
 
 

Executive Director’s Report to the Board 

June 18, 2025 

 

Labour Relations Update 

During the second half of the 2024/25 school year, OLRC staff have been assisting district staff with 

issues of contract interpretation, grievances, investigations, and disability management, including some 

highly complex mental health and addictions files.  

As of May 31, 2025, the overall file count at the OLRC was 581 (305 Teacher/Admin. and 276 Support 

Staff), which is a 12% increase from the previous year. There are a significant number of investigations 

within this file count, see chart below, as well as a noticeable increase in grievance activity, especially 

support staff, which is not uncommon leading up to collective bargaining. We are also noticing an 

increase in grievances being filed both on the support staff and teacher side in districts where there are 

new union presidents.  

 

There have also been a higher number of inquiries from school districts about layoffs and restructuring 

this spring staffing cycle due to tight budgets and projected changes in enrollment for next year. This is a 

marked change from the recent past, where the primary issues were about finding ways to recruit and 

retain staff to fill open vacancies. In some cases, the amount of projected staff reductions resulted in the 

district providing their unions with section 54 notice under the Labour Relations Code, on a without 

prejudice basis. This notice is provided to ensure that the district is meeting its responsibilities under the 

Labour Relations Code and to provide time to consult with the unions about the impact of the proposed 

layoffs. This allows the parties to discuss whether there should be any alterations to the normal 

0

5

10

15

20

25

30

10 19 22 51 53 58 74

2024-25 Investigations

CUPE Teacher Admin



 

OLRC| Report to the Board 

2 Executive Director Report to the Board – June 18, 2025 

processes in the collective agreement by way of a mutually agreed upon adjustment plan. In most cases, 

the normal collective agreement layoff provisions have been utilized.  

For two districts who provided section 54 notice to their support staff unions, the local unions 

challenged the way the district issued the notice and how they were counting the 60-day notice period. 

The unions were taking the position that the 60-day notice period could not start until all the particulars 

of the layoffs were known and/or approved by the Board. If this was true, it could have resulted in a 

delay to the district’s ability to meet notice requirements for layoffs in the local collective agreements 

and limited the opportunity to have meaningful discussion about an adjustment plan. This union 

argument was not consistent with the employer’s view of the legislation, nor the advice provided by the 

OLRC. As a result of these challenges, BCPSEA sought a legal opinion from Harris. The resulting legal 

opinion supports the employer position that the notice period starts when the employer issues the 

notice and it must be at least 60 days in advance of the impact of the proposed change (i.e., the date the 

layoffs will be in effect – June 30). There should be sufficient information in the notice to allow for 

meaningful discussion, but it does not need to be a final or a fully particularized decision. This 

information will be helpful if the unions seek to advance a grievance on this matter. The legal opinion 

will also be helpful in updating the advice BCPSEA provides to school districts about providing section 54 

notice going forward.  

Grievance and Arbitration  

In the 2024-25 year the ORLC provided support to school districts on 96 grievances. Once grievances 

move past step 3, they are entered into the CLASS system to ensure that legal support is provided 

should the grievance move on to arbitration or mediation. Year to date there have been 38 active 

grievances (29 Teacher & 9 Support Staff) at Step 3 or further in the CLASS system with 8 currently 

referred to arbitration, mediation, or human rights. The OLRC works with districts to effectively respond 

to grievances such that most of the grievances are resolved or withdrawn prior to arbitration/mediation.  
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On April 14, 2025, SD 22 and the Vernon Teachers Association had a mediation for a teacher grievance 

involving whether TTOC experience from another school district should be considered towards initial 

placement on the teacher salary scale upon hire. The district was represented by Jennifer Devins from 

Roper Greyell and the mediator was Jackie de Aguayo. Because the experience recognition language is 

not standard throughout the province, there are differences in what type of experience is counted for 

initial placement on the salary grid when a teacher is hired. This can create confusion for teachers who 

are moving from one district to another where the collective agreement language does not provide 

them with the experience recognition they were expecting. This was the situation in SD 22. The district 

attempted to resolve the matter through the grievance process, but the union was unwilling to accept 

the district’s interpretation of the collective agreement language. The matter was not originally resolved 

during the one day of mediation, however, based on subsequent discussions, the parties are in the 

process of finalizing a settlement agreement which would confirm the district’s interpretation of the 

language and be a  positive outcome for the district.  

