04" (Article
F3.02(b)}. Further:

Employees who are unsuccessful in, or withdraw from all or a portion of
a fraining program leading to a Paramedic or dispaich cerlification may
not reapply for three years. Employees will return to their former post
without ioss of position on the short-notice rotation list. (Article F3.02(c))

i8] Emergency Medical Dispatchers and Charge Emergency Medical
Dispatchers work in four Communication Centres in British Columbia responding to
requests for ambulance service. Their task is to maximize the efficient and
effective deployment of resources.

7 Work in a Communications Centre is unique to the B.C. Ambulance Service
and requires specific training provided by the employer in sessions conducted two
or three times a year. Employees who are not qualified but successfully compete
for positions in dispatch continue in their current position until the next training
session commences.

81 In May 2004, the union and employer agreed to the creation of the
classification of Emergency Medical Call Taker. They respond to calls requesting
ambulance service; when required, refer calls to Digpatchers; and perform transfer
service duties, It was agreed fuli-time Call Takers would be selected in
accordance with the criteria in Article 13.04(a) and that “Article 13.04(b) will be
applied to the initial appointments to a Dispatch position - a Call Taker, Dispatcher



or a combination of both positions within a Dispatch Centre.”

191 The first phase of dispatch training is classroom instruction for two weeks, a
practicum period and examination. On completion of this training, an employee is
signed off as a Call Taker and begins working independently as a Call Taker. The
employer freats this as the “initial appointment to a Dispatch position” because
Dispatchers have fo be signed off as Call Takers.

ito1  There is a second phase of training for Dispatchers that inciudes classroom
instruction, a practicum with mentoring and an examination. The employee’s six
month probationary period as a Dispatcher commences oh successful completion
of the training and beginning to work independently as a Dispatcher (Articles
A2.01(a)(ii} and F9.00(a)(ii}). Dispatcher training can take from three to twelve, or
more, months. The timing of the training sessions and the time to complete the
practicum/mentoring portion will determine the duration. Delays can happen
because of a shortage of preceptors to mentor. The instructor and material costs

to train a Dispatcher is $23,000. Wages and benefits can cost between $15,000
and $77,000.

(11 The employer employs approximately 3,200 bargaining unit employees and
generally hires new employees as part-time paramedics in remote or rural stations.
To become fuli-time, the part-time employees apply for full-time irregular positions
in the Lower Mainland to obtain the seniority to achieve a full-time regular
paramedic position. [t currently takes four and one-half years part-time
empioyment to achieve a full-time position. The number of years has been higher
in the past. Higher seniority is required fo obtain a full-time regular position at
desirable locations outside the Lower Mainland.

12} Some paramedics choose to obtain full-time regular status in Dispatch as a
quicker route fo a full-time paramedic position. In collective bargaining in 2000 and
2001, the employer's concern was the lost investment in employees who received
dispatch training and fuli-time status and then immediately moved to a fuil-time
paramedic position. The union’s concern was that this “back-alley” avenue allowed
less senior paramedics quicker access to full-time paramedic positions. The
employer proposed the three year lock-in period in Article 13.04(b) to gain a return




on its investment in training and to improve retention of Dispatchers.

13 Inthe 2004 negotiations, the union and employer agreed to a new lock-in
provision to address turnover in paramedic positions. Article 13.01(d)(iii} provides
that employees appointed to "full-time Paramedic or EMA 1 positions ... may nhot
bid out of such appointment for at least three years.” An unintended consedquence
of this lock-in was a reduction in the number of paramedics willing or eligible to
apply for vacancies at cerfain stations that attract a limited number of candidates.

14;  To remedy this, the union and employer agreed to provisions that addressed
the employer's concern about relocation and training costs. Article 13.01() of the
11" Coliective Agresment, which was not carried forward to the 12" Agreement,
stated:

{iy Employees in EMA lil Programmes

Employees enrolled in an EMA 1l programme may not bid out of such
programme uniil at least three years following graduation, unless
approved by the Employer. However, EMA 1lI's may bid to a position of
the same classification or fo a promotion within the three year period,

And in September 2005, the union and employer agreed {o amend Article
13.02(d)(iii) to state as follows:

Exciuding promotions in accordance with 13.03(a)(b), and selection in
accordance with 13.04, employees who successfully bid and are appointed
to full-time Paramedic, EMA 1, or Supervisory positions pursuant to Article
13.01(d), 13.03(c) or Schedule F3.04(a), and have had a paid move within

the previous three years shall not be entitled to relocation expenses as
outlined in Clause 13.06(b).

15 At the same time, a training commitment replaced a period of position lock-
in. It was agreed employees who receive paid Advanced Care Paramedic, Primary
Care Paramedic or Emergency Medical Responder training are required to make a
three year commitment “in the post where they were appointed and selected for the
training position.” If they transfer before completing the training commitment, the
employee must reimburse the employer for fraining tuition fees on a prorated basis.
At the time, more employees were paying for their training for desirable ACP
positions and the employer was hiring trained external candidates.

16l There is no external source for trained Dispatchers, whose training is unique
to the British Columbia Ambulance Service. Approximately one-third of the



dispatch candidates do not complete training. Some employees post into other
positions during training. When they do, they withdraw from training and return to
their former post and status.

pn From March 2005 to September 2007, fifty-two employees completed Call
Taker and/or Dispatcher training; fourteen employees failed; and eleven withdrew.
Employees who does not successfully complete or withdraw from training are
placed in a position at their previous post and status.

118)  The employer has had, and continues to have, difficulty recruiting and
retaining employees in dispatch. Fewer employees are applying and fewer are
interested in staying in dispatch. To meet its operational needs, the employer
reassigns fo dispatch employees in paramedic positions who have been signed off
as having dispatch qualifications. Currently, five employees in dispatch who have

posted to paramedic positions are reassigned to work on a project in dispatch until
the end of May.

iep  in 2001, the employer selected fifteen applicants with part or full-time
seniority dates from November 1979 to April 2001 for full-time Dispatcher positions
with start dates from December 2001 to January 2003. in August 2002, the
employer selected eleven applicants with part-time seniority dates from February
1995 to December 1997 for full-time Dispatcher positions to commence October
28, 2002 and six with part-time seniority dates from November 1996 to October
1997 to start January 20, 2003. This was before the Call Taker classification. For
the unqualified applicants, the “initial appointment” dates were when signed off as
Dispatcher on completion of training.

(2o Call Taker training is normally for a two week period. In January 2004, the
employer posted internally for ten full-time Call Taker positions. Selection was in
accordance with Article 13.04. The successful applicants had part-time hire dates
from October 1988 to January 2001 and were subject fo the three year lock-in.

211  The letters sent to successful candidates are not consistent in stating that

successful completion of a training program is required and identifying the
milestone dates in the training and appointment process.



22)]  Michael Boyarski was hired as a part-time paramedic February 4, 1998. On
March 3, 2004, he was accepted as a fuil-time, irregularly scheduled Call Taker at
the Vancouver Communications Centre to start March 22, 2004. He was accepted
as a full-time irregularly scheduled Dispatcher on January 5, 2005 and a fuli-time
regularly scheduled Dispatcher on November 24, 2005.

231  Mr. Boyarski was not signed off as having completed his Call Taker training
untii June 22, 2004 because there were not sufficient preceptors available for
mentoring during his period of training. The employer determined the three vear
lock-in commenced June 227, The union says the “initial appointment” is three
moths earlier on March 22", the date he achieved full-time seniority. The
difference in date became important in 2007 when Mr. Boyarski was disqualified
from applying for a full-time paramedic position because of the three year lock-in.

24  In May 2007, the employer posted for twenty-four Call Taker Trainees to
begin training in September 2007 and January 2008. The posting was open to
current employees and external applicants. The employer's reason for extending
dispatch vacancy advertising to external applicants was outlined in a letter to the
union from Sandra Noél, Director, Human Resources dated February 26, 2007,

3. Union and Employer Submissions

25  The unian’s submission is succinet and based on the value placed on
seniority. It submits the agreed three year lock-in period in Article 13.04(b) should
not diminish, and was not intended fo diminish, the exercise of seniority rights and
privileges, All full-time benefits begin when full-time seniority begins. That is the

date of the initial appointment for external candidates and must be the date of initial
appointment for ali candidates.,

@26]  The employer submits completion of training and sign-off as a Calt Taker for
both Call Taker and Dispatcher positions is the intended date of initial appointment.
itis at that time the employee is qualified to work independently and probation
starts. The definition of “appointment” and the use of the term recognize an
employee has to be authorized and able to perform the full duties of the job. This
was clarified in 2004 with the creation of the Call Taker classification accepted as




the initial appointment to “a Dispatch position.”

71 The employer submits Article 13.04 speaks to Dispaichers who are not
qualified for the position and intends that “their initial appointment to a Dispatch
position” is when they achieve qualification to work alone. Until that time, they are
trainees and not Dispatchers. The employer determines the minimum
qualifications for a Dispatcher under Article 23.01(b} and sign-off is a minimum
qualification. The 2004 agreement was to avoid having Call Takers who progress
in dispatch from having to restart or repeat the three year lock in period.

[28] The emplayer submits the training period is simply an extension of the
selection process for this position, similar fo the probationary period is for other
positions. This is consistent with the approach in Briish Calumbia Ambulance
Service [2006] B.C.C.A.AA. No. 180 {(Hope). That dispute was over the |
employer's right to limit lateral transfers of Unit Chiefs to those who had completed
probation in their existing positions. Arbitrator Hope determine the negotiators of
the 12" Agreement had “failed to address whether Article 13.03(c) [a new
provision] had application 1o prabationary supervisors” (1] 31). He concluded:

A supervisory employee who remains subject to that period of testing
can't be seen as "occupying” the position in question or as "qualified” for
the classification to which the position has been assigned. The
interpretation advanced by the Union would ignore that general
industrial relations reality in favour of the conclusion that employees
who are on probation in a supervisory position can be seen as
"occupying” that position regardiess of their probationary status and can
be seen as "qualified" in the supervisory classification despite the fact
that they have failed to complete their probationary period,

In terms of the fest in Andres Wines, it cannot be seen as iikely that the
parties weuld ignore the probationary status of newly appointed
supervisors in the administration of Article 13.03(c). | conciude on the
facts and the arbitral authorities that the Union failed in these
proceedings to establish that the mutual intent of the parties was to
grant a right of lateral transfer to supervisors who are on probation. The
parties were agreed that the fact of probation does not prevent
probationary supervisors from competing under Article 13.03(b) for a
supervisory vacancy but the language, read in context, does not support
a right o claim such a vacancy on the basis of service seniority. In the
result, the grievance is dismissed. (ff 47 - 48)

1297  The employer submits probation does not commence for Dispatchers until
the training is completed (Articles A2.01 and F9.00). The same intent is expressed




in Article 11.08(a) which states: “For the purposes of this Clause, the first six
months of employment shall not include any time spent by a probationary
employee on a Paramedic or Dispatch training course ...."

130]  The employer submits “appoiniment” means having the authority fo
discharge the duties of a Dispatcher and that does not occur until sign-off. This is
consistent with the use of “appointment” elsewhere in the collective agreement
(Articles 11,08; 11.09; F4.04; and 11.10). Only in circumstances where the
employee has the necessary qualifications to perform the job and training is not

required is “appointment” effective immediately (Articles 13.01(d)(iii); 13.02; 13.03;
and 13.05).

31} The employer submits employees are locked-out from reapplying for three
years under Article 13.04(c) when they fail or withdraw from training. Those
employees cannot be both locked-in from the date they start training and locked-
out from the date they fail or withdraw. The recognition that an employee can be
unsuccessful in Dispatch training is recoghition that Dispafch training is distinct
from an appointment to a Dispatch position.

321 The employer submits employees acquire full-time status when they
commence training, but they revert {o their former post and usually part-time status
if they fail or withdraw. This reflects the fact they have not been “appointed” to the
full-time position until they complete training. 1f would be absurd fo say they were

locked-in to full-time status and could nof withdraw from training and revert to their
former post and status.

133  The employer submits the consistent lock-in and lock-out period through the
various provisions of the collective agreement is three years. The employer
infended and the union agreed the employer would have the benefit of its
investment in training and could plan on having a newly qualified Dispatcher in the
position for three years, not two and one-half years or a shorter term.

4, Discussion, Analysis and Decision
34  The determinative words to be interpreted in Article 13.04(b) are “initial
appointment to a Dispatch position.” It is somewhat anomalous that the intended




meaning and shared intention in using these words, first negotiated in the 12"
Agreement in 2001, was not disputed until this grievance in 2007 when the sign off
as a Call Taker in dispatch could be achieved at an earlier time in the training
process than sign off as a Dispatcher could have been achieved prior to the
creation of the Call Taker position in September 2004.

851  The union and employer are acutely aware of the competitive tensions at
play as individual paramedics seek to exercise seniority and transfer rights to
achieve full-time regular status in the position and at the post they desire while the
employer faces recruitment and retention challenges for critical positions in a
constantly changing environment.

@] - Lock-in and lock-out provisions, restricting the full exercise of seniority
rights, seek to balance the interests of the emplayer and employees and their
shared interests in the quality of consistent service they provide to the public.

371  The current circumstance was not expressly contemplated when Article
13.04 was negotiated in 2001. The administration and application of Article
13.04(b) was expressly addressed in May 2004 in a Memorandum on Call Taker
selection issues. The May 2004 agreement expressly focused on the “initial
appointment” to a Dispatch position without addressing the difference presented in
this grievance. There was no amendment in the September 2004 Memorandum of
Agreement extending the collective agreement to 2009.

38 The “initial appointment” is an ambiguous phrase and extrinsic evidence to
aid in the interpretation of Article 13.04(b) is the operational context and purposes
for which it was agreed there would be a lock-in for dispatch positions. That
evidence provides an understanding of the balance the union and employer sought
to strike and the mischief sought to be addressed.

;e The pre-appointment sequence for unqualified employees for dispatch
positions is vacancy posting; application and competitive selection; notification to
successtul applicants; identification of start dates to coincide with a training course
schedule; and employees reporting for training. Employees acquire seniority and
benefits when they report for training, but they are not qualified to work and cannot
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discharge the duties of a dispatch position, Until the employees complete the initial
phase of training and are signed-off as a Call Taker with the authority to work
independently in that position, they cannot be said to have been appointed to a
Dispatch position. Until then, they could fail or withdraw and never work
independently in a Dispaicher position.

0]  The bargained lock-in restriction on the exercise of seniority arises when the
successful candidate for a Dispatch position has completed training, qualifies and
commences working independently in a position. Until that time, interal
candidates in training can choose to compete for another position or reveri to a
former post and status with no loss of rights they had before reporting for training.

1] Successful completion of training secures a seniority and full-time status
almost all candidates did not have before. The price is a three year locked-in
commitment to a position for which they have been specifically frained by the

employer, who can plan on having the benefit of the training investment for a
minimum of three years.

421 This interpretation is consistent with the language of Article 13.04, the
broader scheme of the collective agreement and the shared and competing
interests of the union and employer,

[43]  The date of the “initial appointment to a Dispatch position” under Article

13.04(b) is the date an employee is signed-off to work as a Call Taker. The
grievance is dismissed.

FEBRUARY 15, 2008, NORTH VANCOUVER, BRITISH COLUMBIA.
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Letter of Agreement between
British Columbia Ambulance Service [BCAS]
AND

Ambulance Paramedics of BC CUPE Local 873 [APB(]

Clause 13:04(b] of the 12th Collective Agreement states:

Emplayees may not bid out of their initial appointment to a Dispatch position for at least three
years following such appointment.

Itisagreed and understood between BCAS and APBC that for the movemnent of Dispatch Staff

between Dispatch Operations Centres the following interpretation of Article 13.04(b) applies:

Dispatch staff may bid out of their initial appointment to a Dispatch position to_positions in other
BCAS Dispatch Centres during the three years following such initial appointment.

Prior to application for a new dispatch position, staff must complete and be successful in training
for their initial appointment and probationary periods must be completed prior to the closing
date of that posting. Staff who transfer will complete the balance of the three year commitment in
the new centre. The language of clause 13:04(b) remains unchanged and applies to staff wishing
to bid on a position outside of Dispatch Operations within the three year time period from initial

appointment.

NB Dispatch positions will continue to be posted in the customary fashion and employees must
apply for all positions through that process.

This agreement is effective 18t November 2010 and remains in effect for the term of the current
collective agreement.

%%% Brrigdoida - 2.2/ 00

For BCAS For APBC




APBC/BCAS Dispatch Supervision Working Group
Dispatch Officer Recommendations

A meeting was held between representatives of the Ambulance Paramedics of British
Columbia, C.U.P.E. Local 873 and BCAS Lower Mainland Region Management on July
17, 2007 to discuss the position of Dispatch Officer.

This meeting was held pursuant to the Memorandum of Understanding — Dispatch
Supervision dated May 2005.

The relative benefits to the Lower Mainland Dispatch Centre’s operation by having
Dispatch Officers was reviewed and it was determined that there is sufficient benefit to
warrant the establishment of these positions on a permanent basis.

The following recommendations were arrived at by consensus of the group and are
respectfully submitted to the Provincial Joint Labour Management Committee pursuant to
article 8.05 of the 12™ Collective Agreement and MOA

1) That the position and classification of Dispatcher Officer be established on a

permanent basis.

2) That there be one Dispatch Officer on each of the five pre-hospital dispatch teams
and one assigned to the Transfer Management Office within the Lower Mainland
Communications Centre.

3) That a new pay classification be created for Dispatch Officer. The compensation
to be 212,00 biweekly added to the employee’s dispatch base rate.

4) A job description be written and reviewed by this working group based on our
discussions on July 17“’, 2007.

5) The newly created positions be posted and a competition held amongst the
qualified applicants in accordance with article 13.03 of the Collective Agreement.

6) A letter of thanks and appreciation for their efforts be sent to the staff currently
acting in the Dispatch Officer positions in the Vancouver Communications

Centre,

For {. For the Employer
_ ot A i .
- {_,/
%ate: %Mﬂ / 3) R2OD7

~

Date: )Low ,%;12, =R 7
: 7




WITHOUT PREJUDICE AND WITHOUT PRECEDENT
LETTER OF AGREEMENT
BC EMERGENCY HEALTH SERVICES
(The “Employer”)
-And-
AMBULANCE PARAMEDICS OF BC — CUPE, LOCAL 873
(The “Union”)

(Together the “Parties”)

Preamble:

e The Employer currently has two (2) supervisory level classifications in Vancouver
Dispatch Operations and the Patient Transfer Coordination Center (PTCC) known
as the Dispatch Officer (DO), and the Dispatch Supervisor (DS);

e Inthe Vancouver Island Dispatch Center, and the Kamloops Dispatch Center,
except for those classified as D3’s as per article A2.01 (C), there is only one (1)
supervisory position known as the Charge Dispatcher;

e The Parties wish to change all Dispatch Officer (DO) positions in Vancouver
Dispatch Operations and the PTCC to the Charge Dispatcher classification;

e In addition to the current of Dispatch Officers, the employer intends to create
five (5) new Charge Dispatch positions.

NOW THEREFORE the Parties agree as follows:

1 All current Dispatch Officer Positions will be reclassified as Charge
Dispatcher.

2. All benefits and wages will be provided to the Charge Dispatcher in
accordance with the Collective Agreement.

3. On a strictly without precedent and prejudice basis, the parties agree that
the existing dispatch officers will be reclassified as Charge Dispatchers
without a competition process as contemplated in article 13.03.




4, Each Post that intends to add Charge Dispatch positions, will follow the
process outlined here:

e The employer will post for the number of Charge Dispatchers they wish to
have in each Post (existing, plus new positions) by a separate posting for
each Post.

e At the close of the competition, all qualified Charge Dispatch applicants will
be offered the vacant positions, in order of seniority in a post shuffle process.
This process will continue until all vacancies are filled.

e Should there be vacancies remaining after the process above has been
completed, the employer will fill them in accordance with articles 13.03
(a)&(b)

5. The Employer will no longer use the position of Dispatch Officer after the
transfer to the newly created Charge Dispatcher classification has occurred.
All postings after this date will be for the Charge Dispatcher.

6. Upon 45 days’ notice, The Employer may terminate this agreement and
revert to using Dispatch Officers In lieu of Charge Dispatchers in Vancouver
Dispatch Operations and the PTCC.

7 The agreement is strictly without precedent and prejudice to either parties
position on the Dispatch Officer positions and shall not be referred to for any
other purpose, including, but not limited to supervisory selection. Any
implementation or other issues will be refed through the article 8.05 process.

Dated this 5" day of July 2017

For the Employér ' ™ For the Union




Memorandum of Understanding - Digpatch Supervision

BETWEEN:
EMERGENCY HEALTH SERVICES COMMISSION

(“the Employer”)

AND:
AMBULANCE PARAMEDICS OF BRITISH COLUMBIA, C.U.P.E. LOCAL 873

(“the Union®)

Preamble:,

A. In accordance with clause 5.4 of the Memorandum of Agreement (MOA) dated
September 11, 2004 and the 12" Collective Agreement the parties racognize the
need for enhanced and effective supervision within the Dispatch Centres.

B. The Employer is willing to classify and compensate supervisory staff at levels
that are commensurate with their job responsibilities and the employer’s
parformance expectations.

C. The Unlon is supportive of the Employer's intent.

In consideration of the mutual promises made in this agreement the parties agree as
follows:

1) The Employer will post for 5 new Dispatch Supervisors positions for the
Vancouver Dispatch Centre using the District Supervisor classification and rate of
pay in accordance with Scheduls A -

2) Employees will be selected for the Dispatch Supervisar positions through a
provinclal posting in accordance with the criteria outlined in Clause 13.03 (a) &
(b) of the Collective Agreement.. '

3) Each of the 5 Dispatch Supervisors will be assigned responsibility for one of the
Teams who work In the prehospital dispatch room. The Dispatch Supervisor will
work a shift patiern as described by Scnedule A1.01 (e).

4) Schedule A2.01 (d) shall be amended to read as follows:

Dispatch Supervision

For each position at a centre that is staffed on a 24 hour basis by Employer
Dispatchers there shall be one Dispatcher designated as a Charge Dispatcher or
Dispatch Supervisor and where more than one dispatch position Is staffed on a
24 hour basis, it is agreed that Charge Dispatchers or Dispatch Supervisor will

BCAS-APBC Dispatch Supervision _ Page | : 03/05/2005



not work the same pasitions in the shift cycles. The Vancouver Dispatch Centre
shall not have less than five Dispatch Supervisars.

5) The existing five Charge Dispatcher positions assigned to work a shift pattern as
described by Schedule A1.01 (e) (i) will only be eliminated through attrition.
Individuals currently holding such positions will continue to hola the classification
and will be compensated at the Charge Dispatcher rate of pay until they bid to
another classification. Remaining Charge Dispatchers will fill the role of Dispatch
Officer, however they will continue to receive remuneration at the Charge
Dispatcher/Unit Chief classification.

8) In addition to the Dispatch Supervisor and Dispatch Officer, the Charge
Dispatcher classification will remain a classification within the dispatch centres.

7) Without prejudice to elther parties’ position under article 23, a new classification
of Dispatch Officer will be created as a position on each of the » prehospital
dispatcn teams using the Dlsnatcher 3 concept and rate of pay set out In
Schedule A,

8) When the Dispatch Supervisor is absent for an entire shift, or multiple shifts, the
Dispatch Officer will assume the Acting Dispatch Supervisor role for their team.
The Acting Dispatch Supervisor will be compensated at the Dispatch Supervisor
rate of pay in accordance with Article 22.02 and 22.083.

9) For the duration of the trial this memorandum amends Schedule A2.01 (c) as
applicable.

10) The creation and use of the _Dispatch Officer will be for a trial basis from
ratification of this understanding through March 31, 2006 and will be reviewed by
the parties jointly no later than February 28, 2006. The review will dstermine fhe
rétative-berrefitstotta aispatcn cemres cperation by having _Dispatch Officers.
Following which the parties may make recommendations and may seek
ratification from the Provincial Joint Labour-Management Committee pursuant to
article 8.05 of the 12™ Collective Agreement and MOA with respect to the
establishment of permanent Team Officer Classification.

11) For the duration of the trial there will only be one Dispatch Officer or Charge
Dispatcher on each of the five pre-hospital dispatch teams. The Dispatch Officer
will be the senior member of the team who expresses an interest and makes
themselves availabla for orientation will be appointed as the Dispatch Officer.

12) The Dispatch Supervisor, Charge Dispatcher, and the Dispatch Officer will have
authority described in Schedule A4.01.

13) This memorandum is applicable to all dispatch centres covered under the 12"
Collective Agresment and MOA. Further implementation of this Memorandum in
other Dispatch Centres will require further consultation between the parties in
accordance with Clause 5.4 of the Memorandum of Agreement (MOA) dated
September 11, 2004.

BCAS-APBC Dlspatch Supervision Page2 03/05/2005



14) Except as expressly stated in this agreement, both the September 11, 2004
Memorandum of Agreement and the 12" Collective Agreement between the
parties are unaltered.

