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Introduction  
Every local agreement is the product of a series of negotiations and a realization that 

the current version must be improved. This is entirely normal, since the agreement must 

reflect the parties’ changing needs over time. 

1.0 Before beginning: Questions that need to be asked about the prevailing 

context 

1.1 Considerations 

• Are there any demands made in the past for which satisfactory gains have not 

been obtained? 

This question will allow you to review past negotiations and re-examine the 

relevance of those demands in the prevailing context. 

• What exactly is the prevailing context? 

A good knowledge of the context will help make sure that you do not approach a 

negotiation blindly, with a strategy that is poorly adapted to the situation. The 

context has a direct impact on the dynamics of the negotiation. The following 

questions will help you to examine the context: 

 

o Is the employer party in a financial position to make concessions?  

o In recent years, has the employer party informed you of demands that you 

would describe as key?  

o Could the employer party foresee retention and attraction benefits for 

certain demands?  

o Do your members have specific expectations concerning particular situations 

affecting your local agreement?   

o Is your working relationship with the employer conducive to constructive and 

positive discussion that will allow for negotiation, or on the contrary, is it 

more likely to cause an impasse?  

o Has either party lost a grievance in recent years? 

For your next local negotiation, are you able to identify the negotiation dynamic? Do 

you think it is more favourable to the union or to the employer? Consider the dynamic 

by weighing the elements of the prevailing context that are favourable and 

unfavourable to you. (5 minutes)  
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Bill 37, An Act respecting the process of negotiation of the collective agreements in the 

public and parapublic sectors 

Among other things, the Act addresses the organization of the negotiation and the 

powers delegated to the national and local parties (sections 25, 44 and 45). 

In addition, it lists matters that are negotiated at the local level (Schedule A and section 

58, second paragraph), as well as matters that are negotiated and agreed at the 

provincial level but that may be the subject of local arrangements if the parties so agree 

(sections 45 and 70, second paragraph).  

The main distinction between a local matter and a local arrangement1 lies in its 

duration. Section 73 of the Act provides that: “Every arrangement agreed upon locally or 

regionally shall have effect until the date of its replacement or, at the latest, until the 

coming into force of the new clauses negotiated and agreed at the national level.” Local 

arrangements must therefore be negotiated at least every time a provincial collective 

agreement is signed. 

Ultra Vires clauses 

This is an action taken by a person (e.g., negotiating a clause in a local agreement) that 

he or she was not entitled to take. 

There are radical consequences to this, as stated in section 67 of the Act. 

Any clause negotiated and agreed at the local or regional level has no effect 

where it modifies the scope of a clause negotiated and agreed at the national 

level or a clause contemplated in section 56. 

The impact of this is major since the clause in question theoretically has no effect. Its 

duration is conditional upon its acceptance by the parties. These clauses are therefore 

vulnerable to sudden removal, and an arbitrator would consider them to be null and 

void. Consequently, the parties would have to either apply the provincial text or 

negotiate new provisions. 

  

 
1 See list of local arrangements in Appendix 1 
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1.2 Prior questions after the contextual analysis 

Do we absolutely need to negotiate?  

 

The answer is no. You must first assess the benefits and risks associated with the 

negotiation. This is a fundamental question that needs to be asked before beginning to 

negotiate. Verify the status quo with your members. 

Can the employer force me to negotiate if it is the only one requesting it? 

A negotiation must always take place in good faith. A categorical refusal may be 

interpreted as bad faith. If you want to maintain the contents of your local agreement, 

you should notify the employer party as soon as possible, to avoid potential 

expectations and criticisms. If, despite this, the employer party still files demands, listen 

to them and repeat that you do not wish to grant its demands because you are satisfied 

with the content of your local agreement, unless, of course, the demands present an 

opportunity for negotiation. 

What benefits can we expect from negotiation? 

Simulations, focus groups, calculations, statistics, searches of jurisprudence and 

requests for opinions or legal advice will all help you to measure the benefits of 

negotiation as precisely as possible. 

Examples:  

• The employer party asks you to add a reason for removal (exclusion) from the 

priority list of employment (three refusals) and you see this as an opportunity to 

obtain an interesting concession in exchange. There is a lot of fear surrounding 

the word “exclusion”. The questions you need to ask are: In the last five years, 

how many people have been excluded for this particular reason? Can the reason 

be explained legitimately and shared by your members? You should verify your 

priority list for the last five years to identify any contract refusals. 

 

• Studies have shown that 68% of your members are 40 years of age or under. 

There is therefore a good chance that any gains based on work-family 

reconciliation would be well received.  

What risks are we prepared to assume? 

Local agreements often contain provisions that attract the attention of the employer 

party. Increasingly, negotiations are becoming exercises in mutual concession: if you ask 

for something, the employer will want concessions. You must therefore be careful. 
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It is also important to measure what might be described as the “political” consequences. 

How will the fact of not negotiating locally be perceived by your members? Will your 

members appreciate your prudence, given that they are satisfied with the current 

agreement? Or, on the contrary, will they perceive it as a weakness, given that they 

have certain expectations? 

And what about concessions? 

You are not required to make concessions; they are a matter of choice and strategy. You 

may have to ask yourselves if you are going to concede or not. It is a difficult choice. It 

involves deciding whether you will be able to explain to your members that you gained 

more than you lost with the concession. 

Be careful! Local matters persist over time, while local arrangements are of uncertain 

duration. Do not forget this if you trade concessions. 

 

1.3 Preparation  

1.3.1 Composition of the negotiating team 

Who will form part of the negotiating team? The team’s composition will be scrutinized 

in detail by the employer party and should reflect the needs of the negotiation. Will 

some of the demands have a particular impact for groups such as specialists, vocational 

training teachers, adult education teachers, preschool teachers or casual status 

teachers? Clearly, a team’s composition should be tailored to the demands being made. 

Team composition is also an excellent opportunity to consolidate the union with the 

groups concerned, among other things by ensuring that they are represented on the 

negotiating team. 

1.3.2 Consultation 

In the interests of democracy, it is important to hear the members’ opinions about what 

is needed in schools, so that the demands can be targeted towards their expectations. 

However, this is not the only element to be considered when constructing a demand. It 

is equally important to consider the risk of opening negotiations on specific topics, and 

the risk of submitting an unrealistic union demand that is likely to cause more 

disappointment than anything else. 

