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 Korbin Commission Report (1993) 
o Found “a profound lack of coordination” with: 

• Setting/approving bargaining mandates 
• Managing the budget implications of collective bargaining 
• Addressing labour relations matters across the sectors 
• Anticipating the impact of agreements made in one sector 

on other sectors  
• Negotiating multiple agreements within one sector 
• Duplicating negotiations efforts and resource expenditures 

within the same sector 

 Public Sector Employers Act 1993 
 

Why does PSEC exist? 
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 Legislated mandate to: 
• Coordinate compensation for employees in the sector 

who are not covered by a collective agreement 
• Coordinate benefits administration, human resource 

practices and bargaining objectives for the sector 
(official bargaining agent) 

• Foster consultation with the unions 
• Assist in carrying out any objectives and strategic 

directions established by government 
 

 

PSEC & Employers’ Associations 
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PSEC Model 
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 PSEC works with & through Employers’ 
Associations to coordinate bargaining and non-
union compensation in seven sectors:  

1. Health 
2. K-12 Public Education 
3. Crown Agencies 
4. Social Services 
5. Universities 
6. Colleges 
7. Public Service (direct Government) 

 Does not cover Local Government  
 

 

PSEC Model 

5 



A multi-employer universe A Multi-Employer Universe 

6 



 $26.7 billion in annual compensation costs 
 

 56% of the Province’s budget 
 

 182 collective agreements 
 

 384,000 union and non-union employees 
 

 310,000 unionized 
 

 A 1% change in total comp = $267 million 
 

 Every 1% change in unionized worker comp = $220 million 
 

 Government approves the overall bargaining mandates 
 

B.C. Public Sector Compensation 
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Scope of the BC Public Sector 

Compensation 
Base 

$26.7 Billion 
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Compensation 
costs = approx. 
90% of School 
District spending 
(excluding Capital) 



 Longer-term labour stability – five year terms 

 Affordability and negotiability 

— General wage increases – (0%, 1%, 1.5%, 1.5%, 1.5%) 

— Begin shifting union expectations 
— from entitlement to guaranteed wage increases 
— to employees sharing in economic growth 

— Focus on employer priorities (e.g. benefit cost containment, employment 
security improvements)  

— Comparability adjustments – for Community Social Services (2.5%. 2.5%, 
2.5%) and Community Health (1%, 0.5%, 0.5%) 

 Shared Prosperity – wage dividend if real economic performance 
better than planned 
 

   

2014 Economic Stability Mandate 
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Outstanding Agreements   Headcount 
 
Research Universities   2        181 
Crown Corporations 1 13 
Public Service          1 116 

 4 310 
 

 
 
 

Collective Bargaining – what’s left? 

 
• 99.9% of all 

unionized 
employees are 
now covered by 
agreements 
settled under 
the Economic 
Stability 
Mandate 
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 Minister of Finance can direct compensation 
for excluded or executive employees or direct 
employers’ associations to do so on behalf of 
employers in the sector.  

 
 Employers must report annually to PSEC all 

terms and conditions for employees with a 
annualized base salary of $125K or more. 
 

   

Non-union compensation 
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 Ernst & Young was 
engaged to: 

 

• Review trends in BC 
public sector executive, 
management and 
bargaining unit 
compensation;  
 

• Assess how executive and 
management 
compensation decisions 
made across the broader 
public sector and make 
recommendations for 
improvement. 
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BC Public Sector Compensation Review 
 Key findings in the 

review were: 
• Significant variation 

was found in 
philosophies and 
compensation 
decisions across the 
B.C. Public Sector. 

• Management and 
Excluded positions are 
materially higher in 
Broader Public Sector 
than in Core 
Government. 

• Compression in Core 
Government between 
bargaining and 
excluded positions. 

 



 Use ‘taxpayer lens’ to strengthen accountability  

 Implement standardized foundation for compensation decisions 

 Guiding principle: performance-based decisions vs. entitlement 

 Common benchmarking 

Result:   

 Common Compensation Philosophy: 

 Differentiation 

 Transparency 

 Accountability 

 Performance, performance, performance…… 

 K-12 has completed all the important groundwork - stakeholder-guided, evidence-

based model for K-12 

 

 

Review Recommendations 
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 The broader public sector is transitioning out of the 
freeze based on direction 
• Modest, regulated salary increases for employees facing compression, inversion, and for 

recognition of high performing employees are now permitted.  