IQ/MAAJ?L‘ i ——
For BCAS %r CUPE

£ ey 2008 5SS

Date J Dat
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Beiween:

And:

Re:

In the Matter of an Arbitration

BC Emergency Health Services,
the Employer

The Ambulance Paramedics of British Columbia,
CUPE local 873,

the Union

Grievances (G110503-1S Alison Stevens
G12100028 Michelle Ginsburg
G12090010 Michelle Ginsburg
G13020018 Sarah Blewett
(13030032 Jessica Norman
(collectively, “the Grievances™)

Consent Order

Following discussions at the conclusion of an expedited arbitration, the parties came to the
following resolution of the Grievances:

1.

The Employer will continue the current practice of providing 11.04/11.05
notifications to dispatch trainees and the Union in advance of a meeting where the
trainees’ progress is below the required standard to the extent that the trainee
potentially may be unsuccessful in the program. This includes both the remedial
plan meeting and the exit meeting.

The following information will be provided with the aforementioned 11.04/11.05
notice:

Remedial Plan (if applicable)

Gap Analysis results

Daily Summaries

Block Summaries

Other relevant evaluation material relied on by the Employer



3. In the event that the dispatch trainee is exited from the dispatch training program,

the employee and/or the Union may pursue the matter through the grievance
procedure.

4. The Union withdraws the Grievances.
5. This Order constitutes a full and final resolution of the Grievances

6. Arbitrator Germaine shall remain seized with the authority to determine any issue
in relation to or arising from this Order.

Dated and signed in Vancouver, BC this 9th day of July 2013.

| T
g A

Rod Germaine, Arbitrator

ot 2K

for the Employer: Gordon Kirk, Director, Dispatch Operations

P ) / .«?/ZZ<
e N e o

for the Employer: Step'herz Rj?é, Provincial Manager, Labour Relations

for the Union: Davines, Vice President, CUPE Local 8§73



LETTER OF AGREEMENT
May 2013

Between:
BRITISH COTTIMBIA AMBUTLANCE SERVICE

ARE 2 ZERFLZ m AsA SR daFAAFAL L £ AL

(*"BCAS™)
And:
AMBULANCE PARAMEDICS OF BRITISH COLUMBIA C.UP.E. LOCAL 873
{“APBC’,)

Re: Duty Supervisors

PREAMBLE:

{1} Inaccordance with the Collective Agreement Article 8, a Sub-Committee was struck through
PILMC 1o address and make recommendations back to PILMC with respect to the Acting
Disirict Supervisor Expression of Interest (EO1) and District Supervisor Job Description.

{2) The parties recognize there may be other issues arising from this agreement and is committed to
addressing those issues should they arise.

(3) The terms and conditions contained in the 12 Collective agreement and the Larson award of
September 25, 2008 continue to apply, except as modified by the implementation of this
agreement,

IN CONSIDERATION OF MUTUAL PROMISES CONTAINED IN THIS AGREEMENT, THE
PARTIES AGREE AS FOLLOWS:

A} Effective signing of this agreement the position of District Supervisor will changed to Duty
Supervisor and the two tilles are considered synonvmous.

B) When a bona-fide operational need for Acting Duty Supervisor is identified, an EOI in the applicable
post will be issued.

C) The EOI will include: EB#, Position, Type, Open to, Location, Closing date, application details.
In addition the EOI will outline:

The British Columbia Ambulance Service, is looking for experienced paramedics currently
attached to the (insert post) who are interested in career development and relief work in the
position of Acting Duty Supervisor.

Interested {inserf post) emaployees must be reasonably familiar with BCAS policies and
procedures, as well as the current Collective Agreement and Memorandums of Agreements.
Employees will be expected to become familiar with the responsibilities of a Duty Supervisor by
completing an orientation program.




D) Applicants will be selected in accordance with the Larson Award dated September 25, 2008 (attached

E)

e
<5
S’

G)

H)

D

as addendum A below) with the first preference being given to employees qualified under article
13.03 within the applicable post, Second preference will be employees who have 3 years plus 1 day of
Full time Service and the following prerequisites:

*  Valid Primary Care Paramedic or higher license leve!

+  Valid Class 1, 2 or 4 driver’s license,

* Frontline Supervisor course (availatle onfine)

®  Current in all required CME, or able to become current within probationary period, with
such currency being obtained either while on duty or in accordance with Article 23.03(d)

*  Anacceptable work record

* Candidates must be physically able fo perform the duties associated with this position by
the specified closing date.

* All qualified employees who wish to apply for an EOl must submit a lateral transfer form
clearly outlining the required qualifications for the expression of interest.

* Please note: key personal skills must include superior listening as well as verbal and

written communications. Appiicants must be able to work in a team environment.

Successful candidates will be required to undertake an Acting Duty Supervisor training and
orientation program, including confirmation of successful completion of applicable Emergency
Management Training, in addition to & minimum two shift orientation and practicum assignments
with a designated Duty Supervisor(s) or Manager(s) to apply skills and knowledge developed during
the preceding sessions.

i SR

for Acting Duty Supervisor positions will be subject to a six month
probationary period in accordance with article 11.09 and 11.10 of the current collective agreement,

The Employer shall provide a current list of qualified Acting Duty Supervisors to the Union as of the
date of this LOA. Individuals currently designated, as Duty Supervisors or Acting Duty Supervisors
will be considered qualified here forward and will be provided the training and orientation identified
in (E} above, il not already completed.

Effective the signing of this LOA Duty Supervisors will be afforded lateral transfer rights in
accordance with article 13.03(c). Current Duty Supervisors reverting to Part Time status will be
considered qualified in accordance with the Full-time to Part-time reclassification letter of agreement
dated May 1, 2007 shouid they so choose.

BCAS agree to post all current vacant Duty Supervisor positions in Keiowna, Victoria, Kamloops and
Vancouver within 30 days of the signing of this agreement.

TERM OF AGREEMENT: This agreement will remain in effect during the term of the current
Coliective agreement. The parties may agree to terminate or alter this agreement mutual agreement
through the PILMC.

For BCAS: / For APBC:
4 / . *"‘:"Nm?
SgaEl




Addendum - A:
Larson Award DATED the 25" day of September 2008

Access to Temporary Vacarcies/Acting District Superyisor

(i) Anpoiniments to Acting District Supervisor (4DS] positions will be made in the
Sollowing basis:

(a} Qualified candidates who are prepared 1o accept acting appoiniments shall
provide the Employer with writien expressions of inferest for their respective
posts, Kamloops, Kelowna, Victoria, and Vancouver;

(b Full time employees who file an expression of interest will be selecied based on
sentority and a short list based on operational needs with the respective post for
the identified training and orientation. The initial orientation/training program
will consist of a minimum of four days and be done in accordance with Article
23.03¢d) and (e} of the collective agreement;

(¢) Once successful in the identified ADS orientation/training, the individuals will be
considered qualified as Acting District Supervisors;

(d} As of the daie of this profocol, individuals currently designated as Acting District
Supervisors will be considered qualified and will be pravided the training and
arientation identified in (b} above, if not already completed.

£2) Work will be dffered in the following marmer:
{a} No notice and short notice vacancies of single spave board shifis will be filled on

a fair and equitable basis pursuant lo the collective agreement to those gqualified
and wifl be assigned in the following order:

i) Irregular full time District Supervisors who are not at full hours;
(i) The qualified ADS on shifi, in order of seniority, will be offered the shift;
and

(i Off duty, in post District Supervisors and gualified ADS who have made
themselves available will be offered the shift on a fair and equitable
basis using a rotational list in accordance with the collective agreement.

(b) Vacancies of two weeks or more shall be offered to the senior qualified ADS in
the respective post.

(3) The Employer shall provide a current list of qualified Acting District Supervisors
to the Union.




Addendum B:

Letter of Agreement Part-time reclassification agreement dated May 1, 2007

Lettor of Agreement

Individuals who have retired from employment with the B.C. Ambulance Service
who wish employment for part-ime work shall ~ withir: one hundred twenty {120}
days of thelr retiremeant ~ submit the following information to the BCAS Human
Resources Office in thelr Region.

1. Appropriate application form supplied by the H/R office.
2. Completed medical saxamination Fomm 2635,

3. Appropriate Criminal Records Review Act documentation for new
hires, and & police crminal records search.

Upon accepiance of afl the above docimentation, successful applicants will be
assigned 1o the Primary Operator of record. Successful applicants hired
pussuant to this Leller of Agreement shall be peid al the experienca rates set out
in the relevant sections of Schedule F8 07, with service pay under F B.01 (8} set
at zero years: The applicant's dale-of-hire shal be assigned effeclive the date
BCAS Human Resources accepts the individual's emploviment package.

Signed,
For E BCAj F%\
\ +
| pdd
{/

Date CRCH2Z © Date .f??a?( o1, 200
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To: All Members — CUPE Local 873
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. e Tl A A oL }ﬂa‘
Re: Accommodation Process for the Disabled Employee 2

On March 25, 2005 as a partial outcome of the “ McManus” Duty to Accommodate
Arbitration before Arbitrator Brian Foley, the parties entered into a settlement agreement
to formalize the processes and administration of requests for the accommodatlon of

disabled employees.

The settlement agreement sets out the roles and responsibilities of the employer,
employee and the Union.

Below, is the March 25, 2005 Settlement Agreement in part. We have included the
process to be followed by the members should they find themselves in the unfortunate
situation of being disabled and in need of an accommodation.

THE PROCESS

1. Disabled employees seeking to be accommodated with respect to their job duties
will so advise their Superintendent in writing. The employee will forward a copy
of this request at the same time to the Union’s Secretary-Treasurer and by the
Superintendent to the Provincial Manager, Human Resources, BCAS.

2. Requests to be accommodated through this formal process normally will only be
considered by the BCAS if the employee’s disability is expected to exceed one
calendar month.

3. Within 48 hours after the Superintendent has received an accommodation request,
the Superintendent will meet with the employee and the appropriate Union
representative to discuss the request. In this consuitation meeting, the BCAS, the
Union and the employee will discuss any reasonable accommodation options and
the relative possibility of their implementation.

4. F ollowing the initial consultation meeting, the Superintendent will keep the
disabled employee and *helr Union re“resemauw advised on an ongoing basis of
PV 13 &
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the status of accommodation options. At the request of the employee or the
Union representative, further consultation meetings will be held as appropriate.

5. At the option of the BCAS or the Union, any particular accommodation request
may be referred for consideration to the Joint Occupational and Rehabilitation
Committee if the BCAS or the Union believes that the Committee can assist in the
accommodation request of the disabled employee.

6. When the BCAS discounts particular accommodation options, the employee and
the Union representative will be advised in writing of the reasons why the options
were not pursued further. The Union or the employee may then file a grievance
respecting the BCAS’s decision.

7. When an accommodation decision is made by the BCAS respecting a disabled
employee, there is nothing to preclude other employees from challenging the
accommodation decision through the grievance procedure in the collective
agreement.

8. Mr. Brian Foley remains seized to deal with any issues arising respecting the
implementation or interpretation of this Settlement Agreement.

Should anyone have any questions or need assistance with initiating the above outlined
process, please contact your Regional Vice-President or the union office @ 1-866-273-
5766. ’ '

Sincerely,

Bronwyn Barter
Provincial Vice-President
CUPE Local 873 f

Cc:  All Stations/Communication Centers

BB/ki
copels



6. When the BCAS discounts particular accommodation options, the
employee and the Union representative will be advised in writing of the reasons why the
options were not pursued further. The Union or the employee may then file a grievance
respecting the BCAS’ decision.

7. When an accommodation decision is made by the BCAS .respec’éing a
disabled employee, there is nothing to preclude other employees from challenging the
accommodation decision through the grievance procedure in the collective agreement.

8. Brian Foley remains seized to deal with any issues arising respecting the
implementation or interpretation of the Settlement Agreement.
Signed at Vancouver on March 10, 2005

For The B.C. Ambulance Service For the Ambulance Paramedics of BC,
CUPE Local 873



Settlement Agreement
Between

The B.C. Ambulance Service
(“BCAS”)

And
The Ambulance Paramedics of B.C.

CUPE Local 873
(the “Union”)

, Respecting
A Process To Deal With Accommodation Situations
For Employees Disabled Pursuant to Human Rights Legislation

The BCAS and the Union acknowledge and accept that, pursuant to the
provisions of the Human Rights legislation, the BCAS has the duty to accommodate an
employee with a “disability” under the legislation up to the point of the BCAS
experiencing undue hardship in making an accommodation.

The BCAS and the Union accept and adopt the following principles respecting
the duty to accommodate: ‘

1. The search for a reasonable accommodation for the employee’s disability
involves the co-operative participation of the BCAS, the Union and the employee
seeking the accommodation.

2. The BCAS recognizes that its efforts to satisfy the duty to accommodate
must be substantial and exhaustive. Those efforts will include the following:

(a) the possibility of modifying the employee’s existing job that would
allow the disabled employee to continue to work in that job; .-

(b)  the possibility of transferring the employee to another existing or
modified position in circumstances when such a transfer would not adversely affect
other employees;

(c) the possibility of bundling a variety of tasks together to form a
position that would accommodate the disabled employee. However, the BCAS'’ duty to
accommodate to the point of undue hardship does not compel the BCAS to bundle
tasks to create a position which is of no productive use to the BCAS in the context of its
business operations --- the tasks that are bundled together must be necessary ones;

(d)  the possibility of transferring the disabled employees to duties of
the BCGEU bargaining unit within BCAS. This possibility should only be considered
after completion of an exhaustive search to fund less drastic and less intrusive ways to
accommodate the disabled employee in her/his own bargaining unit.

The nature and extent of BCAS’ duty to accommodate to the point of undue
hardship must be determined and assessed on a case-by-case basis, considering the
disabled employee’s normal position and job duties, the extent of the employee’s

1



disability and the reasonable availability of accommodation options. The duty to
accommodate should not substitute discrimination against other employees for the
discrimination suffered by the employee seeking accommodation. As well, any
meaningful departure from the normal operation and application of the terms and
conditions in the collective agreement may constitute undue hardship for the purposes-
of the Human Rights legislation.

3. The Union has a responsibility to cooperate with the BCAS in consultation
discussions concerning reasonable accommodation alternatives and options for
disabled employees. The Union also has a duty to consider the impact of any
accommodation options on the operations of the BCAS and on the collective agreement
and other rights of other employees. The Union has the duty to balance the interests of
a disabled employee against the interests of other employees in determining whether an
accommodation option for a disabled employee unduly interferes with the rights of other
employees.

4. A disabled employee seeking accommodation has the duty to cooperate
with the BCAS and the Union in considering different options for accommodation. The
disabled employee must be receptive to reasonable alternative work proposals even
though the proposal might not be the particular accommodation that the disabled
employee would prefer --- a perfect solution to accommodation requests is not always
available.

With these principles in mind, the BCAS and the Union agree to the
following process to deal with duty to accommodate situations:

1. Disabled employees seeking to be accommodated with respect to their job
duties will so advise their Superintendent in writing. A copy of this request will be
forwarded at the same time by the employee to the Union’s Secretary-Treasurer and by
the Superintendent to the Provincial Manager, Human Resources, BCAS.

2. Requests to be accommodated through this formal process normally will
only be considered by the BCAS if the employee’s disability is expected to exceed one
calendar month. ’

3. Within 48 hours after the Superintendent has received an accommodation
request, the Superintendent will meet with the employee and the appropriate Union
representative to discuss the request. In this consultation meeting, the BCAS, the
Union and the employee will discuss any reasonable accommodation options and the
relative possibility of their implementation.

4. Following the initial consultation meeting, the Superintendent will keep the
disabled employee and the Union representative advised on an ongoing bases of the
status of accommodation options. At the request of the employee or the Union
representative, further consultation meetings will be held, as appropriate.

5. At the option of the BCAS or the Union any particular accommodation
request may be referred for consideration to the Joint Occupational and Rehabitation
Committee of the BCAS or the Union believe that the Committee can assist in the
accommodation request of the disabled employee.

2
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Province of Ministry of Health and British Columbia

British Columbia Ministry Responsible for Seniors Ambulance Service Headquarters
EMERGENGY HEALTH 2de F!oor, 1‘810 Blanshgrd Street
SERVICES COMMISSION Victoria, British Columbia
V8V 1X4

Telephone: (604) 952-0888
Facsimile:  (604) 952-0805

September 29, 1995 -

File: 15690-02

Gordon Frost
Secretary-Treasurer
Ambulance Employees’ Union
360 - 4400 Hazelbridge Way
Richmond, BC V6X 3K7

Attention: Don Devine
President

Dear Don Devine:

Re: Memorandum of Understanding
Union Proposal respecting Early Retirement

The British Columbia Ambulance Service (BCAS) has been advised that the Order in
Council implementing early retirement for members of the Canadian Union of Public
Employees, Local 873, was signed on September 28, 1995. A copy of the signed
Order, that takes effect on October 1, 1995, is enclosed for your records.

Without delay, we will instruct the BCAS Payroll Department to establish the
necessary processes and transactions that will meet the approved funding policy. To
implement the effective date of October 1, 1995, the 2% of regular salary now
directed to the Trustees of the Health and Benefit Plan by the empioyer will be
withheld. BCAS will send a letter to Ms. Shirley Hahn, on behalf of the Trustees, to
advise her of the change in transfer of payments, as of that date. Consistent with
the approved funding policy, we will also increase the union dues deduction by
0.25%, effective October 1, 1995.

If you have any questions, or require clarification with regard to the aforementioned,
please do not hesitate to contact me.

R.P. (Val) Pattee
Executive Director
British Columbia Ambulance Service

pc. Paul Gotto
John Schinbein
Bill Boomer
Alan Movyes
Jo Surich
Greg Wood




LETTER OF AGREEMENT

between

HEALTH EMPLOYERS ASSOCIATION OF BC (HEABC)

and

FACILITIES BARGAINING ASSOCIATION (FBA)

Re: Economic Stability Dividend

Definitions

1. In this Letter of Agreement:

“Collective agreement year” means each twelve (12) month period commencing on the first day
of the renewed collective agreement. For example, the collective agreement year for a collective
agreement that commences on April 1, 2014 is April 1, 2014 to March 31, 2015 and each period
from April 1 to March 31 for the term of the collective agreement.

“Economic Forecast Council” means the Economic Forecast Council appointed under s. 4 of
the Budget Transparency and Accountability Act, [S.B.C. 2000] c. 23;

“Forecast GDP” means the average forecast for British Columbia’s real GDP growth made by
the Economic Forecast Council and as reported in the annual February budget of the

government;

“Fiscal year” means the fiscal year of the government as defined in the Financial Administration
Act [1996 S.B.C.] c. 138 as ‘the period from April 1 in one year to March 31 in the next year’;

“Calendar year” Is a twelve (12) month period starting January 1% and ending December 31 of
the same year based upon the Gregorian calendar.

“GDP” or “Gross Domestic Product” for the purposes of this LOA means the expenditure side
value of all goods and services produced in British Columbia for a given year as stated in the
BC Economic Accounts;

“GWI” or “General Wage Increase” means a general wage increase resulting from the formula
set out in this LOA and applied as a percentage increase to all wage rates in the collective
agreement on the first pay day after the commencement of the eleventh (11") month in a
collective agreement year;

“Real GDP” means the GDP for the previous fiscal year expressed in constant dollars and
adjusted for inflation produced by Statistics Canada’s Provincial and Territorial Gross Domestic
Product by Income and by Expenditure Accounts (also known as the provincial and territorial
economic accounts) and published as “Real Gross Domestic Product at Market Prices” currently
in November of each vyear.




The Economic Stability Dividend

2. The Economic Stability Dividend shares the benefits of economic growth between
employees in the public sector and the Province contingent on growth in BC'’s real GDP.

3. Employees will receive a general wage increase (GWI) equal to one-half (1/2) of any
percentage gain in real GDP above the forecast of the Economic Forecast Council for the
relevant calendar vear.

4. For greater clarity and as an example only, if real GDP were one percent (1%) above
forecast real GDP then employees would be entitled to a GWI of one-half of one percent (0.5%).

Annual Calculation and publication of the Economic Stability Dividend

5. The Economic Stability Dividend will be calculated on an annual basis by the Minister of
Finance for each collective agreement year from 2015/16 to 2018/2019 and published through
the PSEC Secretariat.

6. The timing in each calendar year will be as follows:
(i) February Budget — Forecast GDP for the upcoming calendar year;
(ii) November of the following calendar year — Real GDP published for the previous

calendar year;
(iii) November - Calculation by the Minister of Finance of fifty percent (50%) of the

difference between the Forecast GDP and the Real GDP for the previous
calendar year;

(iv)  Advice from the PSEC Secretariat to Employers associations, Employers and
unions of the percentage allowable General Wage Increase, if any, for each
bargaining unit _or group with authorization to Employers to implement the
Economic Growth Dividend.

7. For greater clarity and as an example only:

For collective agreement year 3 (2016/17):

(1) February 2015 — Forecast GDP for calendar 2015;

(i) November 2016 — Real GDP published for calendar 2015;

(iii) November 2016 - Calculation of the fifty percent (50%) of the difference between
the 2015 Forecast GDP _and the 2015 Real GDP by the Minister of Finance
through the PSEC Secretariat;

(iv) Direction from the PSEC Secretariat to Employers associations, Employers and
unions of the percentage allowable General Wage Increase, if any, for each
bargaining unit or group with authorization to Employers to implement the
Economic Growth Dividend.

(v) Payment will be made concurrent with the General Wage Increases on the first
pay period after respectively February 1, 2016, February 1, 2017, February 1,
2018 and February 1, 2019.




Availability of the Economic Stability Dividend

1. The Economic Stability Dividend will be provided for each of the following collective
agreement vears: 2015/16 (based on 2014 GDP); 2016/17 (based on 2015 GDP);
2017/18 (based on 2016 GDP); and, 2018/19 (based on 2017 GDP).

Allowable Method of Payment of the Economic Stability Dividend

9. Employers must apply the Economic Stability Dividend as a percentage increase only on
collective agreements wage rates and for no other purpose or form.
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October 15, 2007

Mr. Tom Manz Cliff: 702406
Provincial Secretary Treasurer Without Prejudice or Precedent
Ambulance Paramedics of BC

CUPE Local 873

Unit 2270 - 21331 Gordon Way

Richmond, BC V6W 1J9

Dear Mr. Manz:

Re: EMALB License Fee Practice Effective October 1, 2007

BCAS has reviewed its ad hoc practices with respect to the EMALB revised schedule
of license fees that came into effect April 1, 2007.

As previously pointed out, the 72" Agreement in Article 23.01 (a) mandates that it is
“...the responsibility of Paramedics and EMAs to obtain and maintain the appropriate
Paramedic and EMA license...”. In addition, the reference in Article 23.04 to
expenses applies to the old EMA-2 licensure practices that included preceptor training
components and scheduled in-hospital training shifts.

tffective October 1, 2007 and until further notice, the BCAS on a strictly without
prejudice, without precedent basis will pay the fees on behalf of employees of the
BCAS as set out in Columns 2-5 attached as long as the employee has not
occasioned license expiry by an act of their own commission or omission.

Clemarly the language in Article 23 will need to be addressed, once bargaining of a new
13 Agreem%ntcommences, o reflect the evolved realities of paramedic licensure
since the 12" Agreement was ratified.

BCAS will offset fees for BCAS-sponsored students and for existing BCAS employees
who are engaged in upgrading or renewing their licensure, subject to the exclusion
noted two paragraphs above for employees who caused their license to lapse. The
fee waiver will nof apply to unsponsored students in training who are not yet BCAS
employees, to out-of-province-trained individuals seeking to come work for the BCAS,
or in other similar situations. C

Given the without prejudice, without precedent arrangement noted, be advised that
the scheme described herein may be amended, altered or withdrawn at any time for
any reason by the Service, in which case notice of said decision will be duly provided
to the Union and its membership. - '

12

Emergency and Health British Columbia Lower Mainland Human Resources/

Services Commission Ambulance Service Labour Relations
#301 — 2955 Virtual Way
Vancouver, BC VEM 4X6

Telephona: (604) 660-6006
Facsimile: {604) 660-3280
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Fee Schedule

An applicant for a license for a category listed in Column 1 of the table below must pay the license
fee shown opposite in Column 2, 3, or 4, as applicable.

An EMA licensed in a category listed in Column 1 of the table below whose license Is renewed
must pay the license renewal fee shown opposite in Column 5.

Column 1 Column 2 License  {{Column 3 License Column 4 License Fee |[Column 5

License Fee (if only written  ||Fee (if only practical ||(if both written and License

Cateao examination is examination is practical examinations ||[Renewal

gory required) required) are required) Fee

EMR 11$50.00 $400.00 |$450.00 $50.00 |

PCP |$50.00 $400.00 |[8450.00 11$50.00 |
[ACP $50.00 |I$500.00 $550.00 |[$50.00

CCP Ino fee no fee Ino fee $50.00

T [no fee no fee [Ino fee $50.00 |
PDF Format

Some documents on this Web site are in PDF format and require a PDF reader. If you do not have

Adobe Acrobat Reader Version 7.0 or the most recent version of another PDF reader, you can

download Adobe Acrobat Reader by selecting the 'Get Acrobat Reader' icon. g adet
| Reader

Last Revised: April 13, 2007
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BRITISH COLUMBIA EMERGENCY HEALTH SERVICES

(the “Employer”)
and:|

AMBULANCE PARAMEDICS OF BRITISH COLUMBIA C.U.P.E. LOCAL 873
(the “Union”)

(Collectively the “Parties)
EMCT Positions in VDOC Dispatch Center
AGREEMENT
Preamble:

WHEREAS BCEHS has advised over the past three years and more, the dispatcher centres have
struggled to reach full establishment of staff. As a result, there is a huge strain currently being
put on the current staff within the centres due to an increase in workload. The current
schedules within the centres are for Dispatchers (EMDs) which has a long training programme
and also has a high rate of failure due to their lack of knowledge of the dispatch systems. Due
to all these factors, it also increases the rate of attrition due to a lack of satisfaction and burn
out;

AND WHEREAS the Parties wish to improve the current establishment and career progression
opportunities in the dispatch centers.;

NOW THEREFORE the Parties agree as follows:

1. The Employer will formally notify the Union and all Vancouver Dispatch Center Staff
(VDOC) of the EMD platoon positions it intends to transition to Call Taker Positions
through attrition.