1.3.3 Preparation of the list of demands  

The list of demands: clause-based or principle-based?  
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A clause-based structure provides a greater level of precision that will help the employer 

party to understand your demands. It will also prevent you from drifting too far from 

your objectives during discussions at the negotiating table. It will also be easier to draft 

the clause after the negotiations because you will already have settled on a precise 

wording. However, if adjustments are made during the negotiations, a formal 

amendment may be required. 

A principle-based structure provides a certain amount of flexibility because you are not 

bound by a specific text. However, there may also be a risk that the initial objective 

validated by your members will be distorted. In addition, if you agree on a principle, the 

drafting stage can sometimes be difficult. 

A demand should be realistic and credible, and should be verified by means of: 

• The reasonable person test: 

If I ask Mr. or Mrs. Smith if they think the demand is reasonable, what would they say? 

Check with a sample of people. 

• The informed observer test: 

For this test, you should also use a sample of people and ask questions. First, however, 

you should explain the context in which you are making the demand, to obtain an 

informed decision from the person that will help you to build your argument when 

presenting the demand. This test allows you to kill two birds with one stone: first, you 

will have heard what an informed person thinks, and second, you can test the limits of 

your argument as you try to convince them. 

• The seasoned negotiator test: 

This is the ultimate test if you have hesitations about presenting a demand. It involves 

presenting the demand to someone who has previously been involved in negotiations or 

who is familiar with the negotiating environment. 

Drafting a demand 

Precision is essential and the choice of wording is fundamental. It is a meticulous 

process and should always be validated both legally and in terms of how well the 

members are able to understand it. 
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1.3.4 Strategy  

Strategy – an evolving tool?  

Yes, of course. Again, the strategy may change as the negotiation progresses, and 

especially if the context also changes. A strategy that is simple and easy to understand is 

better than a set of complex scenarios that leaves room for confusion and dispersion. 

The plan consists in a series of operations carried out in order to implement the 

negotiation: 

A. Consultation 
B. Preparation of a clause-based filing 
C. Presentation of demands  
D. Start of negotiations  
E. Agreement in principle 
F. Drafting 

 

• The clause-based approach can be used as a strategy if you are dealing with an 

employer’s negotiating team that will not have much time to prepare texts. There is 

a good chance that you will be able to work with the texts you yourself have 

prepared. 

• As the negotiation progresses, you can suggest that the texts on which you have 

reached an agreement be endorsed to facilitate the drafting process. After each 

endorsed text, indicate that the provision is subject to an overall resolution of the 

agreement. 

• Volunteer to prepare the agenda, or at the very least, send your items to the 

opposing party so that you are sure they will be discussed.  

• In some situations, the employer party may find some of your ideas interesting, but 

may worry about the collateral damage associated with major changes. Here, a so-

called last-resort strategy can be used. This involves agreeing on the application of 

the new clause or set of clauses for a predetermined period (e.g., one school year), 

after which one of the parties can, if it wishes, notify the other that it wants to 

terminate the new application and bring the former provisions back into force.  

• Emphasize your no-cost demands. They are the most difficult demands for the 

employer party to argue against. 

• As you explore a subject, you will find weaknesses, solutions, compromises, and 

arguments. Ask as many questions as possible – people will often talk too much. 

During the negotiation, clarify the demands you consider to be essential. This sends a 

clear message to the opposing party that the negotiation will not be closed unless 

significant gains are made with respect to these demands. 
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1.3.5 Mobilization and communication  

What kind of pressure tactics can be used in local negotiations? 

The pressure tactics to be used during a negotiation should be selected carefully. They 

must not hinder the services to which the public is entitled. The least problematical 

forms of pressure are those that focus on generating visibility for members. 

What legal regulations apply to mobilization? 

Public sector mobilization, in the form of strikes and pressure tactics, is strictly regulated 

by the Labour Code and by Bill 37. A key element to remember about pressure tactics 

during local negotiations is that strikes, both traditional and innovative (short strikes), 

are absolutely prohibited.  

111.14. Strikes and lock-outs are prohibited in respect of a matter defined as pertaining 

to clauses negotiated and agreed at the local or regional level or subject to local 

arrangements pursuant to the Act respecting the process of negotiation of the collective 

agreements in the public and parapublic sectors (chapter R-8.2). 

The Labour Code defines a strike as “the concerted cessation of work by a group of 

employees”. This somewhat broad definition encompasses several elements from the 

jurisprudence that are vital in establishing whether a strike is taking place. 

Labour Code, article 1f): 

• Cessation of work, which may be partial or total  

• Concerted action  

• The fact that the concerted action emanates from a group of employees  

• The connection between the concerted action and a claimed objective 

It is important to understand that, based on this definition, a court could conclude that a 

strike has taken place even if a complete cessation of work has not been ordered. This 

happened in the case of a concerted refusal to work overtime, even though the 

overtime was not compulsory. 

It is also important to understand that the Labour Code prohibits any slowdown (or 

“slackening”) of the employer’s activities during a negotiation.  

108. No association of employees or person acting in the interests of such an association 

or of a group of employees shall order, encourage or support a slackening of work 

designed to limit production. 
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When choosing pressure tactics, you should always ask whether, in applying that tactic, 

you will be slowing down the school board’s activities. If so, the school board may bring 

a case before the Administrative Labour Tribunal (ALT) to have the strike or slowdown 

declared illegal. The fact of continuing with the pressure tactic would then become 

contempt of court. Other proceedings could also be brought against the union or its 

leaders for damages and interest, or even for criminal penalties.  

The ALT applies a very strict rule and considers that there are two possible outcomes for 

a service that must be provided by education personnel:  

• During a legal strike: no service 

• In every other situation: maintenance of full, complete service 

What type of communication will be implemented during the negotiation? 

A variety of technological meeting tools can also be used to inform members of progress 

with the negotiation. Be imaginative. Do not create a situation where your members 

could say they “haven’t been told”! 
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2.0 During the Negotiation with the Employer 

2.1 Negotiation protocol 

The protocol is a written document signed by the parties that structures the 

negotiation. 

What should it contain?  

The parties should clarify the frequency of the negotiation sessions, the location at 

which they will take place, the number of people in the teams, and the number of 

releases granted to the union party.  

Comment: Write down all the points you would like to clarify before beginning to 

negotiate. Be strategic. Do you want to resolve the negotiation quickly? If so, agree on a 

tight schedule. Do you want to protect a specific arrangement? If so, try to agree on the 

subjects on which you will be negotiating before the negotiations begin. 

 

2.2 Negotiation 

 Short sessions or full days? 

Short sessions are generally more productive and more intense. Time is put to better 

use, and they also leave room for team preparations and research or preparatory work 

for the spokesperson. 

