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M I N U T E S 
 
1. CALL MEETING TO ORDER 

The meeting was called to order by the President, Bernice Urbaniak, at 12:10 p.m.  She welcomed everyone in attendance at 
the SUB and those watching on the internet and those at UBC-O. She welcomed Lisa Castle who is here to address us. 

2. ACCEPTANCE OF THE AGENDA 

The agenda was circulated prior to the meeting. 

It was: 

 Moved/seconded (Chris Skipper/Preeti Gill) to accept the agenda as circulated.  CARRIED 

3. ADDRESS TO THE MEMBERS: LISA CASTLE, AVP HUMAN RESOURCES 

Good afternoon to all of you and good afternoon to my colleagues in the Okanagan.  I would like to thank the Board of 
Representatives of AAPS for inviting me to talk today about what is my favourite subject both in my job and for the 
University generally.  And that is Focus on People Workplace practices at UBC.  I only intend to talk for between five and ten 
minutes and then I’m available for questions on this or on any other topic.  Not sure I’ll have all the answers but certainly 
available for the questions.  With me today are two of my colleagues, Julie Stockton Director of Organizational Development 
and Learning and Alex Bayne Director of Integrated Strategies, who with me hold the conscience of Focus on People at the 
University.  And probably spend more of their days on it than I do.  A bit of bio material about what Focus on People is.  It’s 
UBC’s human resource strategy, not the department of Human Resource’s strategic plan, but UBC whatever corner of it you 
work in, it’s our human resource strategy.  The Board of Governors of the University approved the general direction the 
strategies and measures of success in February of 2008.  It did go to the Board.  And we launched the implementation of the 
strategy or the framework in April 2008 just two months later.  We’ve just completed year one and we’re getting ready to 
enter year two of a five year horizon.  It has five strategies.  Each strategy has a number of initiatives to be accomplished in 
the first two years.  I’m sure we can all recite them by heart, but the strategies are:  To develop a healthy sustainable 
workplace; To retain faculty and staff through positive opportunities and incentives; To foster leadership in management 
practices; To attract outstanding faculty and staff; and To identify and share institution wide goals.  I want to read a little bit 
of Focus on People, a paragraph that occurs right at the beginning of the document that separate and apart from all the words 
in the document, sets the tone and sets the goal organizationally.  “Fundamentally we also want all members of the University 
to contribute to a culture of positive values and good relations and establish a working environment marked by respect, trust, 
diversity and camaraderie.  This must be our goal across the organization and for all relationships and it is particularly 
important in those relationships between individuals.  Our most fundamental connection to the organization is in our 
relationships with those with whom we work.  Both individually and within our teams.  It is particularly important in the de-
centralized culture of UBC, that this be the localized experience of the staff and faculty.  Our biggest challenge as an 
organization is the continuity of this experience and at the same time it’s our biggest opportunity to make a difference.”  
That’s the goal.  It’s a great place to come every day, where people feel respected, valued, included and there’s a diverse work 
place.  What we’ve done in year one.  We’ve established a ‘Lead for Change’ program, which is a program for staff to explore 
UBC’s commitment to global citizenship.  The next round of applications will be in the fall.  We’ve established the new 
‘Managing at UBC’ program, a new program for new management and professional managers.  We’re up to a 150 
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registrations in that program, which is in a pilot this year but has been funded on a recurring basis by the University going 
forward.  We established the new ‘Staff Recognition Awards (by the way the application deadline is May 31st) which are 
connected to UBC’s overall goals.  Leadership and creativity, enhancing the student experience and global citizenship. We’ve 
established the Family Responsibilities Task force which is two staff, two faculty and two students, both campuses, who will 
help the University understand all of the priorities that staff and faculty have in integrating or making work their work lives 
and their personal lives and how those play out in the work place and what the University should start dealing with and 
resourcing.  We’ve also established this year the Respectful Environment Statement, which is a clear statement by the 
University as to what the experience should be to live, work, and learn at the University and it applies to all members of the 
community.  It’s a very clear statement that’s very similar to the paragraph that I read from Focus on People.  What we’re 
going to do in the next six months.  We’re establishing a relocation office and concierge service for faculty and staff to 