2. As part of re-designing the VDOC schedule, currently there are 6 Bravo/Charlie positions
per Platoon A/B/C/D and two Bravo positions on platoon A/C. It is agreed that 3
Bravo/Charlie positions per platoon will remain as EMD Qualified positions (specifically
positions: B1: 0600-1600,1300-2300 B2: 0600-1600, 1400-0000 and B7: 0600-1600,
1300-2300 ). Qualifications for the remaining 3 Bravo/Charlie and 2 Bravo Platoon shift
patterns will transition to that of an Emergency Medical Call Taker (EMCT) through
attrition.

3. EMD qualified staff currently in Bravo and Bravo/Charlie platoon positions will be
grandfathered (green circled) and may remain in these positions at their EMD rate of
pay and status until they choose to vacate the position. For greater clarity, this means



employees who are qualified as EMD’s maintain EMD status, ability to work O/T as an
EMD, all benefits, wage rate and applicable increases/raises until the position is
voluntarily vacated by the incumbent.

4. For the period of time an EMD is assigned to an existing Bravo or Bravo/Charlie shift
pattern and grandfathered as point 3 above, the EMD will remain available to transfer
between platoons on a lateral movement maintaining the grandfathered agreement
until such time they transition out of their current platoon shift pattern to a Team
position.

5. Team EMD qualified staff will be able to transfer between Team and Platoon EMD
designated positions on a lateral movement to fill vacancies.

6. Once a designated platoon EMD position is vacated by the EMD, it will transition to a
EMCT qualified position.

7. Forthe purpose of “lock in” under Article 13.04(b), the date of the “initial appointment
to a Dispatch position” is the date an employee is signed-off to work independently as a
Call Taker for EMCT Postings, or the date an employee is signed-off to work as an EMD
for EMD Postings.

8. Nothing in this Agreement precludes the Employer from adding new EMCT or EMD
positions to the VDOC Dispatch Center.

9. In the event further clarifications are required during transitioning EMD platoon
positions, the Employer must advise the Union of the matter and consult with the union
to resolve issues. The Employer agrees not to implement any changes until consultation
with the union has occurred.

March 29,2017 6@{( March 29, 2017

Jason Jackson Date Barb Fitzsjmons Date
Prov. Rec Secretary — APBC Chief Operating Officer — BCEHS
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Letter of Agreement
-between.
British Columbia Ambulance Service [BCAS]
wand.
Ambulance Paramedics of B.C. CUPE Local 873 [APBC]

1t is agreed and understood between BCAS and APBC that effective the
exectetion date of this docirient the interpretation and applivationof Schedule
¥ 13.00 - UNIFORMS in the collective agreement shall be deemed o capture the

following as an express entitlement :

All Part-Time Employees who can demonstrate they have worked eight (8)
Foxtrot Shifts within a given month —~ for two (2) consecuiive months — shall
be provided upon request and in addition fo the allotments specified in
Schedule F 13,01 - Part-Time Wniform Issue of the collective agreement : .

1 pair uniform pants
2 uniform shirty

This agreement shall contirue for the life of the current collective agreement, and
will be eligible for renewal by the parties upon its expiry.

F@\ For E Emglzer
E ]

Date: 0}0'2922- '

Date Otob 25
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BRrITisH SEP 9 - 2003
COLUMBIA
September 4, 2003
Mr. Tom Manz Cliff: 460192
Provincial Secretary Treasurer Without Prejudice or Precedent

Ambulance Paramedics of BC
CUPE Local 873

2270 - 21331 Gordon Way
Richmond, BC V6w 1J9

Attention: John Strohmaier, Provincial President

Dear Mr. Strohmaier:

RE: Memorandum of Understanding — 31.03 Harassment

Further to our meeting at PJLMC on August 27, 2003, regarding the above noted
topic, please find attached for your review the revised MOU (31.03 Harassment).

| trust this document reflects those changes we agreed to on August 27.

Please find enclosed two (2} copies of the final MOU for your signature. Upon
completion of the signing, would you please forward me one of the originals for our
files.

Finally, the Union agrees to withdraw policy grievance #020344-P.

Yours truly,

N o e -

Tony Ar@re

Director, Human Resources & Labour Reiations
BC Ambulance Service

Enclosures

pc: Paul S. Gotto, A/Executive Director
Fred Platteel, Director, Regional Operations
Sandra Noel, Provincial Manager Human Resources
Bronwyn Barter Provmcnab1 sVice-President
Troy Clifford, Provincial 2™ Vice-President

Ministry of British Golumbia Human Resources/
Health Services Ambulance Service Labour Belations
1202 — 601 West Broadway
Vancouver, BC V5Z 4C2
Telephone: {604) 660-6008
Facsimile: (604) 660-3280



12™ AGREEMENT
EMERGENCY HEALTH SERVICES COMMISSION

MEMORANDUM OF UNDERSTANDING #3
31.03 HARASSMENT

For the duration of the 12" Agreement, the parties agree that Article 31.03 (f) [c] shalll
be applied as set out in the following five (5) paragraphs. Upon expiry of the 12"
Agreement, this Memorandum of Understanding shall expire after the period of bona
fide negotiations to conclude a renewal agreement.

(a)

(b}

(c)

(d)

(e)

Upon receipt of a written complaint that supplies the particulars required in sub-
section (f) [ii] preceding, the Employer will investigate the complaint within 30 days
supply a written summary of their findings to the President of the Union.

The parties will review the facts of the matter within the context of Articles 31.03

(b), (c), (d), and (e).

Within 14 days thereafter, should the parties agree that the complaint warrants
further investigation, the Executive Director and the President of the Union will
request John McConchie, or a mutually agreed aliernate, to conduct the
investigation.

Should the Executive Director and the President of the Union disagree that the
compilaint warrants further investigation, the Executive Director and the President
of the Union may choose a mutually acceptable alternate dispute resolution
mechanism and/or process, notwithstanding Article 8.05 (c).

fn the absence of agreement on an alternate dispute resolution, however, the
matter shall be referred to John McConchie, or a mutualiy agreed alternate, to
provide findings of fact.

R = r i
d o Ain Strohmaier Tony Arimare -
AProvincial President Director, Human Resources & Labour Relations

" CUPE Local 873 BC Ambulance Service
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LOA: 2015-10-003
Effective: October 9, 2015
Expiry: April 30, 2019

Letter of Agreement
Between:

BCEHS - BC Emergency Health Services
&
CUPE - 873 - The Ambulance Paramedics of British Columbia

Holiday Selection Process for CUPE 873 Employees

Introduction:
This agreement outlines the holiday selection process for CUPE 873 employees.

In accordance with Article 8 of the Collective Agreement, a sub-committee was created through
the Provincial Joint Labour Management Committee (PJLMC) to address and make
recommendations with respect to holiday selections.

The terms and conditions contained in the twelfth Collective Agreement and the respective
agreements in place continue to apply, except as modified by the implementation of this
agreement. The parties will produce a reference and how-to guide to support the implementation
of this agreement, which will be reviewed and updated, as needed.

The parties recognize there may be other issues arising from this agreement and are committed to
addressing those issues should they arise.

The parties agree to the following:

a) Primetime Model

There will only be one primetime model which may be applied to any post within the

province: -

I Primetime periods are defined as blocks ranging within the following time
periods: June 15 to September 15, and December 21 to 31 inclusive within the
respective years.

2. There will be a maximum of three primetime picks in round one.

BCEHS Labour Relations
301 - 2955 Virtual Way Telephone: 604-660-6006
Vancouver, BC V5M 4X6 Facsimile: 604-660-3280
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8 Effective as of the signing of this agreement, posts identified as using the
primetime model are: Vancouver, Kelowna, Prince George, Nanaimo, Penticton,
Vernon and Kamloops.

4. Posts wishing to adopt the primetime model must hold a post-wide vote that
includes all full-time employees and any changes must be ratified through Article
8 of the Collective Agreement. The vote and ratification will be conducted by the
Union. The voting process and notification must be completed before September
1 in the year preceding the vacation year of implementation (e.g. September 1,
2015 for the 2016 holiday year, etc.).

b) Employee Transfers Between Posts

Employees who are identified arrivals will be factored into the holiday selection process
for the post they will be working in the coming year.

-~

Management will honour approved holiday selections when an employee transfers
between posts. Any adjustments will be by mutual agreement, taking operational needs
into consideration.

¢) Students
Students engaged in employer-sponsored training per Article 13.05 will select holidays
outside of this process to accommodate training schedules. ACP residents are not
considered “in training” for the purpose of holiday selection.

d) Forms

All platoon schedule, proxy forms, holiday forms, entitlement forms, approval forms,
and calendars identifying specific primetime blocks will be published in advance of
holiday picks each year.

The parties will collaborate on all applicable forms, documents and correspondence to
be used for holiday selections prior to each year’s process.

e) Verification and Authorization

The holiday committee, as applicable, will verify holiday selections as they are added to
the master schedule to ensure accuracy. When individual selections are completed,
verification will be provided and employee signatures will be required.

A management representative will sign off to approve vacation time in accordance with
Article 19.06 of the Collective Agreement before the vacation year begins.

f) Holiday Committees

BCEHS Labour Relations
301 —~ 2955 Virtual Way Telephone: 604-660-6006
Vancouver, BC V5M 4X6 Facsimile: 604-660-3280
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In accordance with this agreement and the Collective Agreement, the Victoria and
Vancouver posts will establish and maintain holiday committees to oversee and manage
the annual holiday selection process within their respectivé posts,

Union representatives on each committee will consist of three union members, one of
which must be a supervisor under Article 13.03 (c). The respective holiday committee
members will function as a sub-committee of their respective JLMC.

A provincial holiday committee will also be established to oversee all holiday selections.
This committee will consist of no less than two management appointees and two union
appointees in accordance with Article 8 of the current Collective Agreement.

The parties will mutually determine any requirements for additional holiday selection
committees outside of the above committees.

g) Employee Classification

Employees will select vacation by their classification within their respective post. This
includes CCP, ITT, ACP, PCP, EMR (Transfer Fleet), Dis':patch, and Specialty Programs
(Duty Supervisor, Education Officers, QIC and EMSO). Paramedic Response Units
(PRUs) will select within their respective post and applicable license level.

The parties agree that the categories identified in this clause are not exhaustive, and agree
to review and determine any possible classification divisions.

h) Annual Entitlement

Entitlement will be based on the respective calendar year in accordance with Article
19.03. Holiday selection is for the current entitlement only and is completed over two
rounds of picks (except for those identified in (o) (1) below. Round one includes all but
two blocks and round two includes the remaining full blocks.

Entitlement notices will be sent 30 days before vacation selection begins. Employees
should advise their supervisor of any disagreements before the vacation selection process,
with as much notice as possible. Any adjustments will be handled by the District
Manager.

i) Carry Over

Holiday selection will focus choosing complete blocks. Employees wishing to take
individual days must apply for them separately according to Article 19.03 (h).

Notwithstanding article 19.03(i), an employee wishing to take their partial blocks (single
shifts), should make this known during the holiday selection process. These are
completed after the annual holiday selection process has ended.

BCEHS Labour Relations
301 - 2955 Virtual Way Telephone: 604-660-6006
Vancouver, BC V5M 4X6 Facsimile: 604-660-3280
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Notwithstanding the above, any employee who chooses not to select partial holiday
blocks, stats, or carry overs can apply in advance of monthly scheduling deadlines to use
all or a portion of their remaining balance.

J) Unused Vacation

Unused vacation entitlement due to LTD, WCB, STIIP, cancelled leaves, will be
managed outside of the annual holiday selection process, and/or paid as per Article
19.03 (j) of the Collective Agreement.

Unused vacation due to maternity / parental / adoption leave shall be managed outside
of the annual holiday selection process.

k) Cancellations/Changes

Once holidays are selected and approved, employees will take them according to Article
19.06. Employees can request cancellations, amendmentsg and changes before the
monthly scheduling deadline, and will not be unreasonably denied, on a case-by-case

basis based on operational requirements.

I) Wild Cards

Wild cards apply to all employee classifications and will reflect the remaining holiday
entitlement not totaling one full year. They are used to promote greater flexibility for
those selecting holidays throughout the year. '

At no time will there be two wild cards used on any given block or overlap. This
method will apply to all employee groups. Wild cards will be equally distributed over
the 56-or 70-day cycles.

m) Proxy Forms

Proxy forms are to be used in the event that an employee is unable to attend the holiday
selection process. Employees should select all of the blocks on the form, in order of
preference, to minimize the need for BCEHS to select for them. Proxy forms should be
completed and submitted in advance of the relevant holiday selection date.

n) Attendance

Attendance is voluntary during holiday selection. Those who choose not to, or are
unable to attend are encouraged to use the proxy forms provided to assist their
designated representative or the employer in selecting their holiday entitlement.
Employees who elect not to attend and do not provide a proxy will not be permitted to
change their assigned holidays.

BCEHS Labour Relations
301 — 2955 Virtual Way Telephone: 604-660-6006
Vancouver, BC V5M 4X6 Facsimile: 604-660-3280
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In the event an employee is not present, and a proxy form is not available at the time of
their selection, one telephone call will be made in an attempt to reach the employee.
Employees will be given the opportunity to fill out a prox} form over the phone,
however, this should not be considered a normal way of supplying proposed holiday
selections. Employees who do not attend, or do not supply a proxy, will have their
holidays assigned to them using their previous year’s picks as a guideline, if available.

All employees should consider the possibility that they may not be able to attend (late
calls, etc.) and supply a proxy to a designate.

0) Irregular Scheduled Employees

1.

For those posts where irregular scheduled employees are assigned to platoons
and/or teams, as applicable, they will select their holidays in accordance with
their seniority and classification.

For non-dispatch posts where irregular scheduled employees are not assigned to
platoons and for the purpose of holiday selection, employees will select their
holidays in accordance with their seniority and classification, and will be given

the following:

Two days clear before their four days of holiday block, followed by four days
clear.

Four shifts must be followed by a minimum of two days off. Employees can
then be scheduled for four shifts again, but this block must be followed by
four days off.

Six shifts in a row must be followed by four days clear.

For dispatch posts where irregular scheduled employees are not assigned to
teams/platoons and for the purpose of holiday selection, employees will select
their holidays in accordance with their seniority and classification (e.g. call
takers and EMDs), and will be given the following:

For dispatch employees working the 4/6 shift pattern: two days clear prior to
their four days of holiday block and in addition, six days clear following.

For dispatch employees working the 4/4 shift pattern: two days clear prior to
their four days of holiday block and in addition, four days clear following.
Four shifts, which must be followed by a minimum of two days off. They can
then be scheduled for four shifts again, but this block must be followed by
four days off.

Six shifts in a row must be given four days clear following.

Employees assigned to alternate patterns, such as 4/3, 3/4 “echo” and “delta”
will select within their classification and respective shift patterns by seniority.

BCEHS Labour Relations
301 — 2955 Virtual Way Telephone: 604-660-8006

Vancouver, BC V5M 4X6 Facsimile: 604-660-3280
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Once holiday selection has taken place, schedules will be created consistent with
provincial scheduling procedures. Irregular scheduled employees will receive their
schedule for the year as known with confirmation monthly, subject to change in
accordance with the Collective Agreement and the Irregular Scheduling Agreement.

p) Posts with No Irregular Scheduled Employees

No more than one person off at one time (no overlap of blocks) will be permitted, with
the exception being if there was more entitlement than a single line. In this situation,
additional entitlement is used as a wild card on the next line equally distributed over 56-
day cycles.

Notwithstanding the above, there is no restriction to disbursement into 56 cycles for
one-and two-person stations. In one-and two-person posts, employees may select single
shifts or partial blocks in accordance with Article 19.03 (i).

q) Single Station Posts with Irregular Scheduled Employees

Holiday block entitlements and selections will be spread evenly throughout the year
over 56-day cycles to ensure maximum staff coverage and the use of irregular scheduled
employees. The parties agree to use wild cards in order to facilitate this process.

In the case of one irregular employee, entitlement is calculated and the first line is used
equally to divide entitlement blocks over 56-day cycles. Any additional entitlements are
used as wild cards on the next line, equally distributed over 56-day cycles.

In the case of two irregular scheduled employees, entitlements are calculated and the
first two lines are used equally, dividing entitlement blocks over 56-day cycles. Any
additional entitlements are used as wild cards on the next line equally distributed over
56-day cycles.

This same scenario applies as irregular scheduled employees are added.
r) Multi-station Posts: Abbotsford, Nanaimo, Kamloops, Prince George and Kelowna

For the purpose of holiday selection, employees may be assigned to platoon if
operationally feasible. In this case, the following scenarios would be applicable to each
platoon depending on the number of irregularly scheduled employees:

1. In the case of one irregular employee, entitlement is calculated and the first line
is used to equally divide entitlement blocks over 56-day cycles. Additional
entitlements are used as wild cards on the next line equally distributed over 56-
day cycles.

BCEHS Labour Relations
301 — 2955 Virtual Way Telephone: 604-660-6006
Vancouver, BC V5M 4X6 Facsimile: 604-660-3280
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2. In the case of two irregular employees, entitlements are calculated and the first
two lines are used to equally divide entitlement blocks over 56-day cycles. Any
additional entitlements are used as wild cards on the next line equally distributed
over 56 day cycles.

This same scenario applies as irregular scheduled employees are added.

s) Victoria Post

Irregular scheduled employees are assigned to platoon. Employees that are assigned to
alternate patterns, such as echo and delta will select within their classification and
respective shift patterns by seniority.

t) Vancouver Post

Vancouver utilizes the primetime model identified in (a) of this agreement.
Employees will select their entitlements with a maximum of three primetime blocks in
round one and their remaining blocks in round 2

Irregular scheduled employees are assigned to platoon and select by their respective
platoon.

Employees assigned to alternate shift patterns such as echo and delta will select within
their classification and respective shift pattern by seniority.

u) Trail Post

For the purpose of holiday selection, all classifications in the Trail post will selected
together by seniority.

v) Kelowna 380 Post

Kelowna 380 Post are excluded from (g) of this Letter of Agreement and will select
together by seniority.

w) Dispatch Posts

1 Dispatch employees will select holidays within their respective post and
classification in accordance with this agreement and the following:

e Dispatch employees working the 4/6 shift cycle will be identified as Team 1, 2,
3,4,5.

e Dispatch employees working the 4/4 shift cycle will be identified as platoons for
the purpose of holiday selection.

BCEHS Labour Relations :
301 - 2955 Virtual Way Telephone: 604-660-6006
Vancouver, BC V5M 4X6 Facsimile: 604-660-3280
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e Dispatch employees assigned to alternate patterns such as A1.01(e)(iv) 4/3, 3/4
“echo” and A1.01(e)(i) 5/2 “delta” will select holidays within their classification
by seniority and will be treated as a platoon for the purpose of holiday selection.

e Dispatch will use 70-day cycles for the purpose of holiday selection.

2 For dispatch employees working 14-day cycles in accordance with Article 19.03
(d) of the Collective Agreement, the parties agree to create an amendment that
allows for selecting holidays on 7-day cycles.

x) 4on 3off, 3on 4off Shift Pattern

Holiday selection for employees working the 4on 3off, 3on 4off shift pattern in
accordance with A1.01 (e) (iv) and 19.03 (d) will follow the process below:

1. Employees may select vacation in 7-day blocks. Each seven day block may contain
three or four work shifts. To determine an employee’s total block entitlement, the
employee’s total number of shifts allotted will be divided by three and one line will
consist of 52 blocks (356 divided by 7 and rounded up).

2. As each selection is made, the appropriate number of shifts will be deducted from an
employee’s total allowable entitlement. For example, if an employee selects four
blocks containing four shifts, and two blocks éontaining three shifts, then 22 shifts
will be deducted from their total allotment.

3. Real-time deduction of shifts must occur to ensure the employee is selecting “all but
two blocks™ in the first round. The total block entitlement originally calculated (based
on three shift blocks) may be adjusted based on an employee’s selections throughout
the process.

Effective as of the signing of this agreement, the parties agree that it replaces the December 10,
2013 agreement with respect to holiday selections.

This agreement will expire on April 30, 2019. The parties may agree to terminate, alter or extend
this agreement by mutual agreement through the PJLMC.

Vdi 2875
Jodi Jensen, COO, BCEHS Date g

%_ At 29 /1%

CAMBRRN =
foll - Bronwyn Barter, President, CUPE 873 Date

BCEHS Labour Relations
301 — 2955 Virtual Way Telephone: 604-860-6006
Vancouver, BC V5M 4X6 Facsimile: 604-660-3280



BCEHS Station Primetime Holiday Utilization Changes

In accordance with the Holiday Selections LOA dated Oct 9, 2015, the following list captures any
changes to the list of stations utilizing the prime-time model for holiday selections.

Station # Station Name PJLMC Date Add or Remove
Multiple Vancouver Post 2015-10-09 Add
Multiple Kelowna Post 2015-10-09 Add
Multiple Prince George Post 2015-10-09 Add
120, 122 Nanaimo Post 2015-10-09 Add
329 Pentiction 2015-10-09 Add
337 Vernon 2015-10-09 Add
202, 205 Abotsford Post 2015-12-10 Add
215 Mission 2015-12-10 Add
150 Courtenay 2015-12-10 Add
Multiple Victoria Post 2016-09-15 Add

Last Updated:  2016-11-04
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Letter of Agreement ~ jeeeooo_______

between
British Columbia Ambulance Service
and
Ambulance Paramedics of BC
CUPE Local 873
Paramedic Assignment to Royal Inland Hospital and Kelowna General
Hospital Emergency Departments
Preambile:
A seasonal strategy of BCAS paramedics to provide short-term support to
Interior Health at Royal Inland Hospital/Kelowna General Hospital Emergency
Departments has been initiated, and now requires an extension. The term of this
extension will expire February 28", 2008, however, renewal of this agreement is

an option, should both parties agree.

It is desirable to have a framework established which can be implemented as
required to respond to such short-term paramedic staffing requests.

The intent of any such assignment will be to provide trained primary care
paramedic staff to the Health Authority to help improve patient flow within the ED
and to mitigate the impact of continued ambulance delays on BCAS emergency
fleet and response times.

Therefore, the parties agree as follows:

1. BCAS paramedics may be assigned to work within the ED to look after
incoming ambulance patients, within their scope of practice.

2. While working within the assigned ED on this basis, and cooperating with
hospital staff to improve ED flow and maintain patient care, the paramedic
remains under the direction and supervision of BCAS.

3. Preference will be given to qualified applicants with a disability who are
physically capable of performing the required work.

4. BCAS will post an “Expression of Interest” (EOI) that will remain open
initially for fourteen (14) days, but extend for the duration of the

Page 1of 2




agreement. The EOI will first be restricted to BCAS applicants within the
post where the respective ED is located. Preference will then be given to
interested qualified applicants outside of the post. The EOI will indicate
the required qualifications for any applicant.

5. For short-term assignments, BCAS will assign work as follows:

a. To qualified employees with a disability who are physically able to
perform the work;

b. To qualified available irregularly scheduled staff, who do not have
assigned work;

C. To qualified part-time in post staff who have made themselves
available for work in the ED, through an EOI process;

d. To qualified full-time in post staff who have made themselves
available for overtime in the ED, through an EOI process;

e. To qualified full or part-time out of post staff who made themselves

available for work, through an EOI process.

6. Nothing in this agreement obligates BCAS to staff EDs as noted on any
given shift. All decisions to staff EDs shall reside with the employer at its
discretion. Further, nothing in this agreement obligates an employee to
accept a shift that is overtime, or when all other avenues outlined in
paragraph five (5) have not been explored.

7. Shifts for this work may be of seven (7) hour, ten (10) hour, eleven (11)
hour, or twelve (12) hour duration as required by the employer. Hourly -
rate adjustments for the related shift durations will apply to the hours
worked. District Supervisors will provide direction with respect to breaks
and break periods as required. ‘

8. The parties agree that this agreement can be cancelled by either party,
with 30 days written notice.

For the employer For the Union

(L»b gﬁ@'“/\ W

Date: A«Jc} ‘)“/07
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The following outlines the agreement of the parties for application of Article 13.05 to the
ITT Selection Process to be conducted in 2007. '

. BCAS will post 6 ITT Training positions in Vancouver.

. The Posting will be issued open to all qualified full time applicants in the
province. The parties have agreed to waive Article 13.05(¢) of the Collective
Agreement for purposes of this current posting.