The team’s attitude when the employer party is present 

Close, mutually supportive teams have more impact than you might think. People 

generally do not like to see that the opposing team members enjoy working together! 

It can sometimes be useful to suspend and postpone a discussion that has begun badly, 

and that is clearly going nowhere. It is completely normal for some subjects to trigger an 

emotional reaction that can be detrimental to the aims of the negotiation. 

 

2.3 Ratification of the agreement 

Article 20.3 of the Labour Code is clear: the members must state whether or not the 

agreement is acceptable by means of a secret ballot: 
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The signing of a collective agreement shall not take place unless it has been authorized 

by secret ballot decided by the majority vote of the members of the certified association 

who are comprised in the bargaining unit and who exercise their right to vote. 

 

During the pandemic, greater use was made of technology to organize meetings, 

assemblies and so on. However, you should check the content of your statutes to ensure 

that these methods are compliant, and consider the possibility of updating the statutes 

if you wish to continue to use these means in the future. 

 

2.4 Drafting of the agreement 

You must base your draft on your agreement in principle. The clearer the agreement in 

principle is, the easier your task will be. 

Drafting, like the negotiation itself, is often an exercise in compromise. A textual 

rendition of a compromise is a veritable web of words and divergent interests. Terms 

will have to be negotiated.  

You should think about whether or not it would be relevant to use transitional clauses 

that will serve as a bridge to the new clauses. 

For example: Article 5-13.00 shall come into effect as of the date on which the entente 

is signed. However, the working conditions dealing with parental rights in force on that 

date continue to apply to the teacher who, on that date, receives benefits under the 

parental rights plan prescribed in 2015-2020 (clause 10-3.03)  

You should also stipulate the date on which your new provisions will come into force. 
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3.0 After the Negotiation 

3.1 Follow-up and review 

Take the time to produce your own review while things are still fresh in your memory. 

Do this with your decisional bodies representing your teachers, to make sure the review 

is complete. 

 

You should also inform your members of any changes made to your local agreement. 

The information and communication element of the process is important. 

 

 3.2 Ministère du Travail, de l’Emploi et de la Solidarité sociale 

The agreement to extend local arrangements as well as the newly negotiated and 

ratified local agreements must be deposited to the Labour Ministry and may be done by 

either party. A collective agreement takes effect from the moment the documents are 

filed in accordance with the requirements below and the Ministère du Travail, de 

l'Emploi et de la Solidarité sociale issues the related certificate of deposit. 

Documents must generally be filed in duplicate or true copies of the original at the 

following address: 

Registre des documents en relations du travail 
3175, chemin des Quatre-Bourgeois, local 105b 
Québec, Quebec G1W 2K7 

After documents have been filed, the Department issues a certificate attesting to the 

filing. To ensure the issuance of this certificate as soon as possible, the documents filed 

must comply with the requirements below.     

Collective Agreements and Letters of Agreement 

For a collective agreement or letter of agreement, ensure that: 

• the accreditation number is registered; 

• the names of the registered parties are identical to those in the accreditation 

file; 

• the number of employees covered by the agreement is specified; 

• the signature of each of the parties is present; 

• the date of signature of the parties is indicated; 

• the document is provided in two copies or true copies of the original, and in 

French. 

https://www.travail.gouv.qc.ca/relations-du-travail/depot-de-documents-en-relations-du-travail/#Certificat
https://www.travail.gouv.qc.ca/relations-du-travail/depot-de-documents-en-relations-du-travail/#Certificat
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4.0 Alignment with the Provincial Agreement – some key elements to consider 

4.1 Terminology 

• Replace the expression “sexual harassment” by “psychological harassment”. 

• Review clause numbers to address divergences caused by the coming into force 

of certain new clauses. 

• Review abbreviations and acronyms (e.g. “CNESST” instead of “CSST”). 

• Meticulously review the clause references in Chapter 8-0.00 and their 

equivalents in adult education and vocational training. 

 

4.2 Pedagogical days 
 

Clause 8-5.03 Pedagogical days  

Subject to the terms and conditions prescribed in the local provisions, at least 10% of 

the pedagogical days of which the content is determined by the teachers shall be 

identified by the board when establishing the school calendar as prescribed under 

clause 8-5.02. 

 

The content of other pedagogical days shall be submitted for consultation to the board-

level or school-level participating body of teachers according to the terms and 

conditions set out in Chapter 4-0.00. 

 

This article should be applied with due regard for your local agreements. For example, if 

more than 10% of your pedagogical days were already set aside for exclusive use by 

teachers, or if you have already provided specific methods for teachers to participate in 

pedagogical days, you must abide by them. 

 

The provincial agreement protects 10% of pedagogical days, but it does not stipulate the 

total number of pedagogical days. In most schools in Québec, given that the Basic school 

regulation for preschool, elementary and secondary education requires at least 

180 classroom days, school calendars allow for 20 pedagogical days. The school year 

comprises 200 working days (clause 8-5.01), meaning that the number of pedagogical 

days (20) is obtained by subtracting the number of classroom days from the number of 

working days. 

 

A union whose local agreement does not stipulate the number of pedagogical days or 

that provides for fewer than 20 such days may have fewer than two protected days.  
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Clause 8-5.03 allows school staff members to decide on the content of 10% of the 

pedagogical days but does not state when those pedagogical days must take place. 

School administrations or school boards must consult staff members on the content of 

the other pedagogical days. In many cases this element will already be regulated in 

chapter 4-0.00 of your local agreement. If this is not the case, you should take this as an 

opportunity to remedy the situation. 

 

Proposed objectives 

 

1) Provide for at least 20 pedagogical days so that at least two full days are 

protected by clause 8-5.03. 

2) In clause 8-5.02 on the distribution of days in the civil calendar, stipulate that the 

timing of the pedagogical days provided for in clause 8-5.03 is decided by the 

union.  

3) Regulate the duration of pedagogical days so that the 10% of protected days is 

not reduced unduly by management, with less recognized time for Other 

Professional Tasks - General. 

4) In chapter 4-0.00, stipulate that the content of the other pedagogical days is 

submitted for consultation to the school-level or board-level participating body 

of teachers. 

 

4.3 Workload and organization 

The new provisions on the workload and its organization come into force at the 

beginning of the 2022-2023 school year. This means that a certain number of 

adaptations must be made to your local agreements. 

Clause 8-5.01 (consultation of the participating body) and clause 8-6.02 (time granted for other 

professional activities) 

This new clause provides that management must consult the school-level participating 

body on the different professional activities (other than developmental and cognitive 

activities and courses and lessons) and the time prescribed in which to perform them, 

within the context of the annual distribution of duties and responsibilities among 

teachers. It may also be appropriate to add this topic for consultation to the list 

provided in Chapter 4-0.00 of your local agreement. 

