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Labour Relations Update 

The 2017-2018 school year is the first after the Supreme Court of Canada ruled in favour of the BCTF in 
November 2017 and restored over 1600 provisions of the teacher collective agreement which were 
removed through legislation in 2002. As we progress through this first school year of implementing the 
restored provisions, there is ongoing labour relations work at the provincial level to address issues on 
both a proactive and reactive basis. BCPSEA has produced an Implementation Guide for districts on the 
MOA regarding LOU 17 as well as a specific guide dealing with Remedy for non-compliance. There is a 
provincial LOU 17 Implementation Main Table standing committee comprised of representatives of 
BCPSEA, BCTF, MOE and PSEC which meets monthly to discuss and respond to issues of provincial 
significance. A Class Composition Joint Committee was established based on the commitments made in 
LOU 17 which also meets monthly to better understand the differences and challenges arising related to 
the restoration of dated composition language and definitions of students with special educational 
needs. BCPSEA representatives are currently working on gathering data at a district level on how the 
restored language was defined and applied historically with respect to students with special educational 
needs and comparing that to how the language has since been restored in order to better understand 
areas of difference. The EPLP program is supporting districts in the legal costs of arbitrations occurring 
as a result of differing interpretations of the language.  

The BCTF has been engaging in a comprehensive public relations campaign to assert that there have 
been insufficient numbers of new teachers hired to comply with the restored language across the 
province. The Ministry and BCPSEA have been responding with factual information on the recruitment 
of new teachers and significant resources have been allocated to provincial recruitment initiatives. The 
BCTF recently brought a lengthy list of proposed Mid Contract Modifications to the Main Table 
Committee which they assert would assist with recruitment and retention challenges. The proposals 
were all in the form of collective agreement enhancements with no expressed willingness to remove any 
restrictions in the collective agreement. In December 2017 the BCTF brought a S.88 application to the 
Labour Relations Board asking the LRB to intervene in what they describe as an unresolved dispute with 
BCPSEA regarding the “Failure to Fill Positions”. The s.88 application takes precedent over the MCM 
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proposals and the first meeting with the LRB to address preliminary process takes place on January 23, 
2018 with Mike Hancock of Harris and Co. acting as employer counsel.  

As part of the OLRC’s contract with BCPSEA, the Executive Director is participating in bi-weekly calls with 
the BCPSEA group where ongoing issues are discussed. In the OLRC group SD 22 currently has an 
arbitration scheduled to be heard in April 2018 which deals with the process of identifying students with 
special educational needs. Additional step 3 grievances are currently in process in SD 22 on what release 
time is owed to teachers of students with special educational needs and which positions should be 
counted in the non-enrolling specialist teacher ratios. SD 19 is working with their local teachers’ union to 
determine if an agreement can be reached to replace the process language which was restored with 
more current and practical language. 

Meanwhile, the ongoing work of supporting districts in performance management of employees, 
teacher and CUPE misconduct investigations and resulting action, and the management of medical 
leaves and resulting accommodation and disability management issues continues at the OLRC. In all of 
the investigations that have resulted in discipline this year, there have been no grievances. In addition, a 
CUPE termination grievance which had been previously scheduled to go to arbitration was successfully 
resolved in December without cost to the district and with no reinstatement of the employee. The 
Executive Director has also been continuing to provide labour relations support to the City of Grand 
Forks on a fee for service basis.  

General Update 

Strategic Plan  

We are in the second year of the three-year OLRC strategic plan. A copy of the strategic plan, along with 
updates on current action items has been attached to this report. One of the significant items in the 
Strategic Plan for this school year is to review and update the OLRC Rules.  

At the October 11, 2017 Board meeting the OLRC management committee was appointed as the sub-
committee to review and make recommendations on the OLRC Rules which were last amended in 2003. 
The impetus for the update arose as a result of the resignation of SD 67 as an OLRC member and the 
update of the OLRC membership fee formula approved by the Board in February 2017. The OLRC 
management committee met in the fall of 2017 to review the Rules and develop recommended changes 
which have been attached to this report.  

In summary the changes proposed to the Rules include the following: 

Part 1 – incorporating reference to the OLRC Mission, Vision and Values into the purpose of the 
Council 

Part 2 – amending the title to “Definitions”, housekeeping updates of language in reference to 
“Boards of Education” and the inclusion of a definition for “Operating Grant” 
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Part 3 – housekeeping updates of terms, addition of language to capture current process of 
appointing a negotiator to support local bargaining, deletion of language which restricts the 
actions of members who have delegated authority to the OLRC under Rule 6 with respect to 
activities during a strike/lockout. This is not considered currently necessary. The formula for 
Membership Dues has been updated to reflect the Board approved change. Adjustments to the 
Resignation language were made to provide the OLRC board with the option of changing the 
service level to members who resign their membership during the last 6 months of the notice 
period and to include all members in the frozen period where a notice of resignation of 
membership may be given. 