. Shortlisting for the selection process will start with Article 13.05(b)(i) and (if) and
employees must be PCP qualified. Three years plus a day will be measured from
the closing date of the postings. Personnel files will be checked at the beginning
of the selection process to determine a satisfactory work record.

. The selection process outlined in Article 13.05 (b){iii), (iv) and (v) will be as
follows:

1—achieve 75% threshold pass on a written exam based upon a bank of mutually
agreed questions related to the exam preread package identified by the parties and
then;

2—achieve a minimum 60% threshold pass on an oral exam. The parties will
work collaboratively to identify an oral exam based on medical
protocols/scenarios and will mutually agree to the question bank.

3—achieve a minimum of 60% threshold pass on an oral interview based upon a

bank of mutually agreed questions related to the competencies identified by the
wmtking group.

A reasonable shortlist based on seniority will be developed at the beginning of the
process. '

. Employees who were previously qualified under Article 13.05(b), covered by
Article 13.05(d) and have documentation on file to confirm this, will be
considered as deemed qualified to proceed.

. The final list of trainees will be determined by seniority as contemplated in
Article 13.05(c) and combining the employees identified in # 4 and #5 above.

. At commencement of training, the employees will be transferred to Iregularly
Scheduled training positions in the ITT station and will be assigned shifts when
not actively involved in training, On successful cormpletion of training, they will
start probation and the training commitment contemplated in the September 13,
2005 LOU,

. Unit chiefs can stay in their unit chief position during the preread/selection
component. Upon acceptance of a training position they will vacate their unit







chief position. In order to become a unit chief in the fiuture they must bid and

compete on a future posting.

Agreed for the parties

BuadorNsh

British Columbia Ambulance Service
Sandra Noel '

{JM i, 200%
Date

A

Ambulaneé Pakamedics of
B.C. CUPEL873
Tom Manz

/a/-—-/ / V/7

Date







Letter of Agreement

ITSU Selection

The BC Ambulance Service has created a Provincial specialized team,
known as the Integrated Tactical Support Unit (ITSU.)

This team is responsible for providing direct medical support to law
enforcement agencies utilizing tactical and unconventional means. The
BC Ambulance Service and the Ambulance Paramedics of BC are
supportive of this specialized team.

Due to the highly specialized and unique nature of the ITSU’s mandate, a
distinct and task - specific selection process is required. The following
process has been reviewed by, and supported by law enforcement
agencies that the ITSU currently supports.

The parties agree that the following will be the process for selection of
members for [TSU:

After the close of an EQO], a reasonable short list of employees, in order
of seniority will be developed.

Those employees will be invited to complete a physical fitness test that
is comprised of at least the following: 1) A drag of 250 pounds for 100
meters and 2) a 800 meter timed run, half of which must be completed
in respiratory protection (gas mask.)

Successful candidates will then be invited to attend an interview, which
may or may not include a panel member from a Police Department. This
interview will test for knowledge and skill and include generalized
scenario based situational questions.

Each year of completed full time seniority will count for one (1} percent,
up to a maximum amount of ten (10) percent of the overall score.



The candidates with the highest total score will be offered the positions.

Those candidates will then be required to obtain and maintain a
security clearance, administrated by the Vancouver Police Department
(VPD.) Failure to obtain or maintain this clearance will result in removal
from the selection process and/or ITSU.

Successful applicants will then be required to attend a tactical medical
training day with BCAS and the VPD PSU intake-training course. In
addition, continuing ITSU specific training will be a requirement.

Successful applicants will have a minimum three (3) year commitment
to the Integrated Tactical Support Unit (ITSU).

ITSU members are expected to maintain a reasonable amount of
availability to deploy on missions and/or training. In situations where
multiple BCAS specialty and/or additional resources are being
deployed, ITSU members are expected to staff ITSU vacancies first.

This agreement is specific to the ITSU selection only and is without
precedent and prejudice to the parties positions on the collective
agreement.

Any operational issues resulting from this LOA will be addressed
through article 8.05 of the collective agreement.

Dated for reference: ﬁ}cﬁ‘vf g, 20/ oL

z5 7WWW£2 @%{: ‘

Les Fisher | Bronwyn Bartdf
For the Employer For the Union



Letter of Agreement

Article 3.04 process

For the duration of the Collective Agreement, the parties agree

that the following process will replace the language of article
3.04:

Where an interpersonal dispute arises between employees covered by
this agreement, an employee may take up the complaint in accordance
with the procedures below.

"Interpersonal Disputes" as used in this Clause shall be defined as a
series of repeated and intentional incidents whereby one employee
intimidates another. It shall not include action occasioned through
the exercise, in good faith, of the Employer's managerial/supervisory
rights and responsibilities. Nor does it include a single incident of a minor
nature where the harm, by any objective standard is minimal.

Where the complaint is based on a matter for which another dispute
resolution mechanism exists, then this process shall not be utilized.

. (a) If there is an allegation, the employee will approach their direct
supervisor or superintendent as appropriate, for assistance in resolving
the issue. The direct supervisor or superintendent will review the issue
being raised by the employee. The employer will conduct a full and
objective investigation; utilizing articles 11.04 and 11.05 and the
direct supervisor or superintendent will take steps to resolve the
concerns as appropriate within thirty (30) days of receiving the
complaint.

. (b) If the concerns cannot be resolved, the employee may submit a written
complaint to the Employer's Chief Operating Officer and President of
the Union, providing full particulars of the allegation, including the
name(s) of the individual(s) involved, the pertinent date(s), and the
wrongdoing which is alleged to have occurred.



(c)

(d)

(e)

®

Upon receipt of the complaint as stipulated in (b) above, the Chief
Operating Officer and President of the Union will review the
investigation and any steps taken to resolve the complaint. If the
parties agree that an appropriate investigation and attempt(s) at
resolution were completed, that will conclude the matter in its
entirety.

If, subject to (c), the parties agree that further steps are warranted,
they will appoint a mutually agreeable independent investigator within
fourteen (14) days. The mandate of the investigator will be to conduct
an independent investigation into the allegations captured in (b)
above, subject to articles 11.04 and 11.05 and as a finder of fact,
determine if the dispute has merit and/or harassment has occurred
and/or the complaint is frivolous, vindictive or vexatious in nature.
The investigator may also make non-binding, non-disciplinary
recommendations for the purpose of resolving the complaint between
the complainant and respondent(s). The investigator will be requested
to complete their investigation within thirty (30) days and will provide
a copy of their report to the employer and union. The investigator has
no authority to amend the collective agreement.

The employer may institute any or all of the investigators
recommendations. The employer may also take action(s) of the
investigators findings. Such action(s) are subject to the grievance
procedure captured in article 9.

If the employer and union disagree that the complaint warrants further
action by an independent investigator, the Chief Operating Officer and
President of the union may choose a mutually acceptable alternate
dispute mechanism/process. In the absence of agreement on an
alternate dispute mechanism or process within fourteen (14) days,
either party may advance the complaint to a mutually agreeable
investigator to provide findings of fact.




(2)
(h)

M)
@

(k)

If the parties are unable to mutually agree on an independent
investigator, either party may file a grievance under article 9 and
subject to the grievance procedure, seek relief under the Code.

The parties, after consultation and agreement, may release the
investigators findings and/or report to interested parties taking into
consideration statutory and confidentiality requirements.

The union and employer will share equally in the payment of fees and
expenses of the investigator,

This agreement may be amended, as required, in accordance with
article 8.05.

Either party may terminate this agreement after thirty (30) days of
written notification.

Dated for reference: Zo Au(rest 2l s

Les Fisher _ Bronwyn Barter
Chief Operating Officer Provincial President
For the Employer _ For the Union



LETTER OF AGREEMENT
BETWEEN:

THE BRITISH COLUMBIA AMBULANCE SERVICE
(“BCAS”)

AND

THE AMBULANCE PARAMEDICS OF BRITISH COLUMBIA,
C.U.P.E. LOCAL 873
(“APBC”)

Re: TRREGULARLY SCHEDULED EMPLOYEES

PREAMBLE:

(A)  Inthe Memorandum of Agreement between the Emergency Health Services
Commission (the “EHSC”) and the APBC, the parties agreed to a full review of
irregularly scheduled employees, and an attempt to make joint recommendations
to the PJLMC.

(B)  The parties recognize the review and recommendations need to provide a range of
options for flexibility. These options will allow for optimum levels of service

. delivery within a responsible fiscal framework.

(C)  After meeting, the parties reached a consensus and are making the following
recommendations to the PJLMC for consideration.

(D) These recommendations are jointly submitted pursuant to Section 4.6 of the
Memorandum of Agreement, and pertain to Full-time Irregularly Scheduled
Employees only.

(E)  The parties agree to meet to review or amend this agreement if and as required as
consequence of resolution or agreement made by the Hourly Rate Committee as
outlined in MOA Section 3.5.

IN CONSIDERATION OF THE MUTUAL PROMISES CONTAINED IN THIS
MEMORANDUM, THE PARTIES AGREE AS FOLLOWS:

Schedule A1.01(g) of the 12 Collective Agreement will be amended as follows and,

following amendments, the parties agree Full-Time Irregular Employees shall be
scheduled as follows:

A1.01(2)(/)  Irregularly Scheduled Employees

(a) There shall be two designations of irregularly scheduled employees:

Holiday Relief Spare Board (HRSB) will fill predictable work vacancies.

Final - March 29, 2006 Letter of Agreement
Page 1 of 7 Irregularly Scheduled Employees




®)

(©)

(dy

Irregular Scheduled Employees (ISE) will fill unpredictable work vacancies. All
Irregular Full Time employees are deemed to be ISE unless specifically notified
otherwise by the employer.

Notwithstanding Schedule A1.01(d) and (f), employees designated as HRSB or
ISE shall not be assigned or “own” an established shift pattern. For
administrative purposes only they will be anchored to a platoon for the purposes
of establishing the 56 day (crew) and 70 day (dispatch) schedule cycle and
vacation selection.

HRSB and ISE scheduled employees will be scheduled and paid in accordance
with the established 56 and 70 day work cycles.

All Trregularly Scheduled Employees are required to provide their designated
scheduler or the designated Scheduling Office with a telephone or pager number
for the purposes of contact for work allocation. These contact numbers must have
messaging services. Employees must ensure that their contact numbers remain
current with the scheduler or Scheduling Office.

A1.01(g)(ii) Holiday Relief Spareboard (HRSB) Emplovees

(a)

(b)

(©)

(@

(e)

The Employer will establish, at least annually, the number of HRSB employees
required for the Post. The number will be based on needs for shift coverage to
cover predictable work vacancies as defined in this Letter of Agreement.
Eligibility for HRSB designation will be made by seniority among eligible Full-
Time Irregular staff assigned to the Post. Work vacancies will be assigned to
HRSB employees on an equitable basis.

The Employer will notify the Union of the Posts in which it intends to utilize the
HRSB designation of Full-time Irregularly Scheduled Employees. This
notification will be distributed to staff within the respective Posts in which the
Employer intends to utilize the HRSB designation.

The Employer will determine the distribution of the HRSB employees for each
platoon based on operational need, and these numbers can be modified as
operationally required.

Where the required number of HRSB employees changes from year to year, the
least senior HRSB employee(s) by qualification level will be re-assigned to an
available position for which they are qualified.

Subject to the need for bona fide operational changes, scheduling will be done in
advance for the following vacation year. This is to coincide with annual holiday
selection.

Final - March 29, 2006 Letter of Agreement
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(8)

(h)

- AlL01

(@

(b)

The Employer agrees to make reasonable efforts to keep HRSB employees on a
platoon. The employer is not required to reschedule work that has already been
scheduled to facilitate this intent. When an HRSB employee is required to be
moved to another platoon due to changes in the predictable work schedule,
employees will be provided with at least 48 hours advanced scheduling notice by
the Employer using the primary contact number the employee is required to
provide. Notification means leaving a message with an individual answering the
contact number, leaving a message on the messaging system maintained by the
employee, or a documented attempt to contact the employee.

In the event unpredictable work vacancies need to be assigned to HRSB
employees, they will be assigned with as much advance scheduling notice as

possible, and, except as provided in (g) below, with not less than 48 hours
advanced scheduling notice.

If the Employer fails to provide an HRSB employee with 48 hours advanced
scheduling notice required under clauses (d) and (e) above, the Employer will pay
the affected employee an overtime premium (1-1/2 times the hourly rate) for all
worked hours that fall inside of the required 48 hour notice period, with a 1 hour
minimum. The overtime premium will be paid in replacement of, and not in
addition to, the regular earnings that the HRSB receives for the worked hours
inside of the required 48 hour notice period. .

iii) Irregular Scheduled Emplovees (IS

Without creating any obligation for a specific number of ISE irregular full time
staff, it is the intent of the Employer to maximize the number of ISE’s in the Post
with consideration for the historical, current and projected need for full-time shift
coverage. Where ISE’s are required to be scheduled, unpredictable work
vacancies will be assigned on an equitable basis, and with as much advance notice
as is possible.

ISE’s will be assigned work in accordance with the existing 56 and 70day pay
cycles. For the purpose of annual vacation entitlements and selection under
Article 19, the ISE working a 56 day cycle shall be deemed to be working Alpha
blocks for their vacation, and the ISE working a 70 day cycle shall pick vacation
in accordance with the practice of the respective dispatch centre.

ISE’s will normally be scheduled into shift vacancies that fall within a “work
block”. Shifts of work within the “work block” 96-hour-window, or outside of
the work block, may be altered by the Employer by providing the ISE as much
advance notice as possible by the Employer using the primary contact number the
employee is required to provide. Notification means leaving a message with an
individual answering the contact number, leaving a message on the messaging

Final - March 29, 2006 Letter of Agreement
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(d)

(¢)

®

(2

(h)

system maintained by the employee, or a documented attempt to contact the
employee.

If the Employer fails to provide an ISE employee with 24 hours advanced
scheduling notice required under clause (c) above, the Employer will pay the
affected employee an overtime premium (1-1/2 times the hourly rate) for all
worked hours that fall inside of the required 24 hour notice period, with a 1 hour
minimum. The overtime premium will be paid in replacement of, and not in
addition to, the regular earnings that the ISE receives for the worked hours inside
of the required 24 hour notice period.

ISE’s not already assigned to work schedules will be offered additional available
work before other employees that have already received work schedules.

When the Employer has assigned work to ISE’s in accordance with the processes
identified above, there is no requirement for the Employer to revisit the schedules
and re-assign ISE work.

Notwithstanding the requirements of Article 13.01 (j) of the 12™ Collective
Agreement, where the Employer determines a need to fill a vacancy on a
temporary basis within a post utilizing Irregular ISE staff, the Employer will
assign such temporary long-term vacancies to ISE’s working within that Post as
they become available. Temporary assignments will be offered to ISE’s in order
of service seniority of those ISE’s with the required qualification level.

ISE’s not assigned work after scheduled days off shall report to their “paper
station” of record. ISE’s will then be assigned work.

A1.01(g)(iv) Possible Shift Patterns — HRSB and ISE

(@)

(b)

HRSB employees on a 56 day cycle may be scheduled in full shift blocks
identified under Schedule A1.01(d) and (f), or a series of individual shifts that fall
within the shift patterns defined by Schedule A1.01(d) and (f). HRSB employees
on a 70 day cycle may be scheduled in full shift blocks identified under Schedule
A1.01 (e) and (), or a series of individual shifts that fall within the shift patterns
defined by Schedule A1.01 (e) and (f).

ISE’s on a 56 day cycle may be scheduled in individual shifts, a series of
individual shifts, or full shift blocks where the individual shifts fall within the
shift patterns defined by Schedule A1.01 (d) and (f). ISE’s on a 70 day cycle may
be scheduled in individual shifts, a series of individual shifts, or full shift blocks
where the individual shifts fall within the shift patterns defined by Schedule
A1.01 (e) and (f).

Final - March 29, 2006 Letter of Agreement
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(c) The necessary rest period language of Article 17.01 is not altered by this
agreement.

Al1.01(g)}(v) Hourly Rate Adjustments

(a) HRSB or ISE employees working shift patterns or any individual or combination
of shifts prescribed under Schedule A1.01(d) and (f) will be paid the appropriate
Hourly Rate Adjustment for each shift worked.

®) Hourly Rate Adjustments will be paid in accordance with the rates established in
Schedule B of the Collective Agreement.

(©) The Employer will pay HRSB employees the Hourly Rate Adjustment for
absences from work due to STIIP, WCB and Union Business, or any other paid
leaves approved by the Employer.

(d)  The Employer will pay ISE’s the Hourly Rate Adjustment for absences from work
due to STIIP, WCB and Union Business, or any other paid leaves approved by the
Employer, for shifts that have been scheduled in advance. In the event of
absences where no shifts have been assigned, the Hourly Rate Adjustment is not
applicable.

A1.01(g)(vi) Definitions

The definitions incorporated in this document apply only to this agreement

Predictable Work means only annual vacation entitlements plus scheduled statutory
holiday entitlements for the Post.

Unpredictable Work means all other Post work that can not be predicted in advance for
the upcoming vacation year, including short term book offs, training, CME extended sick
leave, WCB, and other leaves that may be paid, or unpaid by the Employer.

“Work Block” means those hours of work within a 96 hour consecutive hour period
commencing with a day shift.

Overtime premiums contained in Schedule A1.01 of the 12th Collective Agreement are
one and one half (1-1/2) times the employees normal hourly rate of pay for all hours to
which the premium applies.

Implementation

The parties agree that the hourly rate adjustment (Schedule A1.01 (g)) aspects of this
agreement will be effective May 1, 2006, and the balance of the agreement will
implemented by July 1, 2006.

Final - March 29, 2006 Letter of Agreement
Page 5 of 7 Irregularly Scheduled Employees
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7

Dated: 2 /MDZ ,?‘?/é A
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Examples for application of short notice scheduling change penalties:

HRSB Employee, platoon normally works 8, 9, 10, 11, on a 12 hour alpha shift (D-D-N-
N)

4 5 6 7 8 9 10 11 12 13 14 15

Shift off off off off 0630 0630 1830 1830 Off off Off off
start (12) (12) (12) (12)

Example 1 - Contacted at 0'630 on the 6™ to move his shifts to D-D-B-B. New schedule:

4 5 606630 | 7 8 9 10 11 12 13 14 15

Shift | off off off off 0630 [ 0630 (1136 | 1130 | Off off Off off
start 12 [0y [abh |ap

No penaltles no hours worked between 0630 on the 6™ (notification tlme) and 0630 on
the 8™ (actual first worked hour time)

Example 2 - Contacted at 0800 on the 6™ to move his shifts to D-D-B-B, but earlier D

shift starts (0530)
4 5

60800 | 7 8 9 10 11 12 13 14 15
Shift | off off off off 0530 | 0530 | 1130 | 1130 | OFf oft Off off
start (12) 12 ay  |ay

Only 45.5 hours notification time from 0800 on the 6™ to the 0530 start on the 8™, pay
premium rate instead of regular rate from 0530 to 0800 on the 8™. (12 hour shift, pay first
2.5 hours at 1-1/2 and remaining 9.5 at regular)

Example 3 - Contacted at 0800 on the 7™ to move his shifts to 10-11-12-13 instead of 8,
9, 10, 11 still dmj an D-E-N-N pattern

6 70800 | 8 9 10 11 12 13 14 15
Shift off off off off off off 0630 0830 1830 1830 Off off
start 12) o 12 (12

More than 48 hours notiﬁqation time from 0800 on the 7™ to the 0630 start on the 10™.
No premium payment for the change.

Example 4 — Contacted at 0800 on the 6™ to move his shifts to 8,9, off, 11, 12, working
an E-B-C-N pattern.

4 5 6o8a0 | 7 8 9 1 11 12 13 14 15

Shift | off off off off G830 | 1030 | oFf 360 | 1800 | off off off

start o lay an_ |[aa

More than 48 hours notification time from 0800 on the 6™ to the 0830 start on the 8™, no
premium payment for the changes.

These examples are showing the 48 hour notice period for the HRSB irregular full time
employee. The 24 hour notice period requirements for the ISE would be respectively
adjusted.

Final - March 29, 2006 Letter of Agreement
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LETTER OF AGREEMENT
BETWEEN:
THE BRITISH COLUMBIA AMBULANCE SERVICE
("BCAS H)
AND
THE AMBULANCE PARAMEDICS OF BRITISH COLUMBIA,
C.U.P.E. LOCAL 873
(HAPBC")
Re: IRREGULARLY SCHEDULED EMPLOYEES

Further to the March 29, 2006 Letter of Agreement between the BCAS and the APBC CUPE 873
regarding Irregular Employees, the parties agree to the following:

1.

In the absence of a schedule change notification as outlined in the LOA, the HRSB and ISE
irregular employees are deemed to be scheduled:

a. on a four on — four off pattern where working a 56 day cycle; or

b. on a four on — six off pattern where working a 70 day cycle

When contacting an HRSB or ISE employee with respect to working shifts outside of the
normally anticipated administrative platoon the scheduler will clearly identify whether the
shift is:

a. A scheduling change that will be considered part of the 56 or 70 day schedule cycle.
Such shifts are subject to the short notice exception language outlined in the LOA; or

b. An extra shift. Extra shifts are not subject to the short notice exception language
outlined in the LOA and are paid at the appropriate recall rate for the circumstances.

. Recognizing that Irregular employees are paid their full regular wages each pay period,

irrespective of the actual hours worked, they continue to be responsible to ensure that they
have worked the full schedule hour requirements for their respective 56 or 70 day cycle. At
the end of each cycle a reconciliation of hours will occur with determination of whether the
employee worked too many or too few hours.

e Where the employee has worked more than the required hours in the 56 or 70 day cycle
the additional hours will be compensated at the rates outlined in Article 16.04.

e Where the employee has worked less than the required hours in the 56 or 70 day cycle
they owe the employer the balance of hours and the employee will be notified in writing,
via the corporate email system, of such adjustments. The balance of hours not worked
but already paid for, and therefore owed by the employee to the employer, will be carried
forward at the end of each 56 or 70 day cycle to the next cycle for inclusion and
scheduling as part of the employees normal work assignments. Carry over hours will not
be scheduled on the Irregular Employee’s scheduled holidays unless mutually agreed.

August 23, 2006 Page 1 of 2
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4. Where the Irregular employee works an “extra shift” as contemplated in 2(b) above the
applicable recall rate as outlined in Articles 16.04 and 19.10 will apply and the employee will
be paid for such extra shifts each pay period. The employee must claim for the extra shift(s)
using a Full Time Pay Report Form.

For the Union

2520 0N TN

s, ‘

For the Employer

v

IS

Dated: QM 24 /Dé
J

August 23, 2006 Page 2 of 2
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Letter of Agreement

Between

The British Columbia Ambulance Service (the employer)

And

The Ambulance Paramedics of BC (the Union)

KELOWNA POST REORGANIZATION

The parties agree that:

A) There are currently four (4) excess ACP Irregularly scheduled employees in
the Kelowna Post

B} There is currently an unstaffed Oscar car trial unit in the Kelowna Post
C) There is grievance(s) on the matter

In consideration of the above, the parties agree to reorganize the Post as
follows:

1) The employer will implement an ACP only Post shuffle of the current regular

and irregular employees attached to the Post. This will be conducted without
a Provincial Posting. ‘

2) The Positions available for the shuffle shall include:

a) One (1) ACP Alpha Unit and one (1) ACP Bravo unit for a total of

twelve (12) ACP regular scheduled positions inclusive of one (1) Unit
Chief.

b) There will be two (2) ACP Irregularly scheduled positions available in
the Post shuffle.

3) Upon completion of the ACP shuffle, contemplated above the employer will

be positioning the ACP bravo unit at station 341 and the ACP Alpha unit will
be positioned at station 340. .




4) There will be one (1) Unit Chief Position at each station and subject to the
ACP shuffle above; the employer will relocate one of the BLS units 340 Al or
A2 to station 341.

5) The employer will post for two vacant {2) regular scheduled PCP IV positions
provincially to fill current vacancies.

a) One position in the Kelowna Post shall be on the low acuity aircraft
(380) and the successful applicant must be willing and able to fly.

6) The employer will post for two (2) Irregular Scheduled PCP provincially.

7) After the close of the above posting, the employer will conduct a BLS Post
shuffle inclusive of the current Oscar unit incumbent,

8) Atthe conclusion of the above postings and Post shuffles the critical care and
low acuity air units (380B1 & B2} are no longer attached to the Kelowna Post
and shall be considered a single opevator Post. The positions and staff
attached to the 380 station will be considered a standalone station per the
Collective Agreement.

9) The above will be completed prior to the Post Holiday selection process. The
parties recognize this may delay the normal holiday process and will work
together to complete as quickly as possible.

10)The current Part time staffing and deployment models will not he impacted
by this agreement.

For clarity, at the completion of this process, the Kelowna Post shall be comprised of
the following full time units, staff and deployment:

Station 340: Alpha (ACP) and Alpha (BLS)

Station 341: Alpha (BLS) and Bravo (ACP)

ALS Irregular Scheduled Employees: 2 positions
BLS Irregular Scheduled: 3 Positions

The Parties agree that this constitutes full and final settlement of the outstanding
grievance(s) on the Kelowna Post and is strictly without prejudice and precedent to
either parties’ current or future positions.