A new footnote informs the local parties that, if previous arrangements had been made 

on a weekly basis for the time prescribed for professional activities, they must be 

converted to an annual basis. In addition, and exceptionally, these types of local 

arrangements will continue despite the coming into force of the 2020-2023 collective 
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agreement, and do not need to be renegotiated throughout the duration of that 

agreement. (The same comment applies for 8-6.02 a) ii). 

Clause 8-6.04 (professional activities requiring a regular presence) 

This new clause states that the school administration must establish a work schedule for 

each teacher, and that the schedule must contain only those professional activities that 

require a regular presence. 

Some examples are given in the footnote. Since they are only examples, it does not 

mean that the whole list applies to every affiliate union, especially as the footnote 

begins with the phrase “in accordance with the local agreements”. This would mean, for 

example, that one local agreement could provide for collaborative meetings to be held 

at a given period on a given day in the cycle, whereas under the terms of another local 

agreement, these meetings would not appear on the teachers’ work schedule because 

they are not scheduled automatically in every cycle. 

Clause 8-6.06 (Terms and conditions for the distribution of working hours) 

You have an opportunity to recognize a minimum duration for specific committees or 

mandates, and to establish the duration of a pedagogical day, and to place limits on the 

duration of a group meeting.  

In addition, given the annualized nature of the new teacher’s workload, you will need to 

adapt your texts accordingly. In other words, you must annualize any times that are 

currently expressed on a weekly basis in your current agreement 

The new clause 8-5.01 b) requires a school administration to consult the school-level 

participating body of teachers before deciding on the time prescribed for professional 

activities other than developmental and cognitive learning activities or the presentation 

of courses and lessons. Having a time prescribed in clause 8-6.06 would be of interest to 

school-level participating bodies of teachers.  

Clause 8-7.03 (average time) 

Since no change has been made to this clause, local arrangements are still possible. 

Clause 8-7.06 (minimum percentage of time devoted to cognitive and developmental activities 

and the presentation of courses and lessons) 

Since no change has been made to this clause, local arrangements are still possible. 

Clause 8-7.07 (Supervision of arrivals and the movement of students not included in the workload) 

This clause is a local subject and must be re-read carefully, simply to make sure any 

reference to other clauses is still relevant. 
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Clause 8-14.012 (Internal and external mechanisms for solving workload related problems) 

 

This new clause states that the board and the union must agree on internal and external 

mechanisms3 for resolving difficulties. The mechanisms take into account the realities of 

the environment and are applicable as of the consultation on the workload and 

throughout the school year. 

4.4 Amendments to the Education Act  

These amendments still do not apply to English school boards other than Littoral 

because of the legal proceedings currently underway. 

 

4.5 Special leaves 

The parties can replace or amend any of the clause’s provisions. Some local unions have 

managed to make gains that we would describe today as historic.  

Generally speaking, school boards are not really open to the addition of grounds for the 

use of special leave, and are quick to argue that the funding awarded by the Ministère 

de l’Éducation is based on past uses. You can respond to this by pointing out that any 

concession by the employer will be short-term only, because based on that argument, 

the new use will soon be funded simply because it has been applied once. 

It is possible, however, that this attitude will change, because leaves are an element 

that may help the boards to attract and retain staff. Targeting your arguments to this 

aspect may be a winning strategy if you would like to make gains in this area. 

Examples of grounds for leave in local agreements 

There are some negotiating compromises available to you. First, you could provide for a 

condition stating that, to obtain a special leave, teachers must first have exhausted their 

payable banks of sick leave provided for in clause 5-10.26. Another option would be to 

establish the duration of a leave – e.g., half a day rather than a full day. 

Before negotiating on the subject, check to see if the new special leave provisions 

(clause 5-14.02 A), B) and C)) in the 2020-2023 agreement will have an impact on your 

existing local arrangements. 

 
2 This also applies to clauses 11-14.09 and 13-15.15 
3 See Appendix 2 for suggestions regarding internal and external mechanisms for solving workload related 
problems  
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4.6 Recall lists and employment priority (Section B of 5-1.00) 

4.6.1 Youth sector employment priority list for the purposes of awarding 

contracts (subject to job security, priorities of employment and 

acquisition of tenure)  

The provisions relating to the priority list (definitions, preparation, and use) are local 

matters (subject to the principles applicable to Part 1) in the provincial agreement. 

Consequently, the provisions you agree on with the employer party will continue to 

apply even after the provincial agreement expires.  

Clause 5-1.11 provides that teachers are entered on the list according to seniority. It is 

important to establish criteria that can be used in cases of equality. In the local 

agreements surveyed, these elements are (in order): seniority, experience, and 

education. Do you have these criteria in your agreements? 

Can teachers be entered on only one list (based on their initial training) or can they also 

be entered on a second list? If the latter, you should provide a mechanism for this. 

Awarding of part-time and by-the-lesson contracts  

Posting, in schools and elsewhere, of the list of part-time and by-the-lesson contracts 

for the following school year: you can agree on a date for this. For replacement 

contracts, the school board must specify the reason and anticipated duration.  

Posting, in schools and elsewhere, of invitations for teachers entered on the priority list 

to attend a contract awarding session: in local agreements, it is common for school 

boards to add the following information to the invitation: date, time and location of the 

session, the requirement for people to be present in order to select a contract, or to be 

represented by someone with a duly signed proxy. 

Date of the session: Your provisions should state that the annual session will be held “on 

or around” a given date. 

Session procedure: Teachers select one of the available workloads, based on their 

ranking in the priority list. What happens if a workload is not selected? Is it offered to a 

teacher at the same level who has not selected a workload in his or her own subject 

area? 

If a workload is still available after the above step has taken place, to whom will it be 

offered? Do you have a mechanism that allows teachers to change the level (ordre 

d’enseignement) at which they teach? If so, could the workload be offered to a teacher 

who has previously requested a change of level? 
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Workloads created after the session: Where this occurs, it is important to clarify 

whether workloads will be offered first to teachers who have already been assigned 

workloads and for whom the new workload will fit into the schedule, or whether they 

will be offered first to teachers on the priority list who have not been assigned a 

workload after the session. 