SD 22 is also awaiting an arbitration decision for a hearing that was held on April 15, 2025. This 

arbitration delt with a policy grievance on the interpretation of teacher collective agreement language 

for the allocation of prep time to part time secondary teachers and the specific methodology used by 

the district to calculate the teacher’s assignment, including prep time. The district practice in this matter 

has been consistent and long standing and the union had previously grieved but not advanced the 

matter to arbitration. The union had also previously issued notices of estoppel but did not pursue the 

matter when the district did not change their practice. David Woolias, from Harris, was the employer’s 

council and Jackie de Aguayo was the arbitrator. The parties were able to come to an agreed statement 

of facts and reduced what was originally set for three days of hearing down to one day. David did an 

excellent job representing the position of the employer and the district is hopeful of a positive outcome.  

There are also currently two grievances referred to arbitration regarding placement of experienced 

teachers on the salary scale, which came about following the elimination of the bottom step of the 

salary grid as part of the 2022-2025 BCTF Collective Agreement. SD 19 and SD 58 have preexisting 

superior local language regarding skipping steps on the salary scale to help recruit new inexperienced 

teachers. However, the districts still used the bottom steps of the salary grid when counting the years of 

experience for teachers hired into the district with experience. SD 19 and SD 58 have always used the 

methodology that you have to complete a full year of experience before you can count towards a step, 

which is the opposite view of the union. There was a recent arbitration on a similar issue in SD 41 

(Burnaby) and Keith Mitchell from Harris was counsel for SD 41. Keith will be representing SD 19 in their 

case. SD 58 is represented by David Woolias from Harris and this case is set for hearing September 2025.  

On a positive note, two support staff termination grievances in SD 53 were recently withdrawn by the 

union, who accepted that there was just cause and lack of suitability for both terminations. Termination 

arbitrations can be one of the costliest to litigate, and these positive outcomes for the district highlight 

the value of a thorough investigation process.  
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BCPSEA  

BCPSEA has been busy assisting districts with the conclusion of local teacher bargaining, planning for local 

support staff bargaining and commencing provincial teacher bargaining and support staff framework 

bargaining. Bargaining sector calls commenced mid-May to provide districts with an update on all things 

bargaining.  

Alison Jones, Director, Strategic Negotiations gave notice that she would be leaving BCPSEA in May 2025 

for a promotional opportunity with the Post Secondary Employers’ Association. Alison has worked with 

BCPSEA for three (3) years and has been active in the bargaining process since joining BCPSEA. Given that 

bargaining is already underway with both BCTF and K-12 President’s Council, BCPSEA is currently moving 

forward with the existing bargaining teams with the addition of Alissa Perry, Director of Labour Relations, 

and a District Liaison, who has joined the BCPSEA teacher bargaining team. The Executive Director of the 

OLRC continues to participate in the employer bargaining team for Provincial Framework discussions with 

the K-12 Presidents Council.  

The Executive Director also participates in BCPSEA new employee mentoring and continues to fulfill her 

role as a member on the Support Staff Education Committee (SSEC) and Provincial Job Evaluation Steering 

Committee. The Executive Director provided a collective bargaining presentation to the BCSTA chapter 

meetings in both the Okanagan and Kootenay zones at the start of the 2024/25 school year. These 

meetings took place in person in Nakusp in September and Revelstoke in October, and the Executive 

Director provided an overview of collective bargaining in the sector for all attendees, including trustees in 

conflict. The Executive Director also helped facilitate the BCSPSEA Bargaining Academy training in Kelowna 

in October and co-presented on Local Bargaining at the BCPSEA Symposium in November. The BCPSEA 

AGM was held in Vancouver on January 30-31, 2025 with a primary focus on bargaining.  

The contract between the OLRC and BCPSEA for the Executive Director to provide BCPSEA services to the 

OLRC member districts provides the basis for an important ongoing connection between our 

organizations. The contract makes a significant contribution to the OLRC revenue and requires a significant 

amount of the Executive Director’s time. However, it is well aligned with the work of the OLRC, and it 

prevents districts from having to access different people to obtain required labour relations services. The 

Executive Director participates in scheduled weekly virtual meetings and ongoing communication with 

BCPSEA as part of her liaison services contract with BCPSEA and regularly communicates provincial 

information to OLRC member districts. The Executive Director will be meeting with Chris Beneteau, 

Executive Director, Labour Relations from BCPSEA in early July to review the OLRC contract and discuss 

potential updates. 