 Districts adopted new salary structures for PVP and 
district-based executive and exempt positions 
• Sectoral approach ensures consistency 
• Benchmarking ensures sustainability  

 Transition to the new salary structures is a managed 
and regulated approach going forward 
• Next step transitioning to new salary structures 
• In the New Year direction on further progression through the grids provided 

 
 
 

 

Compensation – Current Status 
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 Exempt and management compensation processes are well-
established….shifting to future priorities 

 
 SCC Hearing – November 10, 2016 

• Preparing the districts  
• Educating parents and the public 
 

 Preparation for 2019 round of bargaining for public sector 
• Large number of employers w/ competing priorities – what are the objectives that support 

educational priorities in the transformation agenda? 
• In K12 –SCC Decision affects timing and considerations 

 

 What does a collective agreement mean to you? 
• Perspective of management – if it’s not in the CA, you can do it. 
• Utilization of grievances / arbitrations – role and responsibility of BCPSEA to handle 

arbitrations - coordinated approach 
• Administrators are accountable for fulfilling obligations as managers with school district 

support 
 

 
 
 

 

Shifting Focus 
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Timing and Implications 

 What’s the case really about?   
 It is about bargaining rights and process 

• Expected to clarify how government can fulfill its 
responsibility to act in the public interest without 
breaching employees’ freedom of association – s. 2(d) of 
the Charter. 

 It’s not about class size or what is best for learning 
• The SCC will not decide “ideal” class size limits or 

composition. 

BCTF Appeal to Supreme Court of Canada 
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Timing and Implications 

 The hearing is the opportunity for the Court to 
bring clarity on the relationship between the 
Charter-protected right to the process of 
collective bargaining (including the ability to 
strike) and Government’s pursuit of public 
policy objectives that impact working 
conditions. 

 Are collective agreement terms constitutionally 
protected in perpetuity and if that’s NOT the case, 
what does government need to do to settle an 
impasse?  

 

BCTF Appeal to Supreme Court of Canada 
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Timing and Implications 

 Hearing set for November 10 2016 
 12 parties with intervener status 
 Decision likely to take 6 to 12 months, but could be 

anytime after November 10 
 In the meantime… 

• How to keep trustees informed/educate public? 
• What is impact on schools/students/programs if clauses 

restored? 
 

BCTF Appeal to Supreme Court of Canada 
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 In return for increased prep time and one-time payment 
of $105 million, BCTF agreed to withdraw all past 
grievances and not file new ones.  

 Current approaches to managing class size and 
composition would remain in effect during negotiations.  

 If deleted clauses partially or fully restored, the collective 
agreement may be reopened to bargain class size and 
composition.   

 Courts could also provide other direction, i.e. 12 months 
to remedy. 

 In the meantime, looking towards 2019 bargaining. 

 

Supreme Court of Canada 
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What worked in the last round: 
 Good coordination with BCSTA in their role as 

employers 
 Consultations held with BCSTA and its member boards 

to consider the issues and provide direct input during 
bargaining    

 No surprises - updates on communications and media 
were provided in advance 
 

K12 Bargaining 
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Dialogue 
 
 Advisory Committee   
 BCPSEA, Ministry of Education, BCSTA, BCSSA, BCASBO, PSEC  
 Strategic focus – ‘system-wide lens’ to determine where the sector wants 

and needs to be in 2019 
 Support implementation of current collective agreements – joint 

committee work, ongoing dialogue with BCTF and support staff unions 
 Building knowledge through trustee & administrator feedback and 

problem-solving  
 Input on BCPSEA services: Make a Future, professional development, 

collaboration with stakeholders 

Other Regular Stakeholder Collaboration: 

 BCPSEA, PSEC, Ministry of Education, BCSTA, BCASBO, BCPVPA, BCSSA 

 

 

 
 

 
 
 
 

Stakeholder Collaboration & Coordination 
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 In consultation, BCPSEA developing a process 
to consult on provincial bargaining 
objectives: 

• Ongoing conversations between BCPSEA and boards 
as part of the planning 

• Determine tools to communicate with trustees, 
including more regional meetings, FAQ documents, 
conference calls, webinars, and opportunities to 
connect with trustees  

• Regular dialogue with PSEC, BCSTA, EDUC 
 

Bargaining Preparation 
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 Maintain open dialogue – continue to build 
relationships between all stakeholders 

 Await SCC decision – provide districts and 
parents with fact-based information about 
the case in advance  

 Start preparing now for 2019 round of 
bargaining –  determine bargaining 
objectives that support educational 
priorities 
 

 
 

 

Next Steps 
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Dialogue 
 
 

 

 

 
 
 
 
 

Dialogue & questions? 
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