Updating of the list – On a date to be agreed, the school board updates the 

employment priority list:  

By adding the names of the people who have taught the equivalent of X number of days 

during period Y (e.g., during the current school year and the three previous school 

years) including 160 days “under contract”. Regarding the portion of days “under 

contract”, it may be useful to specify that days taught prior to the awarding of a 

contract for a replacement of more than two months (second paragraph of clause 5-

1.08 of the provincial agreement) will count for the purpose of calculating the number 

of days “under contract”.  

By adding the names of teachers nonreengaged because of surplus, who were entered 

on the priority list before obtaining a full-time contract (clause 5-3.35). 

By adding the names of teachers nonreengaged for surplus who were not entered on 

the priority list before obtaining a full-time contract. 

Exclusion from the list 

In the local agreements we surveyed, there are numerous reasons why a teacher may 

be excluded from a priority of employment list. Clause 5-1.10 provides that holding full-

time employment or not being legally qualified are both grounds for exclusion from the 

list.  

A school board may wish to negotiate the following grounds: 

- Where a teacher has refused a contract several times during the same school 

year, except in situations involving workplace injuries, parental rights or 

disability. 

- Where the workplace at which the contract is offered is located more than 50 

km from the school (or school board) nearest to the teacher’s home.  

- Where the workload offered is equal to or less than 50% of a full-time workload. 
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Information to be given to the union  

- The list of part-time contracts and by-the-lesson contracts planned for the 

following school year 

- The names of the teachers excluded from the priority list. 

Attention! Teacher evaluations: Would it be appropriate to negotiate provisions 

regulating evaluations? 

4.6.2 Adult education Provisions concerning hiring of hourly-paid and part-time 

teachers (local matter) 

Article 11-2.00 Part 1 states that teachers are entered on the list in order of the number 

of hours taught in the specialty, and that they cannot be entered on the list if they have 

full-time employment. 

Some local agreements provide for other elements to be considered, such as:  

The requirement that, if a teacher is to be added to the list, the equivalent of X hours of 

teaching must have been accumulated during the preceding school years. Experience 

and education are used to establish priority in cases of equality. Teachers may claim a 

second specialty: if they have taught more than X hours in that specialty in recent years, 

provided no other teacher was available for that specialty and that the teacher 

concerned meets the requirements set out in clause 11-11.02 (already provided for in 

the provincial agreement). 

In this case, the school board enters the second specialty, specifying the number of 

hours taught. 

- If a specialty is amended as a result of changes to a program, the school board 

must award the new specialty to the teacher, along with all the rights he or she 

had before the program was changed. The school board also adds, to the recall 

list, the names of teachers nonreengaged due to surplus. 

Use of the list  

In addition to the uses already provided for in the clause, some local agreements include 

other elements to be considered, such as the following: 

The school board may offer a teacher an opportunity to move to another centre during 

the year if this would increase the number of hours in that teacher’s contract, provided 

the move would not have the opposite effect for another teacher. 
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Unless there are organizational constraints, the school board may entrust at least 700 

hours to the same teacher before offering them to another teacher. 

The school board must not assign more than 800 hours of courses and lessons to the 

same teacher. 

An hourly-paid teacher must be allowed to refuse the hours offered, provided this will 

not cause his or her name to be excluded from the recall list. 

Where the recall list has been exhausted and no other teacher is available, the school 

board considers the interest expressed by a vocational training teacher to teach in adult 

education. 

Addition of hours: Some local agreements provide that if hours are added during the 

year, they are divided fairly between teachers who already have contracts or who 

already teach on an hourly basis. 

Exclusion: Local agreements provide for numerous grounds for exclusion from the recall 

list, other than obtaining full-time employment. Some of the most common are as 

follows: 

- No work carried out in adult education for the last three years 

- Two contracts refused in the last 24 months (a single workload can only generate 

one refusal) 

- Resignation. 

However, it is equally important to provide for grounds that cannot cause exclusion, 

including the following: 

- Full-time education 

- Leave for union business 

- Pedagogical or educational position 

- Maternity, paternity, adoption 

- Disability 

- Teaching abroad (maximum two years) 

- Workload situated more than 50 km from the teacher’s residence or the 

teacher’s workplace in the previous school year 

- Teaching workload in July or August 

- Refusal of a workload comprising fewer than 90 hours 

Information to be given to the union: For verification, some local agreements provide 

that the school board must send its draft recall list update to the union before making it 

public. 
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4.6.3 Vocational training – Provisions concerning the hiring of hourly-paid and 

part-time teachers (local matter) 13-3.00 

Vocational training has its own set of challenges: examples include customized training, 

service to enterprises and double DVSs.  

Updating the list 

Article 13-3.00 Part 1 states that teachers are entered on the list in order of the number 

of hours taught in the specialty, and that they cannot be entered on the list if they have 

full-time employment. 

The requirement that, if a teacher is to be added to the list, the equivalent of X hours of 

teaching must be accumulated during the preceding school years. Experience and 

education are used to establish priority in cases of equality. Teachers may claim a 

second sub-specialty. Acquisition of significant experience recognized by the school 

board. An attestation of professional development or additional education recognized 

by the school board. If the teacher has taught more than X hours in the sub-specialty in 

recent years, provided that no other teacher was available in the sub-specialty. In this 

case, the school board enters the second sub-specialty, specifying the number of hours 

taught. However, the second sub-specialty cannot lead to a full-time contract. If a 

specialty is amended as a result of changes to a program, the school board must award 

the new specialty to the teacher, along with all the rights he or she had before the 

program was changed. The school board also adds, to the recall list, the names of 

teachers nonreengaged due to surplus (as provided for in clause 5-3.35).  

In addition to the uses already provided for in the clause, some local agreements include 

other elements to be considered, such as the following: 

The school board may offer a teacher an opportunity to move to another centre during 

the year if this would increase the number of hours in that teacher’s contract, provided 

the move would not have the opposite effect for another teacher. Unless prevented by 

organizational constraints, the school board must award, to a teacher, a number of 

hours that is as close as possible to a full workload. If workloads are still available in a 

sub-specialty after assignment, they are offered to the teachers who have listed this 

sub-specialty as a “minor”, and who still have space for additional hours in their 

contracts. Allow hourly-paid teachers to refuse the hours offered, provided this would 

not cause them to be excluded from the recall list.  

Addition of hours: Some local agreements provide that if hours are added during the 

year, they must be divided fairly among the teachers who already have a contract or 

who already teach on an hourly basis. 
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Exclusion: Local agreements provide for numerous grounds for exclusion from the recall 

list, other than obtaining full-time employment. Some of the most common grounds are 

as follows: 

- No work carried out in vocational education for the last three years 

- Two contracts refused in the last 24 months (a single workload can only generate 

one refusal) 

- Resignation. 