support them with their relocation to UBC and their life responsibilities.  We’re expanding the Healthy Workplace Initiatives 
Fund.  We’re doubling it to encourage departments and units to think about healthy workplace initiatives that work for them.  
We’re establishing a formal spousal work program to enable the University to recruit families so it’s a recognition that we’re 
not recruiting an individual we’re recruiting a family and particularly two working partners.  We will be rolling out our new 
web based recruiting process. That will be completed in the next six months, I hope.  We will be having extensive 
communications around the new vision that will replace Trek 2010.  As you know Trek 2010’s shelf life ends next year and 
by this fall the University should have a new vision statement.  And the current mission statement, which most of us can’t 
recite it’s too long, will be replaced by a values and organizational commitment statements.  And we will have our first report 
from that task force on family responsibilities that will help us understand what we need to pay attention to and hopefully in 
what order we need to address all of the issues that faculty and staff have whether it’s elder care, child care, toping up 
adoption leave, additional compassionate care leave, more flexible work hours. Whatever it is, that task force is considering it 
and making recommendations to the University.  I also wanted to talk briefly about the Workplace Experiences Survey.  It 
was the first ever for UBC.  There have been some localized efforts particularly in food services and plant operations, come to 
mind, to ask their staff about their experiences. This is the first one that we’ve ever done for UBC as a whole.  We intend to 
repeat it about every three years.  So it’s not a one shot deal.  This is intended to be a baseline to check the success I guess of 
Focus on People and all of the emphasis we’re placing on people.  The overall response rate to the survey was 21% of those 
eligible.  That’s not bad for a first time out.  We had a superb response from M&P staff.  Unbelievable!  Of 2,700 M&P staff, 
almost 1,100 replied to the survey.  So good on you.  Because we had great data about;  what you like; what’s bugging you; 
what you want more of; what you want less of.  So congratulations on that.  Because taking part in that survey and talking to 
us about what’s on your minds is really important.  We have the consultant’s initial cut of the data.  The steering committee on 
Focus on People that drives the implementation met yesterday and it’s at this point too aggregated to be entirely helpful and 
so it needs further refinement.  But we will have good results for the Town hall in June that I wanted to mention in a minute.  
But the importance of the survey is it will help us reshape some of our objectives for Focus on People this year and be a 
foundation for all of the initiatives that we intend to put forward for 2010/11, 2011/12, and 2012/13.  It’s really important and 
so M&P staff obviously are very high on that agenda given the response rate.  In terms of reporting around Focus on People, 
we update our website frequently. You can get at it through the main UBC home page through the HR home page or 
www.Focusonpeople.ubc.ca  We report twice a year to the community and twice a year to the Board of Governors.  We are 
currently preparing our Annual Report.  You should look for it in June.  It will be both on the web and in every copy of UBC 
Reports in mid June.  With that we can talk about centrally led stewarded, implemented initiatives.  And they are really 
important in terms of establishing building blocks.  But what really matters is what happens every day in our units.  Feeling 
welcome and included, feeling that our voice matters, the small gestures of please and thank you and being recognized by our 
peers and colleagues.  We are asking units to develop Unit plans.  Not large, not complex, but a small handful of things.  One 
to three that they want to pay attention to and do better for themselves and their colleagues.  We have put together a team to 
help you.  It’s called our integration team.  And we would like that team to share your successes and outcomes with the wider 
community.  But we start with where you are and what you’re starting point is and that’s the conversation.  I’d like to end my 
remarks with an invitation to attend one of UBC’s two Town-halls about Focus on People.  The first is on June 8th in the 
afternoon at UBC Okanagan, and the second is on June 11th in the afternoon at UBC Vancouver and it will be down in the 
Arbutus room in Ponderosa.  We have the good fortune of having the Deputy Vice Chancellor of UBC Okanagan for the June 
8th event and the President of the University attending the second event.  We were able to book his calendar quite some time 
ago.  He is the honorary Chair of the Steering Committee on Focus on People and he’s very committed to the success of this 
framework for UBC and paying far more attention to our people practices at UBC. Thank you.  