Dated for reference: 3 December 2013

v

For the Employer For the Union




BCEH S BC Emergency
Health Services

Mr. Cameron Eby June 13, 2017
Provincial Secretary Treasurer

CUPE Local 873

Ambulance Paramedics of British Columbia

Unit 105-21900 Westminster Highway

Richmond, BC V6V 0A8

Kilo car guarantee 4hr pay conditions

Further to our meeting of June 12, 2017, this letter will outline the reasons for the interim
Kilo guarantee and the conditions attached to the guarantee. The employer is in the
process of reviewing Kilo car coverage and usage to determine the most suitable
scheduling method moving forward. This is all taking place as part of the Action Plan
review of service delivery. On an interim basis, the employer has determined that it
wishes to implement a guarantee of 4hrs pay per Kilo shift. This interim measure will be
in place until either a new service delivery model is implemented or 2019 bargaining is
concluded, whichever occurs first. This process will replace the current process in place
within the north of the province and will apply province wide.

The following conditions will apply for the 4hr guarantee payment, effective July 1,
2017

1. Employees assigned to work a Kilo shift and who complete the shift without a call
out, shall receive a supplementary 4hrs pay.

2. Employees shall continue to receive pager pay as per the current practice.

3. Employees who work a partial Kilo shift, or split a Kilo shift with another
employee, i.e. do not work the complete Kilo shift, shall not receive the 4hrs pay.

4. The employer reserves the right to activate employees for up to four hours in
substitution of the above guarantee, for the purposes of training, which would
occur no more than 10 times per year.

5. In the event employees are activated for the purpose of training the following will
apply:

a. Any call out received within the first 2 hrs of the training activation will
not attract a second call out and will be considered a continuation of the
training activation;

b. If this call exceeds 4 hrs from the start of the training activation,
employees will be paid as per current practice.

c. Any call out received within the second 2hrs of the training activation will
be considered a separate call out and attract a 4hr minimum payment.

d. The employees’ supervisor shall notify employees at least 7 days prior to
the training day and the need to report for training.

6. Kilo shifts will continue to be assigned as per the current practice.



BC Emergency Health Services

Please confirm by letter the Union’s agreement on the initiative and associated terms, as
defined above.

Sincerely,

LN,
( AT

Kevin Payne
Labour Relations Strategic Lead

Ce Barbara Fitzsimmons — Chief Operating Officer
Paul Vallely — Senior Provincial Executive Director, Patient Care Delivery
Nancy Kotani — Chief Transformation Officer
Bronwyn Barter — President, Ambulance Paramedics of BC CUPE Local 873
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June 13, 2017

Ms. Barb Fitzsimmons

Chief Operating Officer

BC Emergency Health Services
P.O. Box 9600, Stn. Prov. Govt.
Block C, 2261 Keating X Road
Victoria, BC V8W 9P1

Attention: Mr. Kevin Payne, Director — Labour Relations

Dear Kevin;

Re: Kilo car guarantee 4hr pay conditions

The Union is in receipt of the Employer's June 13, 2017 dated letter which arises out of collaboration
between the Ambulance Paramedics of BC, and BC Emergency Health Services commission.

The following conditions will apply for the 4hr guarantee payment, effective July 1, 2017:

1.

Employees assigned to work a Kilo shift and who complete the shift without a call out, shall
receive a supplementary 4hrs pay.
Employees shall continue to receive pager pay as per the current practice.
Employees who work a partial Kilo shift, or split a Kilo shift with another employee, i.e. do not
work the complete Kilo shift, shall not receive the 4hrs pay.
The employer reserves the right to activate employees for up to four hours in substitution of the
above guarantee, for the purposes of training, which would occur no more than 10 times per year.
In the event employees are activated for the purpose of training the following will apply:
a. Any call out received within the first 2 hrs of the training activation will not attract a second
call out and will be considered a continuation of the training activation;
b. If this call exceeds 4 hrs from the start of the training activation, employees will be paid as
per current practice.
c. Any call out received within the second 2hrs of the training activation will be considered a
separate call out and attract a 4hr minimum payment.
d. The employees' supervisor shall notify employees at least 7 days prior to the training day
and the need to report for training.

6. Kilo shifts will continue to be assigned as per the current practice and the Collective Agreement.

Page 1 of 2



W2

The Union accepts and agrees to the terms and conditions as per the Employer’s letter dated June 13,
2017, with amendments made within the body of this letter, on a without prejudice basis as per Article
8.05 of the Collective Agreement.

Sincerely,

Bronwyn Barter

Provincial President

Ambulance Paramedics and Emergency Dispatchers of BC
CUPE Local 873

Cc:  Barbara Fitzsimmons - Chief Operating Officer, BCEHS
Paul Vallely - Senior Provincial Executive Director, Patient Care Delivery, BCEHS
Nancy Kotani - Chief Transformation Officer, BCEHS
Cameron Eby - Provincial Secretary Treasurer, CUPE Local 873

BB/sw/MoveUp
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April 27 2005 Without Prejudice-or-Precedent

Mr. Tom Manz

Provincial Secretary-Treasurer
Z.U.P.E. Local 873 ‘
21331 Gordon Way, Suite 2270
Richmond, B.C. V6W 1]9

Attention: Bronwyn Barter, Provincial 1st Vice-President

re: Letters of Expectation

* ® * Kk ok ok %k

On behalf of BCAS Labour Relations we write in respect of the topic matter. The letter
follows receipt of a Copy of letters sent, respectively, to Regional Director Dave Maedel
re: a Region 1 disciplinary letter to Pmdc. Natalie Hunt, and to Regional Director
Michael Sanderson re: a Region 2 disciplinary letter to Pmdc. Alan Plett.

Each letter quéries “...whether the employer has changed théir agreed to practice with regards
to the use and intent of Letters of Expectations.”

The simple and straightforward answer to your query is “No.” Think of LoE’s as
“written counseling”. Obviously some need has arisen for the recipient to be reminded
of what BCAS expectations are in a certain area. The fact that a single individual or
ambulance crew perhaps received a LoE and not a host of other paramedics clearly
indicates the matter giving rise to the LoE was incident-specific. But no matter. The
intent of the LoE remains the same. Itis a counseling session - nothing more, nothing
less — and not discipline. For a letter to be discipline there needs to be explicit warning
contained within. .

To put LoE’s in perspective, recall if you will the issuance October 17, 2001 of the
Arimare memorandum Harassment in the Workplace / Standards of Conduct [see Intranet
BCAS website Human Resources page, Workplace Conduct folder]. In addition, recall if
you will the issuance November 4, 2002 of the Valuable Insights on Workplace Conduct
Requirements [BCAS website, supra]. The former of those memoranda, you will
remember, was circulated by means of an 11”X17” bi-fold document to each individual
paramedic in the province - full-time, part-time whether metro, urban, rural or remote-
based.

...... 222
Minlstry of Hoalth Sarnvices Human Resources -5~ Labour Relations Broadway Plaza
B.C. Ambulance Service €84 Wost Broadway
Ste. 1202 .
Vancouver, B.C. V5Z 4C2
Tel: (504) 660-6006

Fax: (604) 680-3280
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The above memoranda to the field consttute “counseling” on a mass scale — documents
that set out the requirements and directions and expectations for employee conduct, i.e.
the memoranda satisfy the common law requirement for Notice to be provided when
performance criteria are intended to be relied upon. The only difference between those
memoranda and LoE's is the fact the target audience was “BCAS All”. The target
audience of a LoE by contrast is normally only one or two paramedics.

Having made the above comparison, the issuance of a LoE has no bearing on the
quantum of discipline meted out, anymore than the fact of mass distribution of the
Harassment in the Workplace / Standards of Conduct memorandum 3 ¥z years ago would
entitle BCAS to “leverage” a disciplinary penalty.

Suggestion has been made that in order to avoid confusion among recipients -- about
the role of LoE’s vis-a-vis their disciplinary record -- that no mention of the issuance of a
LoE be contained within a subsequent disciplinary letter to them. As would be the case
with the Harassment in the Workplace / Standards of Conduct memorandum, factis a LoE
would be admissible as evidence at any subsequent arbitration, should the need arise.
Said suggestion has merit to recommend it, and we will communicate that expectation
for future disciplinary letters to all Regions.

Thank you for including this department in your expression of concern about LoE’s. We
trust the preceding explanations assist the Union to better understand how BCAS
Labour Relations views LoE’s. :

Kind regards,

W. Baird Blackstone
Provincial Manager, Labour Relations

c.c Tony Arimare, Vice-President, Humarn Resources and Labour Ralatlons
Fred Platieel, Chisf Regional Officer
Regional Directors
Human Resource Managers

F-003
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February 12, 2004

Tom Manz ' Cliff: 437115
Provincial Secretary Treasurer Without Prejudice or Precedent
Ambulance Paramedics of BC

- CUPE Local 873
2270 — 21331 Gordon Way
Richmond, BC V6W 1J9

Attention: Bronwyn Barter, Provincial 1% Vice-President

Dear Ms. Barter:

RE: Letter of Expectation Sub-Committee

BCAS & CUPE Local 873 representatives met on February 12, 2004 to discuss
Letters of Expectation. The parties agreed that there have been very few concerns
in the last year. BCAS agreed to provide an education update to the managers to
provide some guidance.

Yours truly,

Londa el

Sandra Noel
Provincial Manager, Human Resources

cc: W. Baird Blackstone, Provincial Manager, Labour Relations
Grievance File — Cosmacini

Ministry of British Columbia Provincial Headquarters

Health Services Ambulance Service PO Box 9600 Stn Prov Govt
712 Yates St. 5th Fl
Victoria BC V8W 9P1
Telephone: 250 953-3298
Facsimile: 250 953-3119



AMBULANGE PARAMEDICS
OF BRITISH COLUMBIA

CUPE LOCAL 873

UNIT 2270, 21331 GORDON WAY, RICHMOND, B.C. V6W 1J9
TEL: (604) 273-5722 TOLL FREE: 1 (866) 273-5766
FAX: (604) 273-5762 TOLL FREE FAX: 1 (866) 273-5762
E-MAIL: apbc@axion.net

December 17, 2003

Mr. Paul Gotto

Acting Executive Director

British Columbia Ambulance Service
PO Box 9600 Stn Prov Govt

5% F1,, 712 Yates St.

Victoria BC V8W 9P1

Dear Sir:

The parties had discussions regarding an outstanding policy grievance with regards to
letters of expectations at the last PJLMC on November 13, 2003.

The union proposes that the parties meet and discuss this agenda item further. Please
.advise if the employer is interested in meeting and if so, please include possible dates.

Sincerély,

Bronwyn Barter
Provincial Vice-President
CUPE Local 873

e v -

cc:  Sandra Noel
Fred Platteel
Tony Arimare
Provincial Executive Committee

BB/ki
opeiu 15
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AMBULANCE PARAMEDICS
OF BRITISH COLUMBIA

CUPE LOCAL 873

UNIT 2270, 21331 GORDON WAY, RICHMOND, B.C. V6W 1J9
TEL: (604) 273-5722 TOLL FREE: 1 (866) 273-5766
FAX: (604) 273-5762 TOLL FREE FAX: 1 (866) 273-5762
E-MAIL: apbc@axion.net C

February 11, 2003

Mr. Paul Gotto

Acting Executive Director

British Columbia Ambulance Service

PO Box 9600 Stn Prov Govt

5™ Floor, 712 Yates Street ,
- Victoria, BC V8W 9P1 .

Attention: Florian Penonzek, Labour Relations Consultant

Déar Sir:

Re: Letter of Expectation Sub-Committee

Further to our letter of January 22, 2003 in the above captioned matter, we regret to
inform you that the Union must cancel the meeting scheduled for February 13, 2003.

I was able to advise Sandra Noel of this change vduring a telephone conversation this
morning. :

We will review our calendars, and propose future dates for convening this meeting.

Thank you for receiving this notification.

Provincial 1% Vice-President
CUPE Local 873

cc: Provincial Executive Board, CUPE Local 873
John Horsﬁeld

RB/rmn
Opeiu 15




AMBULANGE PARAMEDICS
OF BRITISH COLUMBIA

CUPE LOCAL 873

UNIT 2270, 21331 GORDON WAY, RICHMOND, B.C. V6W 1J9

TEL: (604) 273-5722 TOLL FREE: 1 (866) 273-5766
" FAX: (604) 273-5762 TOLL FREE FAX: 1 (866) 273-5762

E-MAIL: apbc@axion.net : | F /AN >Z =
January 22, 2003 ‘ W zan3) -

Mr. Paul Gotto

Acting Executive Director

British Columbia Ambulance Service
PO Box 9600 Stn Prov Govt

5™ Floor, 712 Yates Street

Victoria, BC V8W 9P1

Attention: Florian Penonzek, Labour Relations Consultant

Dear Sir:

Re: Letter of Expectation Sub-Committee

This letter is in response to your correspondence dated January 20, 2003 in the above
captioned matter. '

In our subsequent telephone conversation the same day, you advised me that you were no
longer available to meet on February 11, 2003 due to personal reasons. You also
indicated that you would be able to meet on February 13, 2003, in lieu of February 1%,
Please be advised that we are agreeable to meeting on Thursday, February 13, 2003 at
1300 hours, at the Region 1 Human Resources Office in Victoria.

Thank you for receiving this notification.

Rob Boorman
Provincial 1% Vice-President
CUPE Local 873

cc: Provincial Executive Board, CUPE Local 873
John Horsfield

RB/mmn
Opeiu 15
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January 20, 2003

Mr. Tom Manz ‘
Provincial Secretary-Treasurer
CUPE Local 873

Unit 2270 - 21331 Gordon Way
Richmond, B.C. V6W 1J9

Attention: Rob Boorman, Provincial 1* Vice President

Dear Mr. Boorman:

RE: Letter of Expectation Sub-Committee

This is in reply to your letter, of January 9, 2003, respecting convening
a meeting of the above.

Ms. Noel and I will be available to meet with you and Mr. Horsfield at 1:00PM on
Tuesday, February 11 or Wednesday February 12, 2003, at the Reglon s HR Office in
" Victoria at 3300 Douglas Street.

Please confirm, in wntmg, if you are able to attend at either of these times and at the
specified location.

Yours truly,

4 gonan Penonze\?/y(—__—'

LR Consultant, BCAS

Pc: Sandra Noel, Provincial Manager, HR
W. Baird Blackstone, Provincal Manager, LR
Tony Arimare, Director, HR & LR

Ministry of Health Services British Columbia Human Resources/
Ambulance Service Labour Relations
1202 — 601 West Broadway
Vancouver BC V5Z 4C2
Telephone: (604) 660-6006
Facsimile: (604) 660-3280
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October 26, 1998
Ref. No. 1525-20

Gordon Frost

Provincial Secretary Treasurer

CUPE Local 873

Ambulance Paramedics of British Columbia
2270-21331 Gordon Way

Richmond BC V6W 1J9

Attention: ' John Strohmaier
1% Vice-President

Dear Sirs:

RE: Letters of Expectations

This is to acknowledge receipt of your letter dated October 1, 1998 and
received on October 7, 1998 regarding the above noted matter which was
also discussed at the 3 1/2 meeting of August 28, 1998.

This will acknowledge that letters of expectation are not disciplinary in
nature. They will not be used in a disciplinary context. They are utilized to
communicate the standards expected.

It is also acknowledged that as letters of expectation are non-disciplinary
they are also non-grievable. It is agreed that they will not be introduced as a
prior disciplinary matter nor will they be prejudicial in anyway for promotions,
postings, etc. ‘

It is important to note, however, that they are not necessarily precluded from
being introduced into evidence before a third party. For example, if an
employee has been given some form of discipline for their actions, and those
actions touch on issues for which a letter of expectation was given, then
that letter can be introduced. It would not be introduced as prior discipline
but only to indicate that the employee was previously made aware of the
expected standards.

.2
Minfstry of Health and British Columbia Provincial Headquarters
Ministry Responsible for Seniors Ambulance Service 2nd Fl., 1810 Blanshard St

Victoria BC VBV 1X4

Telephone: {250} 952-0888
Facsimile: {250} 952-0905
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In reviewing the Union's letter and the above, it would appear that this
reflects both parties understanding.

| trust that this now concludes all the grievances filed in relation to Letters of
Expectation.

Yours sincerely,

\ e

R.P. (Val Pattee)
Executive Director

pc: Vince Ready
Greg Wood



| AMBULANGE PARAMEDICS ms
OF BRITISH COLUMBIA e
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CUPE LOCAL 873

UNIT 2270, 21331 GORDON WAY, RICHMOND, B.C. V6W 1J9 (604) 273-5722
FAX: (604) 273-5762

October 1, 1998

Mr. Val Pattee

Executive Director

B.C. Ambulance Service ‘
2" F1., 1810 Blanshard Street
Victoria, B.C. V8V 1X4

Dear Sir:

Re: Letters of Expectation

- We are writing further to our Step 32 meeting of August 28, 1998 regarding our
understanding of letters of expectation.

It is our understanding that the employer acknowledges that letters of expectation will
never be used in a disciplinary context and further the émployer undertakes not to do so.

A letter of expectation is not a warning in a traditional disciplix‘lary sense in that the
purpose is not to persuade the employee to change behaviour for which they are
blameworthy. Rather, the purpose is simply to communicate the standard expected.

The parties also agree that letters of expectation are non-disciplinary and non-grievable,
and therefore will not be introduced as a prior disciplinary matter nor will they be
prejudicial in any way for promotions, postings etc. =~

Finally, we understand that employees who receive these letters are entitled to respond to
the content and such response will remain where the letter of expectation resides for as
long as the letter of expectation exists.

2/




Upon confirmation of your agreement that the foregoing interpretation reflects our
mutual understanding, the Union will withdraw our grievances related to non-diseiplinary
letters of expectation.

: \
J. Strohmaier

Provincial 1 Vice-President
CUPE Local 873

cc: Executive Board
Grievance Files 980415-1S, 980403-2W, 980405-2W, 980719-2W, 980535-2W
980528-2W, 980529-2W, 980542-2W, 980725-2W, 980714-2W, 980534-2W,
980530-2W.

JS/rmn
oteu 15
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,/“M ELEMENTS OF A
“LETTER OF

EXPECTATIONS”

- Non-disciplinary
- No allegations of wrong doing

- No consequences stated

Sets out what expeCted of employee

Positive tone

- Reinforcing manner

Reasonable Expectations
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Letter of Agreement Respecting June, 2010 Re-Organization of Operator B-88 in Vancouver Post

The parties execute this Letter of Agreement for the purpose of resolving the issue of staff downsizing
and reorganization in Operator B-88, the Vancouver Post Transfer Fleet, that is scheduled to take place
effective July 1, 2010. With the exception noted in Section 6, the parties agree to the following
procedures without prejudice to either party’s views or positions on the merits of the B-88 matter under
consideration, and without precedent to either party for any future staffing challenges the Service may
face. As noted, Section 6 is with prejudice and is made as an ongoing commitment by the parties for the
life of the current collective agreement. This Letter of Agreement is entered into strictly for the purpose
of effecting an orderly resolution to the current specific situation based upon its unique circumstances
and facts. This agreement is deemed to resolve all outstanding issues between the parties with respect

to the current B-88 reorganization initiative,

1) Subject to Section 2 below, current staff at B-88 who are assigned to a Transfer Fleet position
under duty-to-accommodate obligations of the employer shall continue in a B-88 position under
this Letter of Agreement at the rate-of-pay they currently earn.

2} In addition to the staff identified in Section 1 above who remain medically accommodated on
the Transfer Fleet, the remaining current staff at B-88 who possess EMR certification shall be
entitled to retain a position on the Transfer Fleet if they are able to perform the assigned work,
which will not include the Ambulatory Patient Van,

3) All current available regular position vacancies in both Operator B-88 and on the Emergency
Fleet in the Vancouver Post shall be filled by way of a three-part Vancouver Post “shuffle”
process that shall proceed as follows :

a) Current Regular Full-Time Emergency Fleet PCP staff in the Vancouver Post shall be
subject to an initial “shuffle” in accordance with Schedule A 1.01 (c}.

b) Current B-88 employees holding EMR certification, and those PCP-certified employees
who are deemed accommodated on the Transfer Fleet, will remain on the transfer fleet.

¢) The remaining PCPs currently assigned to B-88 and those PCPs assigned to the
Emergency Fleet in the Vancouver post nﬁay select Operator B-88 until a total of 23
Employees are assigned to B-88.

d) The 23 employees who select B-88 shali pick, in order of seniority, positions on the

transfer fleet.

B-88 Transfer Fleet Reduction Agreement 100621 FINAL.docx




e) Upon completion of this process by the Scheduling Department, the resulting Vacancies
on the Emergency Fleet within the Vancouver Post shall be open simultaneously to
qualified staff in operator B-88 who did not select operator B-88 and to all Full-time
Irregular Employees assigned to the Vancouver Post. Selection for vacancies shall be by
application of seniority until all current Vancouver Post regular and irregular full-time
positions are filled.

4) Subject to Section 1 preceding, the parties agree that for purposes.of the application of Section 3
above Operator B-88 shall have a designated complement of twenty (20) Regular Full-Time
positions, and three (3) Irregular Full-Time positions attached to Operator B-88 exclusively.
Should the Employer add additional full time positions to B-88, posting shall be in accordance
with Article 13, subject to Section 8 below.

5) The parties agree that subject to Section 2 above, any new staff who are assigned to Operator B-
88 shall receive the established rate for that operator, namely the EMR rate, regardless of
license level held by the employee.

6) The parties agree that as a result of the application of this Letter of Agreement, no EMR-certified
paramedics shall be permitted to move into either full-time regular or full-time irregular
positions, except for Transfer Fleet positions in any Metropolitan post.

7) The parties agree that employees currently assigned to Operator B-88 shall have the option to
elect severance from BCAS in lieu of participating in the “shuffle” captured in Section 3 above
and/or in lieu of the recall and bumping options otherwise available to them under Article 14.02
(c) of the collective agreement. Individuals who elect the severance option shall, in the result,
be terminated from their employment with BCAS and enjoy no further rights under the
collective agreement.

8) The parties agree that in the event of voluntary staff movement out of Operator B-88 after the
preceding reorganization occurs, the current twenty (20) regular and three (3) irregular
positions at Operator B-88 shall continue to be filled by means of vacancy posting under the
provisions of Article 13, with the proviso that employees who held a Transfer Fleet position as of
June 30, 2010, and who were displaced, will have right-of-first-refusal for future B-88 vacancies
until all displaced B-88 employees have been offered a position back on the Transfer Fleet. Once
an employee declines a position, their name will be removed from this list.

9) The re-staffing arrangement in Section 8 above is agreed to continue unless {he Employer were

to be directed at some point in future to reduce the staff complement at B-88 beneath the

B-88 Transfer Fleet Reduction Agreement 100621 FINAL.docx




9) The re-staffing arrangement in Section 8 above is agreed to continue unless the Employer were

to be directed at some point in future to reduce the staff complement at B-88 beneath the
established twenty-three (23) positions described herein. In such instance, were it to occur, the
parties agree to meet in timely fashion pursuant to the requirements of provincial legislation

and the collective agreement to effect the staff changes necessitated by any such direction.

Signed on behalf of : Signed on behalf of ;

The Union, this Z__l_ day of June, 2010. The Employer, this Z( day of June, 2010.
“—7%herman Hillier, Recording Secretary W. Baird Blackstone, Director, Labour Relations
APBC - CUPE Local 873 Emergency-&-Health Services Commission

o

B-88 Transfer Fleet Reduction Agreement 100621 FINALdocx




August 24, 2006

Letter of Agreement
Lower Mainiand Transfer Fieet and Special Operations Supervision

BETWEEN:
EMERGENCY HEALTH SERVICES COMMISSION
{"the Employer"}
AND
AMBULANCE PARAMEDICS OF BRITISH COLUMBIA, C.U.P.E. LOCAL 873
(“the Union")

Preambie:

in accordance with clause 5.4 of the Memorandum of Agreement (MOA) dated September 11,
2004 and the 12t Collective Agreement the parties recognize the need for enhanced and effective
supervision within the Transfer Fleet and the Special Operations of the BCAS.

In consideration of the mutual promises made in this agreement the parties agree as follows:

1) The Employer will reclassify the following positions:
i Unit Chief Transfer Fleet to be reclassified to District Supervisor Transfer Fleet; and
ii. Unit Chief Special Operations to District Supervisor Special Operations
using the District Supervisor classification and rate of pay in accordance with Schedule A
of the 12t Collective Agreement.

2) The current incumbent Employees of the Unit Chief Transfer Fleet and the Unit Chief Special
Operations, without prejudice or precedent and in variance with the agreed upon District
Supervisor selection process, will be converted to the District Supervisor positions effective the
date of this agreement.

3) Forthe purposes of lateral transfers pursuant to article 13.03(c} the two incumbent employees
will remain at the Unit Chief classification and will not be eligible to lateral to another District
Supervisor position until they first meet the requirements for selection to the District Supervisor
level via the criteria and process outlined in Articles 13.03(a) and 13.03(b).

4) In the event of future reallocation, changes and/or reclassification with the positions of District
Supervisor Transfer Fleet and Unit Chief Special Operations the incumbent Employees
occupying the positions will revert/maintain their status(s) as Unit Chief(s).