However, it is equally important to provide for grounds that cannot cause exclusion, 

including the following: 

- Full-time education 

- Leave for union business 

- Pedagogical or educational position 

- Maternity, paternity, adoption 

- Disability 

- Teaching abroad (maximum two years) 

- Workload situated more than 50 km from the teacher’s residence or the 

teacher’s workplace in the previous school year 

- Teaching workload in July or August 

- Refusal of a workload comprising fewer than 90 hours 

Information to be given to the union: For verification, some local agreements provide 

that the school board must send its draft update to the recall list to the union before 

making it public. 

 

4.7 Distance teaching in adult education and vocational training (Appendix 

XVI) 

This topic for consultation must be added to your board-level participating body of 

teachers: “The terms and conditions for development and implementation of a distance 

teaching program”. 

Elements that could be negotiated: Support and training of teachers. Release time to 

develop and implement a distance teaching program. The organization model for 

teaching. Review of the terms and conditions of existing programs. 
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4.8 Mentoring – Profile and appointment of the mentor teacher (Appendix 

XIV) 
 

Section III – Profile and appointment of mentor teacher  

Based on the foregoing and after consulting with the union, the school board shall be 

responsible for establishing the profile and characteristics it seeks in a candidate for the 

role of mentor teacher. The characteristics sought must provide that the teacher must 

have the necessary experience to serve as a mentor. 

From among the teachers meeting the profile and characteristics sought, the school 

board shall appoint, on an annual basis and after consulting with the school-level or 

centre-level participating body of teachers, mentor teachers who accept to take on this 

role. The appointment shall be renewed from one school year to the next, unless notice 

to the contrary is given by the school board to the teacher concerned and the union no 

later than May 31. 

 

4.9 Administrative as opposed to disciplinary measures (to be assessed with 

each local union) 

Based on decision 9131 by arbitrator Morency, in order to understand the new 

jurisprudence trend that the arbitrator put in place with the “trilogy” of decisions*, one 

element stands out: The employer can now renounce its right to discipline its employees 

and can issue an “administrative warning” instead. 

One thing is clear: local agreements are not well adapted to this new management 

practice by school service centres (French sector). It will therefore be important for you 

if the case maybe to obtain tools to protect your members’ rights when these measures 

are applied (amnesty clause, union assistance, etc.).  

Appendix 1 presents sample clauses4 to structure these administrative measures 

(Syndicat de l’enseignement des Deux Rives and an example from outside the education 

community).  

  

 
4 Syndicat de l’enseignement des Deux Rives v. Morency, 2017 QCCS 5313; 2019 QCCA 1800; 2020 CanLII 
25166 (CSC). 8 SAE 9094, SAE 9095 and SAE 9131 
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Appendices 
 

Appendix 1 – Local Matters and Local Arrangements 
 

 

A. List of Local Matters 
 

Subject Youth Adult 
Vocational 

Training 

Provisions dealing with the recall list subject to the 

principles outlined in Part I  
Part II 

11-2.04 

Part II 

13-3.05 

Recognition of local parties 2-2.00 11-5.02 13-6.02 

Communication and positing of union notices 3-1.00 11-6.01 13-7.01 

Use of board premises for union purposes 3-2.00 11-6.01 13-7.01 

Documentation to be provided to the union 3-3.00 11-6.01 13-7.01 

Union system 3-4.00 11-6.01 13-7.01 

Union delegate 3-5.00 11-6.01 13-7.01 

Deduction of union dues or their equivalent 3-7.00 11-6.01 13-7.01 

Methods and subjects of participation negotiated and 

agreed at the local or regional level 

Section B: Procedures of participation 

4-2.00 11-7.01 13-8.01 

Provisions dealing with priority of employment lists 

subject to the principles outlined in Part I 
Section B Part II 

5-1.13 
  

Engagement (subject to security of employment, 

priorities of employment and acquisition of tenure) 

Section C 

5-1.13 
11-8.01 13-9.01 

Consequence of refusing a regular teaching position 

assigned in accordance with subparagraph i) of clause 

5-3.36 

Section D 

5-1.13 
11-8.01 13-9.01 

Substitution Section E 

5-1.13 
11-8.01 13-9.01 

Personal file and issues pertaining to disciplinary 

measures and sanctions excluding dismissal and 

nonreengagement 

5-6.00 11-11.01 13-12.01 
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Subject Youth Adult 
Vocational 

Training 

Dismissal 5-7.00 11-11.01 13-12.01 

Nonreengagement 5-8.00 11-11.01 13-12.01 

Resignation and breach of contact 5-9.00 11-11.01 13-12.01 

Regulation regarding absences 5-11.00 11-11.01 13-12.01 

Civil responsibility 5-12.00 11-11.01 13-12.01 

Nature, duration, terms and conditions of leaves of 

absence without salary as well as inherent rights and 

obligations excluding leaves provided for under union 

prerogatives, parental rights and leaves for public 

office 

5-15.00 11-11.01 13-12.01 

Leaves of absence for matters related to education 5-16.00 11-11.01 13-12.01 

Teachers’ contribution to a savings institution or 

credit union 
5-18.00 11-11.01 13-12.01 

Assignment and transfer procedure subject to criteria 

negotiated and agreed upon at the provincial level 
Section B 

5-21.09 
 13-12.02 

Payment of salary 6-8.00 11-12.06 13-13.05 

Professional improvement (subject to the amounts 

allocated and the provincial professional 

improvement programs) 

7-2.00 11-13.00 13-14.01 

Distribution in the calendar year of the workdays 

within the work year excluding the determination of 

the number of workdays and period covered by the 

work year 

8-5.02   

Terms and conditions for the distribution of working 

hours 
8-6.06  13-15.08 

Supervision of the arrival and dismissal of students 

and the movement of students not included in the 

workload 

8-7.07  13-15.09 i) 

Group meetings and meetings with parents 8-8.04  13-15.10 

Distribution of duties and responsibilities among the 

teachers of a school 
8-12.00  13-15.13 

Grievances and arbitration (for matters negotiated 

solely at the local level) 
9-2.00 11-15.00 13-16.01 
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Subject Youth Adult 
Vocational 

Training 

Hygiene, occupational health and safety 10-8.00 11-16.01 13-17.01 

Travel expenses 10-9.00 11-16.01 13-17.01 

Terms and conditions for reaching consensus 10-15.00 11-16.01 13-17.01 
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SCHEDULE A OF THE ACT RESPECTING THE PROCESS OF NEGOTIATION OF THE COLLECTIVE 