 

Member:  I want to commend UBC for this initiative. I think there is a problem in the way terminations are handled, which 
goes against my interpretation of healthy and respectful.  And I couldn’t find anything in the Focus on People in how to deal 
with it.  And in particular it’s the immediate expulsion almost of somebody who’s been terminated where they are walked out 



AAPS - General Meeting 
29 April 2009  Page 3 of 11 
 
 
 
of the building and they don’t get a chance to continue in their employment at all.  It may not happen all the time, but it seems 
to happen more than it should, because it probably should happen much at all.  Especially in a University, where we’re not 
maybe hiding corporate secrets.  So I want to just raise that and ask how that’s reconciled with a healthy work place. 

Lisa: Thank you for that question. Terminations are the most, of any staff member or faculty member, are the most difficult 
thing that we have to deal with, personally as a manager and as an organization and they should not happen very often, but 
they do. The intent is to follow best practice that’s recommended by people external to the University.  Whether that’s 
relocation counselors, or legal counsel in terms of how to effect a termination.  We review our practices twice a year to ensure 
that we are consistent with the state of where they should be.  But I take your point and I will take that back and talk to my 
senior people about it and we will think about that. 

Member: Thank you.  I just want to add that the cases that I’ve been aware of tend to be long term employees so in a way it’s 
even more devastating as a way to end a decade or multi decade career. 

The length of service should create more pause, and more cause for concern, the longer it is in terms of whether not 
termination is the appropriate course of action.  I absolutely agree.  I wish to assure you that it is not a decision that’s taken 
recklessly or thoughtlessly and quite often it is considered to be the only course of action available.  I do understand that 
somebody who has given the gift of many years of service to the University faithfully, that that’s a huge change in their life 
that can be very difficult to deal with.  But I do want you to know that it’s not something that I think is targeted.  It’s not my 
observation in any event, or more my experience that it is targeted at longer service employees.  But I think the impact is 
greater.  I absolutely agree with you. 

Lisa: This is at the University wide level.  The question is about the intention to make mission statements a lot simpler and it 
would be nice if we could actually recite them and remember them.  Because it’s a key part of being included in this 
organization is being able to articulate what it’s about and what it’s goals are.  I’m not a huge fan of the words vision and 
mission.  I think they are consultant words, no offense.  I think ‘purpose’ and ‘intent’ are clearer words.  Who we are, what we 
do and what we would like to be when we grow up.  The University at an organizational level is keeping the word vision 
statement and it’s actually going to be shorter, more grammatically correct, compelling refreshment of the existing mission 
statement.  We’ll keep the reference to the learning environment.  We’ll keep the reference to global citizenship.  And it’s 
very short. It’s only one or two sentences long.  It’s still being edited.  The idea is to move away from the mission statement.  
Because they’re long, they’re complex.  They don’t add anything.  But why don’t we talk about what our values are as an 
organization.  What matters to us?  What our commitments are around an exceptional learning environment and an 
exceptional working environment and make those more real in ways that people can understand them.  So that’s the direction 
that we’re going in organizationally UBC wide.  And our goal or our hope is that then translates organizationally to individual 
departments and units that have their own mission vision statements.  Just to keep them simple so that people can remember 
them, find their home in them, believe in them, and feel them. 

Member: I have a question for you in terms of communication of Focus on People.  For the last year and a half, I used to work 
very directly with Focus on People and a priority number one.  But now I’m in a different department and so many people still 
don’t know about Focus on People.  What are we doing in order to really communicate this further out and to make it bigger.  
Because I do think this an excellent initiative, purpose, intent, and there is so much good out there.  But still so many people 
don’t know about it. 

Lisa: Well your ideas in that regard and all of you, not just Suhail, have my email address so I’m happy to receive comments.  
We have an incredible web presence; we have emails that go out.  We’re reluctant to use broadcast email all the time because 
many people feel spammed with all the broadcast emails that come out from the University.  We have our annual reports, we 
have our semi-annual reports.  It’s kind of out there, but it’s not going further.  One of the ideas this year is we put our Annual 
Report in UBC Reports so that it can get out that much further.  But how we reach each and every student, faculty and staff 
member about this, is something that we would love your advice on.  Because you probably know a better way of our getting 
it to you, in a way that you can hear and is accessible to you, than we can sit in our offices and try and figure out how to get it 
through the bureaucracy and the maze of the organization.  So any advice you have for how to shout at the rooftops about the 
importance of this and why it matters and how it’s changing what this workplace can and will be is really important to us.  So 
I’d love your voices on that, my email address is lisa.castle@ubc.ca.  My email is not screened.  I do my own email and I love 
it when people talk to me about their experiences at the University and give me ideas.  I have a better time with emails that are 
constructively phrased.  Notwithstanding my apparently exalted position, I get frustrated with the complaints.  But emails that 
are expressed appreciatively or how we can do something better.  I love opening those emails.  I encourage everyone and all 
your colleagues and other people you work with to just talk to me about things.  Talk to AAPS about things.  We have a 
steady and solid relationship, we actually have a very productive relationship with AAPS.  So having the conversation 
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however it occurs, let’s just have the conversation and make it real.  And make Focus on People part of the conversation in 
your corner of this very large place. 