5) The parties agree that the fopic positions are wholly administrative in nature and do not involve
direct patient care. In recognition of this the parties agree, without prejudice or precedent to
any other matter, that the requirement for EMA ficensure of the incumbent Employees will not
be required while employed in that capacity, and that the incumbent employees will maintain
their pay at their last license level. In the event the incumbent employees wish to transfer to an
alternative paramedic position they will be required to obtain and maintain the appropriate
license in accordance with Article 23.01(a).



6} In the event either incumbent vacates their District Supervisor position, and the position is
posted, future applicants considered would need o first meet the requirements for selection to
the District Supervisor level pursuant to the criteria and processes outlined in Articles 13.03(a)
and 13.03(b).

For the Employer

'n; - /%

Dated:ﬂ)"«&) 2 /«aé




LETTER OF AGREEMENT
Between:

Emergency Health Services Commission
(‘the employer™)

And

Ambulance Paramedics of B.C., CUPE Local 873
(“the union)

RE: Military Leave

Preamble:

A) The parties recognize the importance and mutual benefits of CUPE
members serving with the Canadian Armed Forces.

B) The employer is willing to grant leaves of absences to employee’s
serving with the Forces.

In consideration of the above, the parties agree to the following:

1) Anunpaid lean;e of absence will be granted to employees for service with
the Canadian Armed Forces.

2) “Service” is defined as any training, deployment on peacekeeping
missions, active duty during an armed conflict or war and/or a domestic
emergency requiring military assistance,

3) For the duration of such leaves as captured above, the employee’s date of
hire and/or service seniority will not be adversely affected and the
employee will continue to accrue seniority and continuous service will
not have been deemed interrupted.



4) This agreement will be in effect from the date of signing for the duration
of the September 11", 2004 MOA and 12™ Collective Agreement.

5) Article 32.02 of the 12" Collective Agreement will apply to this
agreement.

6) Either party may amend this agreement through Amcle: 8.05 of the 12"

Collective agreement.
— 1'\
N ——— N
For the Employer For the Union

Date: /?Mj j,’;_ 200¢



Adjustment Plan

Relocation of Victoria Air Operations Dispatch

Pursuant to Section 54 of the Labour Relations Code and Article 25 of the Collective Agreemént in force
between the parties, the Emergency & Health Services Commission (EHSC) and the Ambulance
Paramedics of BC CUPE 873 have agreed to the Adjustment Plan set out in this document.

As a result of the consolidation of all patient transfer dispatch operations in the Vancouver Dispatch
Operations Centre, the current Victoria Air Operations Dispatch (PAACC) employees will be offered the
following options:

(a) Full Time Employees

1.

Elect voluntary severance pay calculated as per Article 14.02 (c)(i) of the Collective
Agreement. Note: This option, once selected, is irrevocable. Employees who choose
severance lose their employment with BCAS and will receive termination notice. Severance
will be paid as a lump sum.

The 2007 agreement on re-hire of retirees to part-time status will apply following the
expiration of the severance period. Employees re-hired under this provision will be retrained
and must successfully complete probation.

Bridge to retirement. Employees who are eligible to receive a pension benefit under the
Public Service Pension Plan Rules may elect voluntary severance pay calculated as per Article
14.02 (c)(i) of the Collective Agreement to be paid as pensionable salary to a maximum of 6
months. Note: This option, once selected, is irrevocable.

Transfer to the role of a ground operations EMD at post A99 Victoria Dispatch Operations or
B99 Vancouver Dispatch Operations or C99 Kamloops Dispatch Operations OR transfer to
the new Patient Transport Coordination Centre (PTCC) within the Vancouver Dispatch
Operations Centre. Employees will be provided with the necessary training and orientation
to transition to the role of ground operations EMD where that option is selected. Employees
who opt to relocate to Vancouver or Kamloops will be eligible for reimbursement of transfer
expenses as per Article 13.06 (b) of the Collective Agreement.

Transfer to a crew position (PCP). Note: This option requires that employees have a current
PCP license or a license that is eligible for reinstatement upon application without the
requirement of a full PCP training program (i.e. reinstatement only requires written
examination and/or practical evaluation as per EMALB regulations). The Employer will
reimburse employees who are required to pay a re-licensing/examination fee
(approximately $500) and provide up to one block of coaching/tutoring with a designated
trainer to assist with preparation for re-licensing.

Employees will have the option to transfer to a vacant full-time PCP position on Vancouver
Island without posting. The Employer will hold any vacancies arising on Vancouver Island




until March 14, 2012 for this purpose. Employees who elect this option will be eligible for
reimbursement of transfer expenses as per Article 13.06 of the Collective Agreement.

Employees who transfer to a PCP position will have their pay “redlined” at their applicable
EMD rate of pay for the initial PCP position selected. The redlining will be maintained until
such time as the employee voluntarily posts to another position. “Redline” means the EMD
rate of pay will be frozen until such time as the rate of the pay for the position occupied
(PCP) meets the redlined rate of pay.

The 3 year lock in rule set out in Article 13.04 (b) will be waived for employees who select
this option.

(b) Part Time Employees

1. Remain assigned to post A99 Victoria Dispatch Operations Centre. Employees who elect this
option will be provided with the necessary training and orientation to transition to the role
of ground operations EMD.

2. Transfer to B99 Vancouver Dispatch Operations Centre or C99 Kamloops Dispatch
Operations Centre as a ground operations EMD.

3. Transfer to a crew position (PCP) at a primary operator where the Unit Chief has identified a
need to increase staffing. Note: This option requires that employees have a current PCP
license or a license that is eligible for reinstatement upon application without the
requirement of a full PCP training program (i.e. reinstatement only requires written
examination and/or practical evaluation as per EMALB regulations). The Employer will
reimburse employees who are required to pay a re-licensing/examination fee
(approximately $500) and provide up to one block of coaching/tutoring with a designated
trainer.

Employees who transfer to a PCP position will have their pay “redlined” at their applicable
EMD rate of pay for the initial PCP position selected. The redlining will be maintained until
such time as the employee voluntarily posts to another position. “Redline” means the EMD
rate of pay will be frozen until such time as the rate of the pay for the position occupied
(PCP) meets the redlined rate of pay.




All employees will be provided with notice and an Option Form, and provided with 5 calendar days to
submit their completed Option Form. Full-time employees who fail to submit an Option Form will be
deemed to have elected to remain assigned to post A99 Victoria Dispatch Operations Centre. Part-time
employees who fail to submit an Option Form will be deemed to have elected to remain assigned to
post A99 Victoria Dispatch Operations Centre.

Following the deadline to submit option forms, the EHSC will effect a post-shuffle in the Victoria
Dispatch Operations Centre.

Staffing of the Patient Transport Coordination Centre

Positions in the new Patient Transport Coordination Centre (PTCC) within the Vancouver Dispatch
Operations Centre will be filled in the following manner.

The current Transfer Management Office (TMO) Dispatch Officer will become the PTCC Dispatch Officer.
One PTCC Dispatch Supervisor position will be posted for competition.

Vancouver Dispatch employees currently at the qualification level of EMCT only will be offered the
opportunity to select in seniority order and order of preference from PTCC EMCT positions.

All TMO EMDs and all EMDs transferring from PAACC will be offered the opportunity to select in
seniority order and order of preference from PTCC EMD positions. For the purposes of seniority
selection, the seniority list of transferring EMDs will be merged with the seniority list of TMO EMDs.

Should Air Operations Dispatch revert to Victoria, then employees transferred as a result of this
adjustment agreement will have first right of refusal to fill the resulting vacancies as a one time
opportunity.

The parties agree that Mark Atkinson will remain seized to assist the parties with any matters arising
from this adjustment plan.

For EHSC: For CUPE 873:

ﬁ//ler Dave Deines
Provincial Manager, Labour Relations First Vice-President .

February 28, 2012




British Columbia Memorandum
Am bUIance SerV|Ce Provincial Headquarters

PO Box 9600 Stn Prov Govt

Emergency and Health Services Commission 2261 Keatting X Road, Block C
Victoria BC V8W 9P1

January 15, 2009 CLIFF: 764927
File: 195-20/BCAS Al
To: All BCAS Staff

Re: Labour Market Adjustment — On Call Shift Coverage Pay/Pager Pay

In accordance with the CUPE Local 873 Wages and Benefits Re-opener, BC Ambulance Service is
eliminating the pager pay clawback described in Article F8.03 (b) On Call Shift Coverage Pay of the
12" Collective Agreement and replacing it with a new claim method.

Beginning January 19, 2009, paramedics should submit for all pager pay shifts worked. Unlike the
former claim method, which made pager pay null and void if a paramedic was called out during
their shift, under the new system pager pay for scheduled shifts will be paid regardless of whether a
paramedic is called out, with the total hours for the shift accounted for as pager pay.

For example, if a paramedic is scheduled for a 12 hour pager pay shift they will receive $24 (12 hrs
x $2/hr) in pager pay in addition to paramedic pay in the event they are called out.

The On Call Shift Coverage Pay Form, HLTH 2516A, must be used to record the details for all on
call shifts for full-time and part-time employees. Complete instructions regarding claiming for
On Call Shift Coverage are included in the attached guide, which is also available on the Intranet

payroll page.

As the elimination of the pager pay clawback went into effect on April 1, 2008, employees owed
pager pay hours for shifts when they were called out will be asked to submit a claim for these hours.
Further instructions regarding the process for retroactive pager pay claims will be shared via memo
on Monday, January 19, 2009. Details will also be provided to Unit Chiefs at this time, to support
them in reviewing pager pay claims submitted by employees.

Sincerely,
Original signed by

Deidre Moran
Controller

British Columbia Ambulance Service

Professionalism - Accountability - Responsiveness - Teamwork - Wellness
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Letter of Agrecment

Between
British Columbia Ambulance Service
and
Ambulance Parsmedics of BC, CUPE 873

Paramedic Assigpnment to0 Emergency Department

Preamble:

An injtial orial in April —“May 2005 of secondment of BCAS paramedics to provide short-term
support to varions Fraser Health Authority hospital emergency departments was undertaken,
Since that ime BCAS has been asked again on various occasions to provide short term staffing
support to Fraser Health Authority Emergency Departments on a direct staff assignment basis
rather than on the prior secondment basis.

The parties believe a framework should be established which can be implemented as required to
respond to such short term paramedic staffing requests.

The intent of eny such assignment will be to provide trained primary care paramedic staff to the
health authority o help improve patient flow within the ED and to mitigate the impact of
contired ambulance delays on BCAS emergency fleet and response times.

Thcn:fdre, the parties agree as follows:

1. BCAS paramedics may be assigned to work within an ED to look after incoming ambulance
patients, within their scope of practice,

2. 'While working within the assigned ED the paramedic remains under the direction and
supervision of BCAS. However paramedics assigned to the ED are expected to cooperate
with hospital staff to maintain patient care and improve the flow of patients throvgh the ED.

3. Ifan opportunity for longer term assignment to an ED exists the BCAS will post an
“Expression of Interest” (EOJ) for a period of fourteen (14) days. The EOI will be restricted
to BCAS applicants from the post in which the ED is located. The EOI will indicate the
required qualifications for any applicant. Praference will be given to qualified applicants
with disability who are physically capable of performing the required work.

4. For shorter term assignments, or until an EOI process has been completed, or where there are
no successful qualified applicants to the EOL BCAS will assign work as follows:
a. to qualified available irregularly scheduled staff who do not have assigned work;
b. to qualified part time in post staff who have made themselves available for work;
¢. 1o qualified full time in post staff who have made themselves available for overtime;
and

Letter of Agreement . o Page 1 0f 2
Paramedic Assignment to Emergency Department
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d. 1o qualified full or part time out of post staff who have made themselves available for
work.

5. Nothing in this agreement obligates BCAS to staff ED's as noted on any given shiff. All
decisions to staff EDs will reside with the Employer at its discretion.

6. Hours of work will be in accordance with any of the chift patterns in Schedule A1.01 of the
Collective Agreement, or four 12 hour day shifts followed by four shifts off, as required by
the employer. Hourly Rate adjustments for the related shift durations will apply to the hours

worked. District Supervisors will provide direction with respect to breaks and break periods
as required,

For the Employer For the Union

4 ‘ B ony It

Date: UWA /(,L/l‘}‘j[n Date: P 77cch . /é(gdé.
Letter of Agreement Page2 0f2
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ADVANCED CARE PARAMEDIC PRIMARY RESPONDER UNIT (PRU) EVALUATION

LETTER OF AGREEMENT BETWEEN

THE BRITISH COLUMBIA AMBULANCE SERVICE (BCAS)

AND

THE AMBULANCE PARAMEDICS OF BC (APBC)

The British Columbia Ambulance Service intends to conduct a proof of concept evaluation to determine
the viability of single responder Primary Response Units (PRU) in the Lower Mainland Region. To
facilitate this evaluation the parties agree as follows:

1. This agreement to proceed with the Advanced Care Paramedic PRU proof of concept evaluation
process is entered into without prejudice to either party’s position regarding ALS delivery in
British Columbia.

2. This PRU evaluation agreement is intended for a period of at least 6 months, after which an
evaluation, by the parties, will be conducted to determine the viability of the PRU initiative. The
PRU evaluation period shall commence July 5, 2010.

3. The PRU Evaluation agreement applies to the Lower Mainland Region only.

4. The PRU shall initially be staffed as follows:

a. The Lower Mainland ALS Training Unit (267 Juliet), currently staffed with 4 full time
paramedics 12 hours a day, seven days a week, will be converted into two (2) single person
PRU units, each staffed with one full time paramedic 12 hours a day, seven days a week;

b. No paramedics shall be displaced or forced from their regular positions to participate in this
evaluation;

c. While the paramedics participating in the PRU evaluation trial are temporarily placed into
the PRU program, their normal station and platoon position will be remain available for their
return; and

d. At the completion of the PRU evaluation period the participating paramedics will return to
their former station, and platoon positions.

5. If the evaluation expands to include more than the initial four paramedics the parties will meet
to discuss options on how additional staff are selected and utilized.

6. If the evaluation expands to include more than the initial four paramedics, an appropriate
orientation program will be developed.

7. The Shift pattern shall be a 12 hour Bravo shift in accordance with Schedule A1.01 (F). The
“Alpha” hourly rate adjustment shall apply to this shift.




The BCAS shall establish and track key performance indicators to verify the success or failure of
the evaluation. The information will be shared with the Union.

9. The PRU may be utilized for Precepting or Mentoring students and existing employees as
appropriate.
10. For the term of the PRU evaluation period wages shall be as follows:
a. Participating paramedics shall suffer no loss of pay while participating in this trial.
b. Pay shall be the Employee’s normal rate of pay plus $375 per month.
c. All regular wages including the $375 shall be pensionable.
Signed on behalf of BCAS (THE EMPLOYER) Signed on behalf of APBC (THE UNION)
by its duly authorized representative: by its duly authorized representative:
L BT s
— ——
Executive Director / Provincial Recording Secretary
Michael C. Sanderson Sherman Hillier
BC Ambulance Service Ambulance Paramedics of BC
JUL 2 3 2010 JUL 232010
DATE: DATE:




September 12, 2005

LETTER OF AGREEMENT
BETWEEN:

BRITISH COLUMBIA AMBULANCE SERVICE
(the "BCAS")

AND:

AMBULANCE PARAMEDICS OF BRITISH COLUMBIA, C.U.P.E. LOCAL 873
’ (u APBC")

Re: Recruitment - PCP/ACP Training Commitment
PREAMBLE:

{A)  The parties recognize a need to address human resources, recruitment and

paramedic training needs, particularly in remote and rural British Columbia, and
ACP in the Urban and Metropolitan areas.

- (B)  The language under article 13.01(d)(iii) restricts some qualified internal
applicants from moving and filling province wide paramedic vacancies.

(C)  There are significant ACP recruitment issues as well as PCP recruitment and
retention issues in rural and remote areas and.

(D)  The parties recognize that there may be impacts from this agreement and are
committing to address those issues, should they arise.

The parties agree to the following:

A “Training Commitment” is defined as a'commitment an employcc provides for either
paid PCP or ACP tralmng as applicable.

Full-Time ACP Training Commitment -

Except for employees selected in accordance with clause 3.6.4.

Employees who are provided paid ACP training in accordance with Artlclc 13.05 and 23

- and MOA 3.6.2 will be required to provide a training commitment of three years from the
date of qualification as defined in S3.6.9 of the MOA in the post where they were
appointed and selected for the training position. '

Page 1 : 2005/Sep/13



In the event an employee transfers before completing the training commitment an
employee will reimburse the employer, on a pro rated basis, for tuition fees associated
with the training. Pro rating will be determined by the time remaining in the commitment
at the time of transfer.

Part-Time — PCP/EMR Training Commitment

Except for:
1) Employees hired under 12" agreement prior to signing of the
September 11, 2004 MOA
2) Employees provided PCP training prior to signing of the MOA.
3) and, those captured under 3.6.7 of the MOA. '

Employees who are provided employer paid PCP or EMR training in accordance with
Article F3.05 will be required to provide a training commitment of three years in the post
where they were hired. In the event an employee transfers before completing the training
commitment an employee will reimburse the employer, on a pro rated basis, for tuition
fees associated with the training. Pro rating will be determined by the time remaining in
the commitment at the time of transfer.

Article 13.01(d)(iii)

Will be amended to read:

Excluding promotions in accordance with 13.03(a)(b), and selection in accordance with
13.04, employees who successfully bid and are appointed to full-time Paramedic, EMA 1,
or Supervisory positions pursuant to Article 13.01(d), 13.03(c) or Schedule F3.04(a), and
have had a paid move within the previous three years shall not be entitled to relocation
expense as outlined inc Clause 13.06(b). :

Term

This agreement will be in effect at the signing of this letter of agreement, through the
expiration of the MOA and 12® collective agreement. At its discretion and following
discussion at the PJLMC, the employer or the union may discontinue this arrangement
with 30 days written noticel

Dated for reference September 13, 2005.

Page 2 2005/Sep/13



Ambulance Paramedics

of British Columbia - CUPE 873

Tel: 604-273-5722 | Fax: 604-273-5762 | Toll Free: 1-866-273-5766 | Toll Free Fax: 1-866-273-5762 I
105 - 21900 Westminster Hwy., Richmond, BC V6V 0A8
info@apbc.ca | www.apbc.ca

September 8, 2015

Ms. Jodi Jensen

Chief Operating Officer

BC Emergency Health Services
PO Box 9600, Stn Prov Govt
Block C, 2261 Keating Cross Road
Victoria BC VBW 9P1

Dear Ms. Jensen:

RE: PCP-A Endorsement

I write in response to Kristy Child’s letter of April 28, 2015, which I have attached for your reference.

The Union is in agreement to the elimination of ‘PCP-A’ endorsement, as proposed in the Employer’s
letter. As such, we agree to the implementation of the proposed changes to the scheduling practices.

Additionally, please be advised that the Union views this as an amendment to the existing ‘ACP
Deployment LOA’, which I have also attached.

Sincerely,

R

i —
Cameron Eby

Provincial Recording Secretary
Ambulance Paramedics of BC

CUPE Local 873
Cc: PEC

PEB

Julie Wengi

Judy Doyle
CE/Ki/cope378

Page 1 of 1



BCEHS | i
Health Services

April 28, 2015

Bronwyn Barter, Provincial President &
Dave Deines, Provincial Vice-President

CUPE Local 873

Ambulance Paramedics of BC

Unit 105 — 21900 Westminster Highway
Richmond, BC V6V 0A8

Dear Ms. Barter and Mr. Deines:

Re: PCP-A Endorsement

Cliff: 1010524
File: 9300-00
Without Prejudice or Precedent

Further to our recent discussions at PILMC, the Employer agrees that the PCP-A and PCP-IV
endorsements/designations are equal for scheduling purposes. As such, no scheduling
preference will be granted to either designation. As this is a change in practice, we propose
implementing this change on June 1, 2015. If this is agreeable to the Union, the Employer
will not grant preferential scheduling to the PCP-A endorsed Employees beginning with the
June 2015 schedule. As well, the Employer will not grant preferential treatment to the PCP-A
endorsed Employees for short-notice booking beginning on June 1, 2015.

Please let me know if the Union is in agreement with the above.

Yours truly, 77——-————-—-

Kristy Child
Director, Human Resources and Labour Relations

pc:  Jodi Jensen, Chief Operating Officer

Julie Wengi, Executive Director, Human Resources

Tae Miyazaki, Labour Relations Lead

Nurinder Singh, Executive Director, PHSA Scheduling & Time Keeping Solutions
Farhana Solankie, Director, PHSA Scheduling & Time Keeping Solutions

Bill Rana, Team Lead, Scheduling

301 — 2955 Virtual Way
Vancouver, BC V5M 4X6

Telephone: 604-660-6897
Facsimile: 604 660 3280
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LETTER OF AGREEMENT
BETWEEN:

BRITISH COLUMBIA AMBULANCE SERVICE
(the "BCAS"™)

AND:

AMBULANCE PARAMEDICS OF BRITISH COLUMBIA, C.U.P.E. LOCAL 873
("APBC")

Re: Implementation of PCP-A Training

The BCAS and APBC recognize the need to have an understanding of particulars with
respect to the scheduling and implementation of PCP-A training as identified within the
party’s agreement of March 18, 2003, and the parties MOA dated September 11 2004.

The parties agree that for the implementation of PCP-A training only, and without
prejudice or precedent to any other training, the following will apply:

a) Emplovees scheduled to work prior to, or following PCP-A training shall receive
a minimum of 24 clear hours of paid leave between their regular shift and the start
and/or end of training.

b) The parties agree that the method of scheduling employees for the PCP-A course
to date is considered to be in compliance with the scheduling requirements.
However for future courses, not yet scheduled, employees will be entitled to
select training courses based on service seniority or earliest date of hire and based
on all available course dates.

c¢) While this agreement shall be in full force and effect during the MOA and 12"
Collective Agreement the terms shall not be applicable retroactively for any
training already commenced or completed.

-

Dated for reference January 6, 2006.

For: -
British C%M&Sewice Ambulance Par ‘ cs of BC
T . 7 L, *
dan /ot L. 17/06.

Draft Union V1 Page 1 ' 1/16/2006

i



MEMORANDUNM OF AGREEMENT
Between British Columbia Ambulance Service (BCAS)
And
Ambulance Paramedics of BC — CUPE Local 873 {APBC)

Designate for Signing Probation Letters

The parties agree that for the purpose of Articles 11.08 and F 4.04 (Probationary Employment) of their
Collective Agreement the authority to sign letters extending the probation period should be expanded.

The parties further agree that either the Executive Director or their designate shall be recognized as
having the authority to sign probation extension letters under Articles 11.08 and F4.04.

For the BCAS For the APBC

~7

e Lo g DT

Date Mr‘“/ 42 , 2013 Date 7475‘?;’/ , 2013




BCEHS | i sonices

October 2, 2017

Mr. Cameron Eby

Secretary Treasurer, C.U.P.E., Local 873
Ambulance Paramedics of British Columbia
105-21900 Westminster Hwy

Richmond, B.C. V6V 0A8

Attention: Bronwyn Barter — President CUPE 873

RE: Introduction of the Patient Care Communications and Planning Practice
Educator

Dear Ms. Barter,

We are writing to advise you that BCEHS will implement a new position within the
Learning Department. We would like to introduce the Patient Care Communications and
Planning Practice Educator position which will be replacing the current Quality
Improvement Coordinator and Regional Training Officer Positions. It will be a
bargaining unit position and will report to the Manager, Patient Care Communications
and Planning.

The existing Quality Improvement Coordinators and Regional Training Officer positions
will be grandfathered into this new job description and will be provided with all training
required to qualify for the position.

This will not result in any lay off, and will be adding additional positions to the
department.

I have attached the job description for your ease of reference; please feel free to contact
me with any questions or concerns.

Sincerely,

Consultant, Human Resources
BCEHS

Ce: Kevin Payne, Consultant, Labour Relations,
Tracie Northway, Director, Learning Practice and Clinical Initiatives
Joel Herrod, Manager, Patient Care Communications and Planning

2955 Virtual Way
Vancouver, BC V5M 4X6




BRITISH COLUMBIA EMERGENGY HEALTH SERVICES.
(the “Emiployar”)
And
AMBULANCE PARAMEDICES OF BRITISH COLUMBIA (CUPE 873)
(the “Unjon”)

{together the:“Parties”)

Re: Dispatch Quality Improvement Coordinator iransition to-Practice Educator

Sectioh 54 Adjustment Plait

WHEREAS:
A. The Employer is eliminating all Dispatch Quality Improvement Coordinatar
(“Qlc”) positions;

B. The Employer is creatinga new'role called Practice Educator;

C. The Employer has determinéd Incumbénts in QIC positions are deployable {o the
new fole of Practice Educatoer; and

D. The Partieswish to provide.Incytnbents presently.occupying PCCP QIC positidng
with various options.
NOW THEREFORE the Parties agree as follows:
1. The positior of Dispatch QlCishall be elitminated.