AGREEMENTS IN THE PUBLIC AND PARAPUBLIC SECTORS 

 

LIST OF THE MATTERS NEGOTIATED AND APPROVED AT THE LOCAL OR REGIONAL LEVEL IN THE 

EDUCATION SECTOR 

I — SCHOOL SERVICE CENTRES AND SCHOOL BOARDS SECTOR IN RESPECT OF THE TEACHING 

STAFF 

 

1) Recognition of local parties 

2) Communication and posting of union notices 

3) Use of school service centre premises or school board premises for union purposes 

4) Documentation 

5) Union prerogatives 

6) Union representative 

7) Deduction of union dues or equivalent dues 

8) Mechanisms of participation 

9) Engagement (subject to employment security, priorities of employment and tenure 

acquisition) 

10) Personal record 

11) Dismissal and non re-engagement 

12) Resignation and breach of contract 

13) Regulations concerning absences 

14) Leaves without pay (except those provided for parental leaves, for participation in 

public affairs and for union activities) 

15) Leaves for activities relating to education 

16) Distribution of work days in the calendar year 

17) Hygiene and safety 

18) Payment of salary 

19) Travel expenses 

20) Assignment and transfer procedure 

21) Distribution of duties and responsibilities among the teachers of a school board 

22) Distribution of working hours 

23) Supply teaching, group meetings and meetings with parents 

24) Supervision of arrival and movement of pupils not included in teaching task 

25) Civil liability 

26) Professional improvement (subject to allocated amounts and provincial improvement 

programs) 

27) Grievance and arbitration (only as to matters negotiated locally) 

28) Savings fund 
 

1985, c. 12, Schedule A; 2020, c. 1, s. 295. 
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A. List of Local Arrangements 
 

Article or clause 

number 
Entente between the CPNCA and QPAT (2020-2023) 

Type of 

arrangement5 

1-1.09 

2nd paragraph 

11-4.01 

13-5.01 

Definition of the word “centre” for the purposes of one of the matters 

negotiated and agreed at the local level 
B 

1-1.19 

2nd paragraph 

Definition of the word “school” for the purposes of one of the matters 

negotiated and agreed at the local level 
B 

3-6.09 

2nd paragraph 

11-6.01 

13-7.01 

Timeline and terms of reimbursement by QPAT or the local union to the 

school board of the salary paid to the teacher who is released for union 

purposes or union leaves 

A 

5-1.02 d) 

11-8.01 

13-9.01 

Determination of the time limits for the contract and letter of 

engagement provided for in paragraphs a) and b) of this clause 
A 

5-1.04 e) 

11-8.01 

13-9.01 

Replacement conditions during a gradual return following a period of 

disability and termination date of a part-time contract 
B 

5-2.08 

2nd paragraph 

11-9.01 

13-10.01 

A date other than November 30 to establish the seniority of teachers and 

to send the list to the union 
A 

5-03.09 

11-10.04 

13-11.01 

Arrangements in the event of a school closure B 

5-3.24 d) 

11-10.05 

13-11.01 

The first 50 workdays during which the teacher on availability is required 

to be present on a full-time basis 
B 

 
5 Legend 

A: Arrangement implementing a provincial provision 

B: Arrangement replacing a provincial provision 

C: Ad hoc agreement for specific situations  

D: Entirely unique arrangement  
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Article or clause 

number 
Entente between the CPNCA and QPAT (2020-2023) 

Type of 

arrangement5 

5-3.36 i) and j) 

11-10.05 i) and j) 

13-11.03 i) and j) 

Granting of full-time contracts according to seniority and meeting 

additional requirements 

Granting of full-time contracts according to seniority and setting of 

relevant requirements Granting of full-time contracts according to 

seniority and setting of additional requirements  

B 

5-3.43 Terms and conditions during transfer of students A 

5-5.00 

except 5-5.02 and 5-

5.03 

11-11.01 

13-12.01 

Certain provisions regarding promotion B 

5-10.24 

2nd paragraph 

11-11.01 

13-12.01 

Choice of a third physician to determine if a teacher has sufficiently 

recovered to resume his or her work following a disability 
C 

5-10.49 a) 

11-11.01 

13-12.01 

Movement of certain personnel for a teacher with an employment injury 

who can still work 
C 

5-14.02 h) 

11-11.01 

13-12.01 

Special leaves for an act of God A 

5-14.02 

11-11.01 

13-12.01 

Special leaves  B 

13-12.02 b), v) 
Recognition of ability according to specific qualifications, specific 

knowledge or relevant experience 
B 

8-4.01 c) 

13-15.04 
Reasons for exceeding the maximum number of students per group A 

8-4.05 
Rules governing the formation of student groups in clauses 8-4.02, 8-4.03 

et 8-4.04 
B 

8-4.06 d) and e) Multigrade classes: 65 students or more (d) or fewer than 6 students (e)  B 

8-5.01 a) Work year B 

13-15.07 a) Regular workweek B 

8-6.02 d) 

11-14.04 g) 
Span B 
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Article or clause 

number 
Entente between the CPNCA and QPAT (2020-2023) 

Type of 

arrangement5 

13-15.07 e) 

8-7.03 

13-15.09 
Average teaching time B 

8-7.06 

13-15.09 h) 
At least 50% of the workload B 

8-8.03 

11-10.14 a) 

13-15.10 

Duration and time of meal B 

8-9.06 a) Information to enter on a case study form A 

8-9.12 Internal process for resolving difficulties A 

8-10.02 and 

8-10.09 

School organization plan: clauses that may be modified or replaced by 

the plan 
B 

8-14.00 

11-14.09 

13-15.15 

Internal and external mechanisms for solving workload-related problems A 

9-1.08 

1st paragraph 

11-15.01 

13-16.01 

Extension of time limits to submit a grievance to the employer (40 days) 

or the period provided (i.e. to the 21st workday) before the grievance is 

referred to arbitration 

C 

9-1.11 a) 

11-15.01 

13-16.01 

Possibility to apply to the Ministère du Travail, de l’Emploi et de la 

Solidarité sociale to appoint a person to act as mediator, rather than use 

the services of the records office 

C 

9-1.11 d) 

11-15.01 

13-16.01 

Agreement between the school board and union allowing the mediator 

to act as arbitrator in further arbitration of grievance(s) that have not 

been settled at the pre-arbitration mediation stage. If necessary, the 

parties must agree in writing, before setting an arbitration date.  