 Member:  I heard in your presentation you were concentrating on what I classify as a Baby boomer type explosion, those with 
senior needs, is there an inclusion to the Focus on People with the younger generation that are following behind us and if you 
could comment on that please. 

Lisa:  Sure.  One of the things that we are very aware of…  The question is about the generations in the workplace and the 
discussion in Focus on People on those generations and perhaps if I heard the first part of your question right Gray, is whether 
or not there is an emphasis on Baby Boomers.  There is a focus on all the generations and there’s a discussion about that in 
the beginning because the expectations of each of the generations that are in the workplace now, and there’s three 
predominant generations: the boomers, who have made the rules and like the rules, and the challenge to the rules is actually 
causing some significant cultural change for them; the Gen X who are waiting for their turn to make the rules and they’ve 
been waiting a long time and then there’s the Generation Y or Millennials that are getting into the workplace now.  Very 
different generations, very different expectations of the workplace in terms of the value of service vs. the value of my specific 
contribution.  The value of professional development vs. the value of something else.  Very different expectations. We as an 
employer, UBC as an employer has to meet them all.  The problem we currently have is many of the systems that we have and 
many of the rules both formally and informal have been designed by the Boomers, who want to keep those rules in place 
while they’re in the workplace.  We’re starting to see this conflict, this tension and some shifts.  And we’re just trying to make 
all of that work.  Because the contribution of all is valued and necessary and we’ve got to find a way of encouraging the best 
of all of those generations to contribute to the University.  We need then all.  We need absolutely all of them.  And all of them 
have bright ideas but the ability to set aside perhaps or start moving away from or evolving away from some truly dearly held 
beliefs and starting to think differently about them so the workplace can be more inclusive of other generations is important.  
And I have the same advice for people in the younger generations to understand the wisdom and knowledge and 
understanding of how the rhythm of this place that other generations contribute.  But I do feel sorry for Gen X cause you’re 
kind of just in the middle of all it.  But we’re very aware.  It’s not a specific goal in Focus on People but it is recognized as an 
issue and certainly as we launch initiatives, we think about the needs of all the staff and faculty in the workplace to contribute 
successfully. 

Bernice:  Thank you very much for taking the time out to come and speak to us.  On behalf of the Board, we also appreciate 
the ability to communicate.    We’ve probably established a better relationship than we have had in the past and I hope we can 
continue to do that.  Bernice gave Lisa a gift of an AAPS fleece jacket, which she promised to wear with pride 

4. ADOPTION OF THE MINUTES OF THE APRIL 17, 2008 GENERAL MEETING 

It was: 

 Moved/seconded (Dave Brent/Rick Byers) to accept the minutes as posted on the website. — CARRIED. 

5. PRESIDENT’S REPORT: REVIEW OF THE YEAR PAST & WHAT’S IN STORE IN THE NEXT 

To continue along with the President’s report, I want to thank the people from Telestudios who are here to help with 
communication to the hospitals and to the Okanagan.  We have Saeed Dyanatkar and Linda Mcintyre, who are looking after 
the technical aspects of this meeting.  I just want to say a little bit about the format of this meeting as well.  You will notice 
that we don’t have any committee reports.  That’s based on some feedback received from our AGM last October where there 
was a feeling that there was too much emphasis on reports where they could be written and people could read them.  And in 
fact we do communicate all of our important issues in On-the-Radar, which comes out regularly.  And we will also will be 
coming out with an Annual Report, later on in the year.  We thought it was important to use this time to deal with issues that 
are of importance to the AAPS members.  I think having Lisa here today was an important step, because I think that the Focus 
on People, as somebody had pointed out, is not necessarily that widely known about on campus.  There are some areas where 
it is taken to heart, and it is being rolled out and in other areas where they know nothing really about it.   