Teacher  

The Executive Director acted as the spokesperson for four districts during local teacher bargaining this 

round: SD 10, 22, 58 and 74 and provided remote support to SD 19, 51 and 53 as requested. All member 

districts reached a local matters agreement with their local teachers’ union without utilizing the impasse 

process and the agreements have been fully ratified by all four parties.  
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Provincial teacher bargaining commenced on March 13, 2025 and BCPSEA and the BCTF reached a 

bargaining protocol agreement, which was then signed on April 1. The parties met from April 1 to 3 where 

both parties began tabling their non-monetary opening proposals. BCPSEA and the BCTF met for their fifth 

and sixth bargaining sessions on April 7 and 8 with the remainder of both parties’ opening proposals being 

tabled. Bargaining will continue with numerous meeting dates scheduled until the end of June. 

Bruce Tisdale, Secretary-Treasurer in SD 19 and a member of the OLRC management committee, is 

participating on the employer bargaining team for provincial teacher bargaining this round. Bruce is also 

a member of the BCPSEA Technical Advisory Committee which is a committee that has been struck to 

provide sector advice and feedback to the BCPSEA bargaining team for both teacher and support staff 

provincial bargaining. Rob Zandee, SD 53 Board Chair, OLRC board chair and BCPSEA Board member is 

also on the BCSPEA Technical Advisory Committee as is Malcom Reid, HR Director from SD 22,  and Tammy 

Sowinski, Executive Director OLRC. It is great to see such a strong presence in the bargaining process from 

OLRC districts.  

Support Staff 

BCPSEA and the K-12 Presidents’ Council and Support Staff Unions commenced negotiations for the 

Provincial Framework Agreement (PFA) from April 14 to 16 in Vancouver with both parties tabling their 

opening proposals. The Executive Director attended these sessions as a member of the employer 

bargaining team, which she has done since 2010. Rob Zandee, is also a member of the employer 

bargaining team for support staff bargaining. The next meetings took place on May 26 and 27 in Vancouver 

and there were upcoming dates scheduled for June 9-11. The Presidents Council cancelled the scheduled 

in person meetings in June and instead a half day virtual bargaining session is scheduled for June 19, 2025. 

Once the PFA is established it will need to be agreed to by each local school district, included in each local 

collective agreement, and ratified at each local level to be in effect.  

The Executive Director has been actively involved in the Provincial Job Evaluation project and has been 

assisting the Provincial Job Evaluation Steering Committee and the employer bargaining committee with 

proposals to move this project forward. The Executive Director was responsible for developing and 

providing a presentation to the K-12 Presidents’ Council during bargaining regarding the Provincial Job 

Evaluation project to review the status of the project and to look forward to the implementation phase.  

All 69 districts in the provinces have received approval from BCPSEA regarding their local bargaining 

plans for support staff. Local bargaining could have commenced in March; however, most local unions 

are postponing bargaining until the fall, which is likely due to the lack of direction from the government 

on funding and the lack of an agreed upon Provincial Framework Agreement. The Executive Director has 

historically acted as a spokesperson or a member of the bargaining team for all OLRC member school 

districts in local negotiations with support staff and the plan is for that to continue this round. SD 51 is 

currently the only OLRC district who is contemplating bargaining dates prior to the end of June. SD 22 

and 58 did have dates set but they were cancelled by their local unions.  
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Exempt Staff 

BCPSEA typically notifies school districts and other public sector employers this time of year of the 

government’s annual compensation policy direction through the PSEC Secretariat. This direction 

provides clarity to school districts regarding exempt staff salary increases. The general unionized wage 

pattern for the current fiscal year has not yet been established through public sector bargaining; 

therefore, the PSEC Secretariat is directing all public sector employers, including school districts, to 

refrain from providing in-range, performance-based increases for now. BCPSEA sent communication to 

districts regarding this freeze on April 29 and will notify school districts once the increases can be 

provided, which is hopefully expected to occur once the mandate is established and collective 

bargaining is well underway or complete. The OLRC has considered this direction in the creation of the 

proposed 2025-2026 budget.  