2. Employees currently designated-as Dispatch QICs shall have thefollowing
optioiis:




a) QUCS may electto be designated as Practice Educators, and-maintain
employment in this new position atthe current.rate of pay plus.any
negotiated ihcreases:

(1) Employees electing this option shall be previded with any
education.or training required as detérmined by the employer to
assume the Practice Educator role at'the  Employer's expense.

b} QICs whe do not wishto transition to'the. new position of Praciice
Educatoy, shall havé the opiign to be placed into a PCCP positien within
‘their regivnal dispatch center. if reguired the employer will create a
supgrnurmerary position withir the center, in locations that the employer
creates a sugernumerary position underthis-agreement the nextvacaney
at such location will hot be posted and.thie supernumerary pdsition shall
be reimoved from the focation. Employees exer¢ising this option shéll have
thelf current salary red citcled for a maximum period-of two.years, at
which time their salaty will 'b.eladj usted to the rate-of the position being
“gecupied,

¢} The Employer will 6ffera’Voluntary Departure Package (“VDP”) to all
QIC employees who are eligible o retire on pension. The terms of the
Program are as follows:

(if-erployees shall be entitled to severance pay to a maximum
amount of 18 manths based on the follewing caleulation: Zweaks
péf year of serVice ap td 30 years of sérvice. Em ployeqa‘s,v\‘iitﬁ_‘aﬂ.
yeats plus of service:shall receive the 18-month maximuin.

(i) service shall be calculated based on an employee's.otiginal date
of hiré. Employees accepting _this option shall not he-eligible for
rehire under the "iétire/rehiire” letter of agreement.

3. QICeémployees shall have until Noveribar 29, 2017 to advise the Ermployer which
optidh they have. elected. Empibyees*who have tiot provided an-election option




by November 29, 2017 will be deemed to have accepted the new position of
Practice Educator.

4. Nothing in this agreement precludes either party from triggering a reclassification
pursuant to the Article 23.

5. The parties agree that for the purposes of labour relations, the term “Practice
educator” and “Quality Improvement Coordinators” are deemed to be
synonymous.

6. This Agreerent is made in accordance with Section 54 of the Labour Code, and is
made on a without prejudice and precedent basis, and will not be relied on by
either party in any future situation.

DATED: November 23,2017

Forthe Union For the Employer

Sherman Hillier Tracie Northway

v o




BRITISH
COLUMBIA

YANCOUVER 2010

IT'S OUR TIME
TO SHINE
February 24, 2003 Cliff: 431353
File: 4085-20/SSTA?"

Memorandum of Agreement

Schedule A1.01(f) New Shift Pattern
Schedule E Regional Quality Improvement Coordinators

The British Columbia Ambulance Service (BCAS) and CUPE Local 873 agree to
implement a new shift pattern in accordance with Schedule A1.01(f). The parties
agree that a new shift pattern of four days on, three days off, 8.75 hours per day will
be added as an acceptable shift pattern for the Regional Quality Iimprovement
Coordinators. BCAS and existing incumbents may agree to apply the new shift
pattern. The parties agree Article 19.03(e) will be applied to determine vacation
entitlement for the 4/3 8.75 hour shift pattern.

The parties agree this Memorandum of Agreement may be cancelled with 30 days
notice by either party.

AGREED AGREED
\ 7/

) - é\ % — /
Paul Gotto} n8trohmaier
A/Executive Director resident
BCAS CUPE i}cai 873

Yo 24 dow, é/fy ﬁ/a%ﬁ‘:f y
Date ' Date
Ministry of British Columbia Provincial Headquarters
Health Services Ambulance Service PO Box 9600 Stn Prov Govt

712 Yates St, 5th Fi
Victoria BC VBW SP1
Telephone: 250 953-3298
Facsimile: 250 953-3119
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LOA: 2015-09-001
Effective: August 14, 2015
Expiry: April 30,2019

Letter of Agreement
Between:

BCEHS - BC Emergency Health Services
&
CUPE-873 - The Ambulance Paramedics of British Columbia

BCEHS Retire Rehire Policy and Process
for CUPE 873 Emplovees

Employee wishing to be rehired with BCEHS after retirement will follow the below steps 60
days prior to retirement

L.

Provide written notification of retirement to the Unit Chief, District Manager, and
Human Resources Department.

The retirement notification will include the employee’s full name, PHSA ID, and last
worked shift. Fulltime retiring employees need to also include any vacation or leave to -
be taken prior to severing employment otherwise unused vacation will be paid out at
retirement.

The retirement notification will also need to include a request to be rehired. Employees
may request to be rehired at either their last fulltime station or primary operator of

record (for the purposes of call out). To be eligible for rehire at a primary operator of
record, the employee must have submitted availability and worked a shift in the last .
three (3) months at the primaryoperator for call out in order to qualify for rehiring in that
station/post.

The employee will also indicate their requested return date as a Part time CUPE
employee, which must occur within 120 days of their retirement date of record.

Once the above information is received, the BCEHS and PHSA Human Resources Departments
- will support the employee following the below processes.

BCEHS Labour Relations
301 ~ 2955 Virtual Way ) Telephone: 604 660 6006

Vancouver, BC V5M 4X6 Facsimile: 604 660 3280
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5. The retiring employee must meet the minimum qualifications for the post requested for
rehire and complete the new hire process which currently includes a criminal record
check, medical, and submission of both Class 4 and paramedic licenses.

Employees requesting new employment must be in good standing with BCEHS
including a satisfactory work record (as an equivalent to a new hire reference check).

6. After conclusion of the separation required by the Pension Corporation (currently 30
days), the employee will be hired as a Part Time employee with a new date of hire.

7. Retired/Rehired employees will be subject to a six (6) month probationary period as a
new employee.

8. Retired/Rehired employees will be hired at the Part time five (5) year service pay (if
applicable).

9. Employees who retire and are rehired may become eligible to re-enroll in the Pension
Plan in accordance with the plan rules.

Employees who do not meet requirements identified through the steps listed above will be
recruited through PHSA new hire process for external candidates. Former employees may
apply through the external posting process established by PHSA and such employees will not be
covered by this LOA.

The parties agree this document replaces all other references and agreements regarding rehires
of retired employees.

This agreement will expire April 30, 2019.

(flost

/4

Jodi Jensen, COO BCEHS Date
]

o
8/24 Q/// [

CUPE 873 Representative Date

BCEHS Labour Relations
301 ~ 2955 Virtual Way ) Telephone: 604 660 6006

Vancouver, BC V5M 4X6 Facsimile: 604 660 3280



2014 Collective Bargaining

Regular Part-time Employees — Community Paramedicine Program

Effective April 1, 2015, BCEHS intends to introduce a new employee category of
"Regular Part-time employees"” for the Community Paramedicine Program to be
defined as follows:

A Regular Part-time employee is an employee who works less than full-time on a
regularly scheduled basis. Regular Part-time employees accumulate seniority on an
hourly basis for all hours worked as a regular employee. Regular Part-time
employees shall receive the same perquisites, on a proportionate basis, as granted
Regular Full-time employees.

The parties agree that:

(@)

(b)

(©)

(d)

(f)

@)

(h)

Regular Part-time employees will work an established proportion of a thirty-
seven and one-half (37.5) hours week.

An involuntary reduction in the scheduled hours of a Regular Part-time
employee is a lay-off.

For the purpose of calculating entitlements for Regular Part-time employees
on a proportionate basis. Thirty-seven and one-half (37.5) hours per week
will be used as the full-time denominator.

Regular Part-time employees will serve a six month probationary period as
defined in Clause 11.08 Probationary Employment.

A new Regular Part-time employee who was previously a Full-time
employee without a break in service greater than six (6) months will not be
required to serve a probationary period.

No Regular Part-time employee will gain access to a position of greater FTE
as a result of exercising that employee's rights under Article 14 - Layoffs and
Recalls.

Regular Part-time employees will be entitled to severance pay under Clause
22.13 on a proportionate basis.

Regular part-time positions will be established at the discretion of the
Employer after consultation with the Union. Establishment of regular part-



(i)

()

time positions will not result in involuntary hours reduction of any current,
as of June 23, 2014, Regular Full-time employees.

Regular Part-time employees will receive the Delta shift hourly rate paid to a
Regular Full-time employee with the same qualifications. Effective the first
pay period after April 1, 2017, Regular Part-time employees will receive the
same wage rate as Regular Full-time employees with the same
qualifications.

Current Full-time employees will have priority within their post or
geographic area for available regular part-time positions.



BETWEEN:

AND:

IN A MEDIATION / ARBITRATION

EMERGENCY HEALTH SERVICES COMMISSION, (BRITISH
COLUMIBA AMBULANCE SERVICE),

AMBULANCE PARAMEDICS OF BRITISH COLUMBIA,

the "Employer”

CANADIAN UNION OF PUBLIC EMPLOYEES, LOCAL 873,

the "Union"

RE: Article 13.03 Interest Dispute/Grievances #:

Arbitrator:

For the Union:

For the Employer:

Hearing:

Date of Award:

AWARD

Rod Germaine

Bronwyn Barter,
John Horsfield,
Sherman Hillier &
Tom Manz

W. Baird Blackstone,
SandraNoel,

John McKinstry &
Robert Lennox

January 15,2008;
Vancouver, B.C.

February 14,2008



Introduction

N} This matter encompasses an interest arbitration and the mediation/arbitration of
several grievances. It originated in a number of grievances respecting the selection
process for full-time Unit Chief and Charge Dispatcher positions. The applicable

collective agreement provision is;

Article 13.03, Selection Process for Full-Time Supervisory Positions:

For the selection of full-time supervisory positions;

(a) The Employer shall first consider employees who mest the following
eligibility criteria:

i} must be bargaining unit employee; and
ii) must have three years plus a day service seniority at the relevant
Paramedic level or Dispatcher as applicable,

(b) The Employer shall give equal consideration to knowledge and skill
to a total of 90%. Seniority shall be weighted based on 1% for each
compieted year of full-time service to a maximum value of 10%.
The successful candidate(s) shall be the employee(s) with the
highest fotal score and a satisfactory disciplinary record.

(c) Subject to Clause (a)(ii) above, employees occupying supervisory
positions shall not be subject to (b) above. Such employees, on
application, shall be appointed to vacancies for which they are
qualified, on the basis of service seniority.

In the event there are less than four applicants who meet the criteria in
13.03(a) then the Employer shall first consider all full-time bargaining
unit applicants on the posting.

[2] The parties” efforts to resolve a particular grievance - #060602-5: Penner,
Dalebout, Key - evolved into a discussion about the operation of Article 13.03 generally.
Clause (b) references three criteria — knowledge, skill and seniority — but provides
certainty only in relation to seniority. It mentions “highest score™ withoul indicating how
knowledge and skill are to be scored. In this respect, the Employer relied on its long-
standing practice of requiring candidates to meet a threshold level of proficiency ina
written test for knowledge and an interview to assess skill. The frequency of such
assessments is not prescribed, although the provision may imply the necessity to assess

every candidate for each posted position. If so, the provision creates obstacles for
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employees and imposes needless, impractical administrative burdens on the Employer.
The potential for improvement was evident. In fact, the parties were already engaged in

discussions aimed at reforming the selection process.

[3] In order to resolve the contentious issues which emerged from this discussion, the
parties agreed to reconstitute the mediator/arbitrator as an interest arbitrator authorized to
establish a fair and practical process for the balance of the current collective agreement.
To that end, the parties agreed this arbitration board is authorized to supplement and, if
necessary, revise the language of Article 13.03. At the same time, the parties also agreed
to refer all outstanding grievances related to the current language of Article 13.03 to this

hoard for final and conciusive determination by mediation/arbitration.

Article 13.03 / the selection process

f+1 The parties favoured the implementation of a scheme by which employees
interested in promotion to Unit Chief or Charge Dispatcher would be given a regular,
scheduled opportunity to satisfy the knowledge requirement. This practice would create a
pre-qualified pool of candidates eligible to apply for any posted vacancy. The intention
of this award is to adopt this pre-qualified pool approach.

[5] It is important to emphasize that, except to the extent that it is augmented by this
award, Article 13.03 shall continue to govern the selection process. For further clarity;

» the process remains one for selection of full-time Unit Chief and Charge
Dispatcher positions;

« pursuant 1o Article 13.03(a)(i) and (ii), applicants for a posted position must be
bargaining unit employees who have the requisite experience “at the relevant
Paramedic level or Dispatcher as applicable”;

» pursuant to Article 13.03(b), applicants’ “total score™ shall continue to consist of
the graded result of a written examination (45% of total), the assessment rating in

an interview (45% of total) and seniority { 10% of total);
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e pursuant to Article 13.03(b), applicants must also maintain “a satisfactory
disciplinary record™;

. pﬁrsuant to Article 13.03(c), post-probationary Unit Chiefs and Charge
Dispatchers continue to be entitled to “be appointed to vacancies for which they
are qualified, on the basis of service seniority”; and

® hecause the paragraph at the conclusion of Article 13.03 remains in effect, if there
are fewer than four applicants for a posted vacancy, the Employer may consider

other applicants but shall do so by first considering other full-time applicants.

{6} With this confirmation of existing terms, T tun to the additional terms imposed by
this award to define a pre-qualified poot and adopt the required contract refinements.

Pre-gualified pool

[7] Twice annually, the Employer shall provide full-time employees with the
opportunity to write a supervisery position qualifying examination. The examination will
be offered before June 30, 2008 and at six month intervals thereafter. In this respect:
i) employees must have three years plus a day service seniority on the date
the examination is written;
ii) cinployees must achieve a 60% grade o pass the examination;
ii)  employees who fail to achieve 60% shall not be prevented from writing
the examination in the future; and

iv)  employees who pass the examination shail be considered pre-qualifisd.

[8] In general terms, this qualifying examination is intended to test the employee’s
knowledge of how to process information in a manner consistent with the requirements of
a supervisory position, including, for example, understanding and following instructional
memoranda, performing basic mathematical calculations, etc. Employees will be given
more particular advance information regarding the materials and body of knowledge
covered by the examination. The Employer shall consult with the Union to ensure the

information disclosed in advance is both accurate and complete. The parties shall meet

for this purpose.



Posting and selection

{3} When a Unit Chief or Charge Dispatcher vacancy is posted, applications will be
received from candidates in the pre-qualified pool and:
1)  all applicants will be interviewed;
ii) candidates must achieve a 60% assessment rating fo succeed in the
interview; and
iii) the candidate with the highest combined score will be selected for

appointment,

[ic]  One aspect of this matter is not disputed: the parties intend this process to serve
hona fide applications. Employees applying for a posted vacancy should expect to take
the position if they are the successful applicant. That is, employees should not apply
unless they are prepared to accept the vacant position; the process is not a training
exercise to prepare candidates for future posting competitions. This is a statement of
mutual intention; failure to comply will not expose an employee to discipline or

compulsory relocation.

fi2]  The results of each examination and each selection process shall be published in
order to provide candidates with constructive feedback on their prospects for promotion.
For this purpose, “results” do not include seniority scores. Publication shall not disclose
the identity of the candidates; an examination-specific or competition-specific code

number/letier and/or name shall be assigned to each candidate.

Duration

[12]  The parties” agreement to invest this arbitration board with the authority to modify
the selection process for full-time supervisory positions was limited to the current
collective agreement. To the extent this award mmposes new coniract provisions and a
new selection process, it shall cease to have any effect at the conclusion of the term of the

current collective agreement and any extension thereof pursuant ta Artiele 32.02.
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LOA: 2015-11-004
Effective: November 4, 2015
Expiry: April 30,2019

Letter 6f Agreeme_nt
Between:

BCEHS — BC Emergency Health Services
& .
CUPE-873 - The Ambulance Paramedics of British Columbia

Selection Process:
Instructors, Preceptors, & Mentors

BCEHS has a variety of situations where CUPE employees support education and training
i)rograms. In order to provide a transparent and fair selection process, the steps outlined in this
etter will be used to select employees for the following roles:

= [nstructor
= Preceptor
»  Mentor

The purpose of this selection process is to capture all training and coaching related roles that
attract additional pay for the responsibilities described in Article 22.05 of the CUPE 873
Collective A%:oement. For this reason, BCEHS plans to use this process for future roles of this
type created ugh program improvements.

BCEHS will offer these training and coaching related opportunities through an Expression of
Interest (EOI) which will include the following:

Posting length of a minimum of 14 days

Post in which the position belongs

Job duties and qualifications

Selection criteria and process

Alphabetical applicant list published following the closing of the posting

S PR =

Selection Process

Qualifying Applicants - Qualified applicants will be determined by the following criteria:

a. Applic_énts must hold the required license and/or certification speciﬁed inthe
EOI that is applicable to the program or license level for the position (examples
might be PCPIV license for PCP paramedic preceptors or Emergency Medical

BCEHS Labour Relations
301 — 2955 Virtual Way . G Telephone: 604 660 6006
Vancouver, BC V5M 4X6 Facsimile: 604 860 3280
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Dispatcher (EMD) with a current AMPDS and CPR C certification for dispatch
preceptors),

b. Applicants must have achieved the experience level as specified in the EOI

c. Applicants must have a satisfactory work record

The above noted qualifiers must be achieved by the closing of the EOI per standard selection
processes for CUPE 873 employees.

Testing - BCEHS will use one or more of the followmg to evalua'te the knowledge, skills, and
ability of applicants:

a. Written examination
b. Online/Computer-based testing
c. Simulations

Recruitment tools will be used to evaluate knowledge, skill and abilities at a passing rate of
sixty (60) percent,

Interview - Applicants who are successful in the knowledge, skills, and abilities evaluations
will be scheduled for an interview. The interview will be evaluated at a passing rate of sixty
(60) percent.

The interview will account for a total score of ninety (90) percent.

Seniority - Seniority shall be weighted based on one (1) percent for each completed year of
full time service to a maximum value of ten (10) percent,

Training - Successful candidates will be required to attend and successfully complete a
variety of training, including but not limited to, courses, orientation, and field training.

Term and Applicant List

Preceptors, mentors, and instructors will remain qualified for a period of three (3) years. At
the end of the three year tenure, qualified instructors, preceptors, and mentors will apply to a
subsequent EOI and must be a successful applicant in order to continue in their role.

Applicants will remain pre-qualified for subsequent vacancies for a period of six months,
without the requirement for BCEHS to repost.

Where an insufficient number of successful applicants are achieved through the EOI process
as identified above, the employer may move to the non-qualified applicants or repost a new
EOI within the six month period.

BCEHS Labour Relations
301 — 2955 Virtual Way Telephone: 604 660 6006
Vancouver, BC V5M 4X6 Facsimile: 604 660 3280
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Preceptors, instructors, and mentors who have successfully completed training and ongoing
performance evaluations will be deemed qualified if they change posts within the same license
level/certification level.

The parties agree this document replaces all other references and agreements regarding
selection processes for all training and coaching related roles that attract additional pay for the

responsibilities.

This agreement will expire April 30, 2019.

M November 23, 2015

Jodi Jensen, COO BCEHS Date

\M % November 18, 2015

Sherman Hillier, Provincial Vice-President

CUPE 873 Representative Date

BCEHS Labour Relations
301 - 2955 Virtual Way ' Telephone: 604 660 6006
Vancouver, BC V5M 4X6 Facsimile: 604 660 3280



LETTER OF AGREEMENT

Between

The British Columbia Ambulance Service {"The empioyer”)
And
The Ambulance Paramedics of B.C. {“The union”)}

SPECIAL OPERATIONS TRAINING & SCHEDULING
Dated for reference: july 10th, 2013

The parties recognize that there is a need to define and agree on a procéss to train
and schedule paramedics & dispatchers for additional work with the Provincial
Special Operations department (operator 64.}

Due to the unique, specialized, and high profile nature of the work performed by
Special Operations, including the use of specialized equipment and processes, it is
agreed that there is a requirement for additional orientation and/or training for
paramedics and dispatchers working these events.

In light of the above, the parties agree to the following:

a} This agreement will be utilized by Posts in all areas of the Province that
conduct Special Operations work more than six (6} times per calendar year.
In areas that complete less then six (6) operations per year or have “ad hoc”
work, such work shall be scheduled within the post in accordance with the
Collective Agreement.

b) Atleast annually, or as required, the Special Operations department will post
an expression of interest, by post, for paramedics and dispatchers interested
in working Special Operations events. This EOI will identify the anticipated
number and type {car, bike, gator, command, etc} of positions needed.
Should there be no bona fide requirement for training opportunities, then a
Post specific memo will be published.

¢} The Special Operations department will develop and conduct an orientation
and/or specialized training program for members who are the successful
candidates on the EOL




At the close of the EQI, a short list of applicants, in order of seniority, will be
produced. The short list of applicants will be at least double the required
number of positions.

d) Candidates that are considered “qualified” for the EOl will have the following:

» Satisfactory work record

* Beattached to the Post selected for the training

* Have a minimum of a current PCP-1V license, or the license level
required for the identified training

* Have no medical or operational restrictions that would prevent
waorking events

* Agree to abide by the Special Operations code of conduct

e} The selection process will include an interview phase. Candidate(s) shali
achieve a 60% threshoeld on the interview. The successful applicant shall be
the candidate with the highest seniority. All applicants will be informed of
the interview type and topics to be covered prior to the interview and given
appropriate time to prepare.

f) Once the successful applicants are identified, they will be required to attend
the orientation and/or training program delivered by the Special Operations
group. Atthe completion of the training, those members will be identified to
the Provincial Scheduling Office as "Special Operations qualified” and the
specific qualification they have obtained (crew, bike, gator, command, etc.)

g) Qualified paramedics shall not be required to submit availability to
provincial scheduling, Work shall be offered on a rotational basis in a fair and
equitable manner to those that are Special Operations qualified for each
specific position {crew, bike, gator, command, etc.}

h} Qualified paramedics must maintain a satisfactory work record.

i} Employees who have previous bike squad or Gator training, prior to the
signing of this agreement shall be considered qualified for the purposes of {

and g above.
Bronwyn Barter, President Les Fisher, Chief Operating Officer
Ambulance Paramedics of BC British Columbia Ambulance Service

CUPE Local 873




Memorandum

TO

From

DATE
SUBJECT

Lower Mainland Employees

Michael Sanderson, Executive Director, Lower Mainland Region
and

Dave Deines, Provincial Second Vice President, CUPE 873
February 25, 2011

Meal Reimbursement Agreement — Station 259

BC Ambulance and CUPE 873 are pleased to advise that an agreement has been reached with respect to
meal costs for staff assigned to full 11 and 12 hour shifts at Station 259.

While we continue to search for a better long term solution to the current deployment plan this

agreement does provide some compensation in relief of the existing arrangements for staff assigned to

shifts at Station 259,

Thank you for your continued cooperation as we work through these issues.

Michael Sanderson
Executive Director, Lower Mainland Provincial Second Vice President

BC Ambulance Service

Dave Deines

Ambulance Paramedics of BC, CUPE 873




Sep. 28. 2010 12:32PM No. 5347 P

Letter of Apveement

Trail Critieal Care Transport Team Dissolution

The British Columbia Ambulance Service (BCAS) has given notice to disband the
Critical Care Paramedic Team (CCT) and Opetator 432 in Trail, British Columbla, Tn an
effort to mitigate the impact on the CCT staff and in accordance with article 14.01;
BCAS and CUPE Local 873 agres to the following:

1) Layoff:

A) The employer shall issue layoff notices fo the impacted staff as per article
14.02 of the Collective Agresment.

B) Those impacted staff shall choose either one of the three aptions in article
14.02, select from ourrent vacant positions for which they are qualiﬁed orbe
subject to the following agreement;

Layoff Mitigation;

A) The parties agree to place the existing CCT members into current full time
regular vacancies in the Trail and Nelson Stations by preference and seniority.
The parties agree to waive the posting requirements under article 13 as per the
terms of article 14.01 (2).

B) The employer agrees to Post and fill all other assoclated foll time vacancies
within the two identified Posts within thirty (30) days of this agresment,

C) The employer will institute a “Post Shuffle” in each Jocation in accordance
with article 13,01 (c). To allow vacant positions to be assigned by seniority
within the post, inclusive of the three impacted staff:

D) Subject to the employees maintaining their ACP, or CCP License, the
employer will maintain the lmpacted employees wage and classification as
ACP with the appropriate service and seniotity adds to pay for the duration of
this LOA.,

E) The oxisting Unit Chief shall maintain ell rights under article 13.03 (c)

F) The employees will attract the premium rate of pay for engaging In agy CCT
work as per the MOU,

G) The employei will provide the three impacted staff with all necessay y training,
orientstion, equipment infrastructure and medical oversight to maintain the
ACP level of service.

2
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" H) Inthe event the employer institutes a Cedical Care Transport program within
the region during the term of this agreement, the parties agtee that the
displaced employees will have fitst right of refusal for access to those
vacancies,

3) Duration:

A) This agreemént will remain in fll force and effect until the employees retive,

exorcige latoral transfer rights to a different Post or by mutual agreement of
the pattiss to amend this agteement,

4) Use of Agreement:

The partles agree that this agreement is strictly without precedent and without
prejudicé to either party’s position on any matter that gave rise to this LOA.

Dated for reference; 20 September 2010

For the Employer: ' For the Union:

5% Serr 2o - B ST /i

3



LETTER OF UNDERSTANDING

The parlies acknowledge the personal cost and commizment in achieving the Training
lzvel of PCP or ACP

When an employee is paricipating and atlending a Primary Care Paramadic (PCP) or
an Advanced Gare Paramedic (ACP) course from an approved training agency the
following principies will apply 1o the application of F3.01:

1. Emgloyees wil repon training days (o the Unit Chief every month at the same cut-ofi
date as submission of availability.