C 
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6  Legend 

A: Arrangement implementing a provincial provision 

B: Arrangement replacing a provincial provision 

C: Ad hoc agreement for specific situations  

D: Entirely unique arrangement  

 

Appendix 

number 
Entente between the CPNCA and QPAT (2020-2023) 

Type of 

arrangement6 

XV 

Salary deductions (youth and adult sectors): period of less than one year or 

unauthorized absences or any absence used for purposes other than those 

authorized 

D 

XXII 
Teacher induction: agreement between the school board to encourage a duration 

longer than the compulsory participation in the local teacher induction program 
A and B 

XXV 

Point 2 

Special measures concerning multigrade classes – choice of the school board and 

the union to manage the amounts via the professional improvement committee 

prescribed in Chapter 7-0.00 or by another committee agreed upon between the 

parties. 

C 

XXXII 

Section 2 

Additional teaching resources for direct services to student learning in elementary 

school 

 

If it is not possible to use the amounts due to a lack of premises or qualified 

teachers, the parties agree on how to use these amounts for measures to support 

the composition of classes and this, following the recommendations made by the 

parity committee provided for in clause 8-9.04 

C 

XXXVIII 

Section II 
Provisions relating to support and supervision of student teachers A 
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Appendix 2 – Internal and External mechanisms for solving workload related problems 

 

Article 8-14.00 

 

CLAUSE Comments 

8-14.01 

The parties undertake to take the 
necessary steps to ensure the smooth 
application of clause 8-5.01 and 
articles 8 6.00 and 8-7.00, in order to 
prevent difficulties in the implementation 
of these provisions and to resolve them, 
if need be. 

 

 

Only matters covered by the articles or clauses 
mentioned can be dealt with using this mechanism, 
namely: 

8-5.01: The work year, the annual workload and the 
consultation at the school level on professional 
activities and the time planned to carry them out; 

8-6.00: regular workweek; 

8-7.00: workload. 

For these purposes, the board and the 
union must agree on internal and 
external mechanisms7 for resolving 
difficulties. The mechanisms take into 
account the realities of the environment 
and are applicable as of the consultation 
on the workload and throughout the 
school year. 

There is no official time limit to agree on the 
mechanism. 

 

We would suggest that you try to reach an 
agreement by the beginning of May. Make sure 
that the mechanism is applied as of the 
consultation on the annual workload. 

 

  

 
7 These mechanisms also apply if the difficulty involves more than one teacher. 



 

 
 

34 

Checklist 

 

Suggestions for internal and external mechanisms to resolve workload-related difficulties 

(article 8-14.00) 

 

• Structure (examples) 

- Labour relations committee 

- Existing committee that has dealt with this type of conflict 

- Committee established under Appendix XLVI 
 

• Composition 

- Number of committee members (parity) and where they are from 
 

• Meeting time limit 

- There is no time limit specified in the entente. We would suggest the following 
wording: “Except under exceptional circumstances, the group formed according to 
the mechanism meets within five days of receiving a request”. 

 

• Mandates (examples) 

- Analyze the situation 

- Obtain additional information (from the teachers concerned and the administration) 

- Make recommendations to schools and centres 
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Appendix 3 – Administrative measures, CSS des Découvreurs – S.E. des Deux Rives  

Administrative measures (sample from a local agreement) 

5-6.16 Where the school service centre observes that a teacher is experiencing 

significant problems in the performance of his or her duties, it may give the teacher 

formal notice thereof by imposing an administrative measure. 

5-6.17 To do this, it must send an administrative notice, in writing, relating to 

competency, stipulating the problems observed, the remedies required and the time 

permitted for those remedies to be applied. The notice must indicate clearly that the 

measure is part of a formal administrative process relating to competency, provided for 

in the local agreement. 

5-6.18 Only administrative notices relating to competency are deemed to be 

administrative measures within the meaning of this section. All other written 

communications between management and a teacher (other than those mentioned in 

the preceding paragraph), including e-mails, meeting summaries and notifications of 

expectations, do not constitute administrative measures and are therefore not subject 

to the rules set out in this section. They are simply examples of proper communication 

between an employer and an employee.  

5-6.19 Given the nature of the problems to which these measures apply, the principle of 

gradation of sanctions is not applicable. However, in order to provide the teacher with 

clear information on the scope of the problems observed, the administrative measures 

issued shall be numbered and transmitted in the following order: 

First notice, second notice, third notice. If the process should lead to nonreengagement 

or dismissal, the last administrative notice preceding the application of the measure 

must refer clearly to this possibility.  

5-6.20 The measure must be communicated to the teacher in person, by e-mail or at a 

meeting called for that purpose. A copy of the measure must be sent to the Union on 

the same day.  

5-6.21 The teacher may demand a meeting with the person who signed the measure, 

within 10 days after receiving it. At the meeting, the teacher may be accompanied by a 

union representative. 

5-6.22 A teacher who is called by the school service centre to attend a meeting relating 

to an administrative measure must be notified thereof in writing, no later than the 

working day preceding the day on which the meeting is held. The notification must 

indicate the time, date and location of the meeting. It must also specify that the teacher 
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is called to the meeting for a competency-related administrative measure, and must 

remind the teacher that he or she is entitled to be accompanied by a union 

representative.  

5-6.23 A teacher who receives an administrative measure may submit written 

comments on the measure within 15 working days after receiving it. Subsequently, 

those comments must always accompany the administrative measure. 

5-6.24 An administrative measure placed in a teacher’s record expires after two years, 

unless it is followed, within that period, by another administrative or disciplinary 

measure on the same or similar grounds.  

Progression 

5-6.25 A file that began with disciplinary measures may become an administrative file if 

so justified by the facts, and vice-versa. All measures imposed form part of the same file 

provided they are imposed on the same or similar grounds. In this case, the sequence 

provided for each measure (disciplinary or administrative) must be followed, starting 

with the first step.  

Employee’s record 

5-6.26 Disciplinary measures and administrative measures are kept in the teacher’s 

record at the school service centre’s administrative offices (with a copy sent to the 

school to which the teacher is assigned). At any time, after making an appointment, the 

teacher may verify the content of his or her record, and may or may not be 

accompanied by a union representative for that purpose. The teacher may then demand 

that any disciplinary or administrative measures placed in his or her record that do not 

comply with the provisions of this article be removed from the record. A union 

representative, after making an appointment, and with written authorization from the 

teacher, may also verify the content of the teacher’s record. 

 5-6.27 A disciplinary or administrative measure that has expired must be removed from 

the teacher’s record.  

 

 

There it is. You now have the tools you need to begin your local negotiation. 