Parts 4 and 7 – were amalgamated to reduce duplication in the information regarding meetings. 
Timelines for the provision of documents and notification of meetings were reduced in 
recognition of the ability to send messages and documents electronically.   

Part 5 – renumbered, housekeeping updates 

Part 6 – terms for Directors and Officers moved to 2 years vs. 1 year.  Removal of reference to 
“Negotiating Committee” as it has not been used. Option to strike committees exists under 
“Powers and Functions of Directors”. Additional wording to reflect the ability of the Directors to 
establish core services of the Council and any extra services provided on a fee for service basis – 
as previously discussed by the Board.  

Part 8 – upon review the actual practice of the OLRC has not been to do a formal audit. The 
recommendation is to adopt the standard of a “Review of Accounts” to provide independent 
oversight and assurance to the Board of the accounts of the organization. 

Part 9 – discuss whether a legal review should be done to ensure appropriate indemnification 
language 

An update to the Rules is done by an extraordinary resolution which requires a two-thirds majority vote 
by the members in attendance. Discussion of these changes will take place during the February 23, 2018 
in-person Board meeting.  

Attendance Support and Wellness Initiative  

The Attendance Wellness Consultant continues to work with all seven member districts (expanded from 
five to seven on Sept. 1, 2017) in the areas of Attendance Support, Disability Management and Wellness. 
The Attendance Support work currently focusses on ensuring data for absences that are episodic in 
nature can be easily extracted from HR databases and analyzed according to provincial guidelines.  This 
aspect of the project requires assistance from an Excel analyst/programmer - due to differences in HR 
databases each district’s attendance data requires individual and systematic customization of the 
analysis tool.  As of January 2018 one OLRC member district’s data analysis tool is in place and they are 
positioned to move forward with other aspects of the Attendance Support initiative, that being working 
with managers/admin to identify and support employees whose episodic absence rates are in the top 
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5% of their peer group. Of note in this discussion is that challenges with absence data analysis are a 
consistent theme across the province; of the districts participating in this phase of the project, the OLRC 
district is the first to reach this stage of implementation. Other districts will follow accordingly as data 
clean-up and customization/programming of the same analysis tool is completed.  

Work in the area of Disability Management (DM) proceeds according to the needs of each district - the 
Duty to Accommodate is a growing and evolving area that requires diligence, communication and 
documentation. The main focus has been to assist with resolution of emergent, complex situations using 
best DM practices by liaising with rehab consultants with JEIS / H&W and insurers and preparing 
documents and providing management support/coaching for such things as Return to Work plans, 
customized Medical Certificates and Workplace Accommodations.  In this way districts will be building 
resources and raising the bar for their own sustainable HR processes relating to DM.   

Wellness is the third area of focus – efforts have mainly been towards building awareness among HR 
stakeholders about wellness in general, recognizing the role of existing benefits and identifying 
additional online and community resources available.   By requesting and studying available objective 
information (e.g. annual benefits utilization reports and detailed drug-usage reports from Pacific Blue 
Cross) the most pressing health/wellness issues facing district employees are being considered as 
districts seek impactful ways to support employees and improve overall workplace health.  Work in this 
area will continue to evolve with the Attendance Support initiative.  

Job Evaluation  

In her new role at the OLRC as the Executive Assistant, Human Resources, Nikki Cescon has taken on the 
role of assisting districts in job evaluation maters and has facilitated job evaluation meetings for both 
the 523 Group and SD 22 this school year.  

School District No. 53 volunteered, and was selected, to participate as the Okanagan zone school district 
participating in the provincial Job Evaluation pilot project. The OLRC will work with the district to provide 
support during the pilot project.  

Workshops 

The Executive Director provided Investigation and Progressive Discipline training to the management 
group in SD 10 this fall and is scheduled to provide a similar session to the management group in SD 51 
on February 7, 2018. The Executive Director is participating as one of the instructors in the BCPSEA 
Bargaining Academy training being held in Kelowna January 29-31, 2018.  

The OLRC is also pleased to be able to host a professional development session after the in-person 
Board meeting on February 23, 2018 and in connection with the BCSTA zone meeting in Kelowna. 
Lindsie Thomson from Harris and Co will be providing a presentation on the Legalization of Marijuana – 
Practical Considerations for School Districts and Rosalie Cres from BCPSEA will be in attendance to 
introduce a provincial approach on the subject.  