General Update 

Workplace Health 

District needs this past year have driven the workplace health focus in two directions 1) duty to 

accommodate, particularly with mental health, and 2) attendance support. In response to those needs, 

the Workplace Health Specialist has been actively working with districts on the accommodation files that 

they have and is developing resources to help districts with the complex process of understanding, 

recognizing, and supporting those with mental health issues affecting their ability to be at work 

successfully.  Secondly, the expressed needs of districts to help better manage the costs associated with 

increased levels of absenteeism has led to additional work around attendance support programs and the 

development of more resources supporting districts with building and implementing a fair and 

sustainable program.  

 

In support of the OLRC strategic goal to share learning and grow capacity of member district staff, the 

Workplace Health Specialist has been researching, developing, and presenting resources, focused 

workshops and learning opportunities to districts within the areas highlighted. The Workplace Health 

Specialist provided attendance support presentations to the senior leadership team in SD 22 and the 

Principal and Vice Principal group in SD 51. The Workplace Health Specialist will also be providing a 

similar in person presentation to the Principal and Vice Principal group in SD 22 on June 10.  

 

Job Evaluation 

The Executive Assistant, HR continues to provide direct assistance to SD 10, 19, 22, 51 and SD 53 with 

their existing CUPE support staff job evaluation plans, including job description creation and interim 

wage rate setting. The Executive Assistant, HR assisted with the facilitation of SD 10, 22 and 53’s joint 

job evaluation committees, including the coordination of meetings and preparation of documentation. 

The Executive Director supports the Executive Assistant in this work and knowledge of how JE operates 

at the local level has been an important perspective to bring to the Provincial Support Staff Job 

Evaluation Committee.  
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Strategic Plan  

The OLRC staff continued to meet established goals and timelines identified in the 2023-2026 Strategic 

Plan and 2024/25 annual Operational Plan.  

A notable accomplishment during the second half of the year includes the Executive Director’s 

negotiation of a new three (3) year office lease and rate freeze. The Executive Director submitted 

intention to renew the existing office lease for a new three (3) year period; however, the landlord 

declined due to renovation plans and other plans they have for the space. The landlord offered an 

alternate office space on the same floor down the hallway and the Executive Director was successful in 

negotiating the waiving of two-months in lease payments for July and August as well as the rate freeze. 

These savings will be used to cover the cost of the office move as well as to purchase the required office 

supplies and furniture. 

OLRC Budget 

Approved 2024/25 Budget 

In June 2024, the OLRC Board approved the 2024/25 annual budget which included a 4% increase in 

membership fees to support a 3% salary increase for OLRC staff, effective July 1, 2024, as well as 

increases in some extended health benefits as permissible by BCPSEA, per the PSEC exempt staff salary 

increase mandate. The budget also included an increase in revenue from the BCPSEA liaison service fees 

of 3% as per our contract with BCPSEA. An update to the OLRC’s IT security system was also 

contemplated in the budget.  

At the time the budget was approved it was known that the membership fee increase of 4% was not 

sufficient to balance the budget in 2024/25 without using surplus. The OLRC has historically tried to 

avoid large one-year increases in membership fees, so the Management Committee recommended the 

increase in fees be spread over a three-year period. A more detailed policy regarding the use of surplus 

was also created. A three-year projected budget was proposed which would result in a balanced budget 

at the end of year three. The projected budget for the 2025-26 year was to have a 3% membership fee 

increase and then in 2026-27 a 1.5% membership fee increase. These two years were only projections. 

The OLRC budget requires a specific Board approval each year.  

Proposed 2025/26 Budget 

In preparing for the 2025-2026 budget a review of the actual expenditures from the current year was 

conducted as well as a projection of expenses for the upcoming three-year period. The three-year 

projected budget was updated and recommendations have been made regarding how to best record 

and utilize the surplus. Although there is a three-year budget projection, the only year that is being 

formally approved by the Board at this time is the budget for the 2025/26 year. The proposed budget for 

2025/26 year is attached to this report.  

The budget being proposed is aligned with the three-year budget projections reviewed with the Board 

last year. The current proposed budget includes a recommended increase in membership fees of 3% 

which is inclusive of a projected 2% salary increase should it be approved as part of PSEC’s exempt staff 
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compensation mandate during the 2025/26 budget year. The budget also includes a projected increase 

in revenue from the BCPSEA liaison service fees of 2% per our contract with BCPSEA.  

The 2025/26 budget has been reviewed and is being recommended by the OLRC Management 

Committee. 