2. Eacn training day will be recognized as ane shift of availability.

3 Employees impacted by any previous interpretation of this clause will apply to
Human Resources with their trzining information to have their date re-adjusted. This
must be completed by August 31, 2005

4. The Paries agree any lateral ransfer effected o date will not be impacted by thrs
agreement.

5. This agreement does nol impact the previous LOU regarding F3.01 signed January
27. 2005,

6. This agreement is effective November 15. 2004,

Brrsielled  frogenrtcl

Forthe Union ¢~ For the Employer

%dgf /-;/?Q s Moy /9. 2005

Date & Date
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March 8, 2004

CLIF
Mr. Tom Manz Cliff: 492694
Provincial Secretary Treasurer Without Prejudic

Ambuiance Paramedics of BC
CUPE Local 873

Unit 2270 - 21331 Gordon Way
Richmond, BC V6W 149

Attention: Troy Clifford, Provincial 2™ Vice-President

Dear Mr. Clifford:
RE: Schedule F3.05(c)

Further to our meeting of March 30, 2004, we herewith provide a Letter of
Understanding for verification of the terms reached by the parties. Please signify
the Union’s acceptance by return letter care of my attention.

ok kkok kK

Letter of Understanding — Schedule F3.05(c)

Effective April 1, 2004, the following outlines the parties’ mutually-agreed interpretation and application
of Schedufe F 3.05(c) for employees attending certification courses to achieve Paramedic 1 (P-1)

certification.

1. Part-time employees whose normal work station and residence is outside a 32 km radius of the
address where the course is held shall be on trave!l status. Employees on travel status shall be
paid mileage in accordance with Clause 22.09, and meals in accordance with Clause 22.10
(unless meals are provided, in which case the allowance will be reduced by the amounts
outlined in Clause 22.10for the meals provided). BCAS requirements specifying when travel
status commences and ends on a day shall determine eligibility for specific meal claims.

2. Employees within a 32 km radius of the address where the course is being held will be provided
lunch or the apptropriate meal allowance in lieu.

3.  Entitlement to accommaodation in accordance with Provincial Government Reguiations will occur
where the employee’s normal work station and residence is outside a 100 km radius of the
address where the course is being held.

Either party may open Schedule F3.05(c} during negotiations of the 13" Agreement.

N.B. The above provisions apply only to paramedics undertaking P-1 cenrtification training, i.e. these
guidelines do not apply to other training situations, e.g. OSH, CME & c.

*Etk Kk k Kk Kk

2

Ministry of British Columbia Human Resources/

Health Services Ambutance Service Labour Relations
1202 — 601 West Broadway
Vancouver, BC V5Z 4C2
Telephone: {604} 660-6007
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Many thanks, Troy and Bronwyn, for your assistance and co-operation to resolve
this issue.

Kind regards,

Mookt

W. Baird Blackstone
rovincial Manager, Labour Relations

pc.  Sandra Noel, Provincial Manager, Human Resources
Tony Arimare, Director, Human Resources & Labour Helations
Bronwyn Barter, Provincial 1** Vice-President
Fred Platteel, Director, Regional Operations
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All Operators | August 20, 1988
British Columbia Ambulance Service 158500

Re. Employes Transfers from Fulk-time to Part-time

Tha British Columbia Ambgsi&#w Service and CUPE Locai 873, have discusssd
the above-noted matter at the Provincial Joint Labour Management Committee
Meeting and reached the following agreements:

1) A full-ime empioyee may apply for a part-time position in a station using
their original date of hire.

2) After the move to part~t§ne the emplicyae may bid as a part-time
employee o another statacm or bid fo fulktime, using the original date of
hire.

3 i an ex-full-time empioyee bids back to full-time, thay are &ss:gmd anew
senigrity date. :

4) An gmployee who swﬁmes from full-time o part-time will retain their
expenience pay. Service pay will be reset and based on the new iransfer
date to part-ima.

8)  This agreement is effective immediately and is not retroactive.

Please direct any questions regarﬁmg this process to your Union Representative

or Superiniendent.

&A | - / f
Paa Gotto - Paitetsan
Dwector ~ Operations es;demi '
BCAS | . SUPE Local 873

T g SUFC NS BESERR OF FATFEGRYES G20TE SRR AT A TR
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13:51 FR BC AMBULANCE SERVICE 250 953 3119 TO CUPE

o

BRITISH ) . |
COLUMBIA  tHoaitn Sarvices et emoance Senice MEMORANDUM

To:

Re:

PO Box 9600 Stn Prov Gowt., 712 Yates St., 5 Fi., Victoria BC VBW 9P1

Regional Directors & Superintendents Date: February 24, 2004
Dispatch & Airevac Managers File: 1550-01 Lo
Unit Chiefs and Charge Dispatchers Cliff. 488458

Procedures for Leaves for Union Business

This memorandum is intended to assist Managers, Unit Chiefs, Human Resources and Union .
Officers in clarifying the procedures currently in place for the various types of leaves for union
business. The intent of the Memorandum is to avoid difficulties in the communication and paper =
flow that have made the process cumbersome for the regions and for Payroll. The practices
currently authorized by BCAS are set out below and have been reviewed with the CUPE L873
Provincial Secretary Treasurer who provided input. ‘

~ Union leaves presently fall into the following categories:

a)

b)

Union Business—Employer Paid

Employees claiming leave from work requiring shift coverage under thls category should
complete a leave form and indicate the appropriate collective agreement article-and ldentlfy
the specifics of the claimed leave. Employer paid leave would be approved in accordance
with the conditions outlined in the collective agreement e.g. PJLMC (8.04), RJILMC (8.06), .
negotiations and arbitrations (21.01b). The crew schedule should indicate Union
Business—with pay.

A copy of the approved leave application should accompany the crew schedule and pa yroll
will record this in the leave system as LWP (B19) ,

Union Business—Unpaid

Union officers may request unpaid leave for union business eg: Article 21.01(a) and 21.02.
Requests must be submitted for approval in writing, in advance, to the responsible
Superintendent. Requests are not approved until confirmed approved by the responsible
Superintendent. ;

P. 0102

If there has been prior approval by the Union and the approval has been communicated by

the Provincial Secretary Treasurer in writing to BCAS management, BCAS will maintain the
employee’s pay and bill CUPE for wages and benefits. Payroli must have immediate.
notification of these details. If there is no prior approval or communication from the

Provincial Secretary Treasurer or, in his absence, the President, the employee will not

be paid by BCAS for the absence due to union business and the employee will see the
impact on their BCAS paycheque. The crew schedule should indicate Union Business—
LWP.
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d)

Documentation must be included with the crew schedule to indicate that the employer will

P. 0202

bill for wage maintenance. Leave forms must accompany the crew schedule and payroll will L j

record this as LWP in the leave system ( B02 & B20)

Union Busmess—Unron s_\!itch shift

Current practise allows a union officer to take leave for union business with the unlon takrng o e
- -responsibility to provrde shift coverage through a “union switch shift”. The employee must

have obtained prior approval in accordance with CUPE’s established process BCAS has
indicated to CUPE that the union coverage must meet the employer’s operatronal .
requirements and be in. compliance with the safe work parameters policy. The employee

must ensure that their Unit Chief/Superintendent and/or scheduling receives a copy of the s
/S

h shift” |

“union swit

CUPE union switch shrft form. The crew schedule must ingdicat

so that Payroll doesn’t deduct pay or request a leave form. This leave would not be reported L

in the leave system. The employee who is being paid by BCAS but performing union

business through a switch shift is under the direction and control of the union. BCAS will not -

be responsible for any work related injuries.

The regions are responsrble for internal audit of this process to ensure that only.the =
employee on union business is being paid by BCAS, as CUPE is responsible to pay and
make appropriate deductions for the person working on behalf of the absent union oﬁrcral

Union Leave —Article 3.03/9.05

This leave is locally administered and no communication to payroll is requrred

Losrdo Mt

Sandra Noel ; ;
Provincial Manager — Human Resources

pc:

Tony Arimare — Director
Baird Blackstone — Manager
Human Resources Managers
Norma Wong

Deidre Moran

CAPE LT3

*% TOTAL PAGE. 002 x*
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CUPE LOCAL 873

UNFT 105-21900 WESTMINSTER HWY,, RICHMOND, B.C, VBY 0A8 Ser 47 Luli
TEL: (B04) 273-5722 TOLL FREE: 1 (868) 273-5766
FAX: (804} 273-5762 TOLL FREE FAX: 1 {886) 273-5762

£-MAIL; apbc@shaw.ca ) !

BC Ambulancs FQ
CChE %6942

September 22, 2011

Ms. Sandra Noel

Director of Human Resources
BCAS, Provincial Headquarters ‘
PO Box 9600 Stn Prov Govt l
2261 Keating X Road, Block C ]
Victoria BC VBW 9P1

Dear Ms. Noei:

The Union is in receipt of your letter dated September 19, 2011 regarding the Unit
Chief/Charge Dispatcher Selection Process.

We are in agreement with continuing to follow the Germaine Mediation/Arbitration
award of February 14, 2008 regarding Article 13.03 and to continue to have the current
qualifying written exam and an interview to assess the knowledge and skill
requirements of the position. ‘

We are also in agreement to the extension of the combined passing scores for the
knowledge and skill elements to be valid for 24 months as opposed to the current 6 ‘
months; as well as, with the steps laid out in your letter of the process should an 1
employee wish to re-test and try to better their score. |

Yours truly,

Bronwyn Bart®r
A/Provincial President j
CUPE Local 873 i

Ce: Baird Blackstone
PEC

BB/ki
Coped78




IN THE MATTER OF A MEDIATION PURSUANT
TO THE LABOUR RELATIONS CODE OF BC, RSBC 1996 c. 244

BETWEEN:

BC EMERGENCY HEALTH SERVICES

AND:

AMBULANCE PARAMEDICS OF BC, CUPE LOCAL 873

(Universal Hourly Rate Implementation — Policy Grievance #1600036)

CONSENT ORDER
(with June 2, 2017 revision to point 5)

WHEREAS | was appointed as mediator in relation to Policy Grievance No. 16100036
regarding Universal Hourly Rate (UHR) Pay Scales;

AND WHEREAS mediation occurred on March 27 and April 6, 2017, and during this
process the parties outlined the relevant factual background to the dispute and their
respective divergent positions in relation to the many aspects of the UHR grievance;

AND WHEREAS during the course of mediation it became clear there had not been
much substantive discussion at the bargaining table in relation to the applicable newly
negotiated collective agreement language and the ambulance service, and that arbitration
of the dispute carried risk for both parties and could result in an unworkable or less
preferable system;

AND WHEREAS during the mediation process | assisted the parties in achieving a
resolution to all outstanding matters of the contentious grievance on the basis of a
Consent Order.



IT IS THEREFORE ORDERED by consent that the Universal Hourly Rate language,
attached as Appendix A, will be implemented and interpreted as follows:

1.

The 10, 15, 20 and 25 year wage increments will be based on completing one year
of work calculated from an employee’s part time adjusted date of hire.

Driver, EMR, PC/ PCPIV and Supervisor/RTO/QI positions (“Basic Life Support
Position”) will progress through the base, 1, 2, and 3 year steps of the wage grid
based on completing one year of work, calculated as per items 4, 5, and 6, below,
in any of these classification levels.

ACP/CCP and ITT and their related positions (“Advanced Life Support Position™)
as well as Dispatch and their related positions (“Dispatch Position”) will continue
to progress through the base, 1, 2 and 3 year increments of the wage grid based on
completing one year of work, calculated as per items 4, 5, and 6, below, in the
applicable licence/classification level (i.e. one year of license-level experience.) A
move within these categories will result in a resetting of experience pay to the base
level.

For the purposes of moving through the increments of the wage grid, “one year of
work” for full-time employees is when the employee completes one anniversary
year as a Full-Time employee per Article 22.04, subject to the leave provisions of
the collective agreement.

For the purposes of moving through the increments of the wage grid, “one year of
work” for On-Call employees is based on completing an anniversary year of
employment and completing at least 1950 hours per year. A maximum of 178
(revised June 2, 2017) hours per month and 1950 hours annually may be counted
toward this calculation. If the on-call employee does not complete the required
hours by their anniversary date, the on-call employee will be credited the year of
service on the pay period immediately following the date on which they completed
their 1950 hours. The calculation of the employee’s next 1950 hours and
anniversary year of employment will then begin from the date upon which s/he
met the 1950 hour threshold.

For the purposes of moving through the increments of the wage grid, “one year of
work” for Job Share and Regular Part Time (“RPT”) employees shall be calculated
by combining RPT and On-Call hours to a maximum of 178 (revised June 2,
2017) per month and 1950 per year.

“Hours” for the purposes of items 5 and 6, above, includes all hours spent on-call
and hours worked by an employee on regular, standby, on-call, and spareboard
shifts, as well as performing administrative work and employer-paid training,



10.

11.

12.

13.

14.

15.

16.

subject to the leave provisions of the Collective Agreement. There will be no
double-counting of hours.

RPT and On-Call employees who move to Full-Time positions in the same license
level shall remain on the same increment of the wage grid and progress through
the wage grid based on items 2 and 3, above, and their Full-Time date of hire.

Employees moving to a higher license level will continue to accumulate “years of
work” for the purpose of the 10, 15, 20 and 25 year wage increments, and, for the
purposes of the base, 1, 2 and 3 year increments will either:

I. Remain in their increment of the wage grid if they are moving to a
Basic Life Support Position; or

ii. Return to the base increment of the wage grid in accordance with
their license level experience if they are moving to an Advanced Life
Support Position or a Dispatch Position.

The placement of an employee moving between dispatch and paramedic or vice
versa shall be dependent on service and license level as set out in paragraphs 8 and
9 above, as applicable.

The parties agree that Article 12.03(c) of the Collective Agreement is of no force
and effect.

Existing On-Call employees as of April 7, 2017 will be placed on the wage grid
based on their adjusted part time date of hire on that date.

Once placed on the grid as per item 12, above, existing On-Call employees will
progress through the wage grid based on the calculations in item 5, above,
effective April 7, 2017. As stated below, this will be implemented by October 1,
2017.

Existing Full-Time employees as of April 7, 2017 will be placed on the wage grid
based on their adjusted part time date of hire on that date, effective the first pay
period after April 1, 2018.

An employee who retires, and is hired back, will be placed at the 3 year rate within
their classification.

The Employer will implement this payment system by October 1, 2017.



17.  The accounting of hours and service will only be used for the purposes of placing
employees on the pay grid.

18.  The Parties agree that Arbitrator Christopher Sullivan will be seized of this dispute
for the purposes of resolving any disagreement between the parties arising out of
the implementation or interpretation of this Agreement, which cannot be resolved
by the Parties.

19.  The Employer will endeavour to provide a reasonable mechanism for employees
to have access their accumulation of hours.

It is so ordered by consent the 12" day of April 2017, with revision to points 5 and 6 this
2" day of June 2017.

/-

Christopher Sullivan
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LOA: 2015-10-001
Effective: October 14, 2015
Expires: April 30, 2019

Letter of Agreement
Between:

BCEHS — BC Emergency Health Services
&
CUPE - 873 - The Ambulance Paramedics of British Columbia

Vacation Payout for CUPE Employees (Article 19.03 (j))

The parties acknowledge that the language of Article 19.03 (j) in the Collective Agreement
which states, “the payout for unused vacation will be made by the payday following the first
full pay period in January of the following year” is not possible and will result in incorrect
vacation payout calculations.

Therefore, the parties agreed that CUPE employees will receive payout for unused vacation by
the second payday following the second full pay period in January.

The parties agree this document replaces all other references, practices and agreements
regarding vacation payout. -

This agreement will be effective until April 30, 2019. The parties may agree to terminate, alter
or extend this agreement by mutual agreement through the PJLMC.

(M

Jodi Jensen, COO, BCEHS Date

Oc;f. :20{/ s

ﬁ\_/‘--b

Bronwyn Barter, President, CUPE 873 Date

BCEHS Labour Relations
301 - 2955 Virlual Way
Vancouver, BC V5M 4X6

Telephone: 604 660 6006
Facsimile: 604 660 3280
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COLUMBIA
November 4, 1998 %

To: All Ambulancé Service Staff
Re: POST SHUFFLES W%
The British Columbia Ambulance Service (BCAS) and the Ambulance Paramedics of BC, CUPE / 7( éf

Local 873 have discussed the post shuffle process. The following outlines the agreement reached
at Provincial Joint Labour Management Committee (PJLMC):

1. This process applies to qualified applicants. An applicant awaiting a selection process or in
a training program will not participate in a post shuffle process until selected and/or qualified.

2.  When a vacancy occurs in a multi or single station post, the position will be posted. Once the
new applicant(s) has been identified, and has accepted a position in writing, the employer will
identify which employees, including the new applicant(s), wish to move to the vacancies, and
the moves will be conducted by seniority.

3.  Vancouver is unique, due to the volume of positions and ongoing vacancies. It is deemed
appropriate to continue with the established process, whereby employees within the
Vancouver post submit their station transfer requests to the regional office. Approximately
every two months, region staff conduct a process to match employees’ station requests with
existing vacancies. New applicants to Vancouver may submit station requests once they have
accepted a position in writing, whether they have arrived in the post or not. They may be
placed in a current vacancy until their request is considered during the next shuffle process.

4. The parties agree that the same process is followed for filling a vacancy or a new position.
5.  The parties agree there will be no bumping at any stage of the process.

The parties will deal with any issues arising as a result of this agreement at PJLMC.

Paul Gotto JimPatterson ‘ T
Director of Operations Ppésident
British Columbia Ambulance Service UPE Local 873

EHSC Circ. #23:98

Ministry of Health and British Columbia Provincial Headquarters

Ministry Responsible for Seniors Ambulance Service 2nd Fl., 1810 Blanshard St
Victoria BC V8V 1X4
Telephone: (250) 952-0888
Facsimile: (250) 952-0905



LETTER OF AGREEMENT

JUNE 26, 2013

BRITISH COLUMBIA EMERGENCY HEALTH SERVICES

EMPLOYER

AMBULANCE PARAMEDICS OF BRITISH COLUMBIA
CUPE LOCAL 873

UNION

Re: IMPLEMENTATION OF CENTRAL REPORTING STATION DEPLOYMENT IN THE VICTORIA POST

The parties agree that the Collective Agreement remains in full force and effect, except as specifically
altered by this agreement. This agreement is specifically for the Victoria Post Central Reporting Station
(CRS) deployment, and is made on a without prejudice and without precedent basis to any future
deployment initiatives in other areas of the Province.

While station 109 is included in the Victoria post, and is subject to the post shuffle detailed below, it
remains a stand-alone station for purposes of work and deployment.

1 - Annex Locations
The parties agree that any physical structure where Paramedics are assigned to stand-by, other than an
established Station, will be referred to as an “Annex”.

The employer agrees that for the term of this agreement, any current or new Annex standby locations
will adhere to the provisions set out in article 27.01(b), as well as, include:
¢ Janitorial and cleaning services

* Televisions

The parties agree that all cross covers / stand-by locations shall normally be at a Station or Annex.
Should deployment issues arise in the moment, the Duty Supervisor will address the issue. Repeated
issues will be referred to the Area Manager for discussion at RILMC.

2 ~ Meal Transportation
The employer will write safe work procedures for transportation of food in ambulances. Such safe work
procedures will be reviewed with the DOSH committee.

Page 1 of 2



Such procedures will be completed and ready for use, prior to the implementation of the Central
Reporting Station.

The employer recognizes that consumption of meals inside of ambulances is prohibited. As such, the
employer will continue to adhere to the Superintendent Grant Brilz Memorandum dated July 11, 2008,
as attached in Appendix A.

3 — Victoria Post Shuffle

The employer and the union agree, in order to facilitate the deployment of the Victoria Central
Reporting Station (CRS), a full post shuffle of all positions will occur.

The parties agree that the employer and union executive will jointly administer the post shuffle. The
post shuffle will commence immediately after the signing of this agreement.

The employer agrees to maintain the minimum number of Alpha cars in the Victoria post at the date of
signing this agreement.

4 — Unit Chief / Supervisor Structure
* The Victoria post will consist of 4 Duty Supervisor positions:
o One position per platoon
* The Victoria post will consist of 5 Unit Chief positions:
o Station 123 — 4 Unit Chief positions
=  Positions will be on an Alpha rotation
= One position per platoon
= All four Unit Chief’s will share all station administration duties
= Acting Unit Chief vacancies must be filled from the platoon in which the vacancy
occurs
o Station 109 — 1 Unit Chief position
o Selection for Unit Chief / Supervisory positions will be accordance article 13.03.

5 — Victoria Post Central Reporting Station (CRS) Location

The parties agree that the commitments set out in sections 1 though 4 above meet the requirement in
paragraph 311 of the Victoria Post Central Reporting Station Deployment Award, that the 3300 Douglas
Street Central Reporting Station location be provisioned as crew quarters in compliance with Article
27.01(b) of the collective agreement.

Dated for reference June 26, 2013.

For the British Columbia Ambulance Service For the Ambulance Paramedics of BC

oy 3,

Les Fisher — Chief Operating Officer Bronwyn Barter — Provincial President

Page 2 of 2



&%ﬁ Victoria Central Reporting Station (CRS) - Letter of Agreement - Appendix "A"

~ COUMBA  Epgmmymessn e . MEMORANDUM

Services Commission

To:  All Staff Date: July 11, 2008
Victoria Post/Dispatch Center
Vancouver Island Region File: 51000-01

CLIFF: 736242

RE: Resource Deployment within the Victoria Post

Over the past number of weeks and months | have been observing the deployment of
resources in the Victoria Post. Some key observations | have made are as follows with
respect to the BLS deployment layer:

e The West Shore cars have consistently lower UU times than those within the core of
Victoria/Saanich. This places units such as 118, 112B/C in potentially higher than
necessary UU times. (A graph at the end of this document illustrates this disparity)

¢ Cars are doubled up at 109/110 when large areas of the city are left uncovered for
extended periods of time. (25’s and 21’s area are of note) '

o Dispatchers are in the best position to determine effective selection and deployment
of units. The “up-car down-car” process currently in effect complicates the effective
deployment, balance of workload and utilization within the Post.

These issues are addressed clearly in the Principles of Deployment section outlined in the
Regional Directive “Resource Deployment in Victoria Post’ dated January 19, 2007. Most
notably these are:

3) As resources become depleted, units located at stations that have multiple units on
duty, will be required to relocate to uncovered areas (e.g. two cars at 123, no cars at
125 then one car from 123 is to go to 125). Stations with the greatest number of
in-station crews must be moved first (e.g. two cars at 112, three cars at 123, move
one of the cars from 123 first).

5) Charlie and Echo units should be considered for deployment to Alpha stations at
17:45 hrs to reduce overtime generated from late calls.

In keeping with the Resource Allocation Plan, Resource Deployment, Region One Layering
Matrix and response time directives shall be maintained at all times. This requires that:

1. All Charge Dispatchers and their Actings will review and clarify this information,
including the relevant Regional Directives, with their teams, to ensure consistent,
effective deployment and balanced workloads between crews.

2. Dispatchers will ensure that units are moved to cover uncovered areas ensuring
maximum coverage at all times.

T
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3. Dispatchers will endeavour to provide opportunities for crews time to eat during their
shift (between 1100 and 1400 for Alpha, Bravo and early start Echo Units and as
soon as possible after 1830 for Charlie Units). This should be accomplished with the
least amount of impact. The philosophy of “right car at the right time” continues
however on a routine Alpha call where time is less of an impact, drawing a crew from
another area that has a lower workload versus one that could benefit from a break
may be “the right car”.

4. Crews will not be taken out of service for a break except in extreme circumstances.

- Prior to this occurring, the District Supervisor will work with the Charge Dispatcher to
outline the problem and collaborate on a solution. The solution must not have a
profoundly negative impact on other crews (i.e. one crew gets a break while others
have been working equally as hard without a break). For a District Supervisor to put
a crew out of service, it will require that a report be filed with the Superintendent
outlining the steps taken to mitigate the situation, that a detailed review of the activity
of the car being put OOS be undertaken, as well as a documented assessment of all
unit activity within the Post at the time of the decision to pull a car OOS for a break.

5. The current process of “up-car down-car” that has been utilized within the Post is
rescinded. Unit selection for cross cover and call assignments are at the
Dispatcher's discretion, keeping in mind the principles outlined in the RAP, Resource
Deployment RD and other directive documents. This requires that Dispatchers keep
in mind the need to minimize overtime and balance calls in stations or areas along
with the requirement to balance calls throughout the Post. Any concerns that field
crews have arising from work assignments are to be direct to and taken up with their
District Supervisor after the call has been completed. Note: The goal is to balance
worklioad within stations and distribute the calls as equitably as possible. This does
not preclude a station level reassignment provided this has been done for the mutual
benefit of crews and has no impact on chute times.

Any questions about this memo should be directed to me. If you do not understand the
concepts that | am attempting to convey | would ask that you contact me to allow for
clarification.

Superintgndent, Victoria Post
Attachment

pc Bob Gallaher, Director, Vancouver Island Operations, BCAS
Les Cleverly, A/Dispatch Superintendent, Vancouver island Region, BCAS

w3
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