Year in Review 

Board: 

I want to continue by talking about Board changes that occurred this year.  We lost two of our Board Members earlier this 
year.  Jason Congdon and Dave Rowlands have left the University and as the Board does have the ability under the 
Constitution to appoint board members to complete vacancies, we did appoint Robert Tudhope to fill one of the Member-at-
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Large positions and we also appointed Anne Marie Hague from the Okanagan.  Anne-Marie was a board member previously 
and has been on a leave of absence, has recently returned from a Maternity leave and so it’s great to have somebody back on 
the board from the Okanagan.  And of course Robert Tudhope has been involved with AAPS as an Advocacy Committee 
member for many years and he has also served on the board previously probably five or six years ago.  We thought it was 
important to bring back some people who did have AAPS Board experience as we go into, starting this year, preparations for 
negotiations as our contract does expire right after the Olympics.  As Jason Congdon was the Secretary, we did appoint Justin 
Bonzo to complete that vacated term as well. 

Staff: 

As you know we’ve been without an Executive Director for some time now and we are in the process of recruiting.  We have 
contracted with Pinton, Forrest and Madden, and they are conducting the executive search for us and we will be meeting with 
them in May to review the short list and hopefully we’ll have somebody in place sometime before the summer is too far gone.  
I also want to say a big thank you to Sharon Cory and Petra Ormsby who have been very helpful in seeing us through these 
last few months.  And Jasmin Harry has also been very helpful to the AAPS membership, wearing three hats, working with 
PD, with Communications and also helping out Sharon with Advocacy issues.   

Membership: 

Just to say a bit about our membership. It continues to grow and it’s really great to see such a good turnout here today.  I don’t 
know that we’ve had this many people attend a meeting before.  I believe we had about 150 RSVP’s to our email 
announcements.  Also I’m sure there are also people watching on their computers in the outlying areas. 

Committees: 

I want to thank the committee Chairs who are working with our staff to ensure that the organization keeps serving its members 
in the best possible way.  I see Wendy Ma is here.  Wendy chairs the PD committee.  Preeti Gill, who’s one of our board 
members, chairs the communications committee with Jaime Hall.  We have Anne Marie Fenger who chairs the Advocacy 
Committee.  We also have struck a compensation committee to deal mostly with the current issue of dealing with the salary 
survey and market adjustments that we hope to be able to give more information about in the very near future. 

 By-law Change - Electronic Voting: 

In the past year we have one significant by-law change that changed how we conduct our Annual General Meeting and our 
voting procedure and that we now have electronic voting.  It was used for the first time at the October meeting and I think that 
there were relatively few glitches and certainly a good way to ensure that our members have a say even when they are not able 
to attend the meeting.  

Salary Survey: 

As I mentioned earlier, there is a salary survey that has been conducted by the Human Resources department and that was 
done I think, the information was gathered in the fall of 2008 and a report was presented to us and there is a significant 
adjustment that would probably be required with some of our job families.  This was probably one of the most comprehensive 
salary surveys that has been done.  I think the way Mercer described it to us was “It was like five surveys in one”.  They 
surveyed 77 jobs within 32 families.  Eleven of the job families are 6%-10% below the 50th percentile.  Seven of the job 
families are 11%-15% below and one family is more than 15% below the 50th percentile.  There is only one job family that is 
actually above the 50th percentile.  We are working with Caliber Consulting as we have done after the last salary survey.  The 
numbers are being crunched by Human Resources and by Heather from Caliber and we do not have any specifics at this time 
but we do have a committee that will be working on the implementation and we hope we are able to do something positive for 
our members through this endeavour, but we need to be aware that any adjustments to our salaries based on market have to be 
approved by PSEC that’s the Public Sector Employers’ Council.  And it isn’t just a matter of being below market that allows 
for salaries to be increased.  There also has to be an ability to show that there is a recruitment and retention issue.  And that 
can be sometimes a downfall for us.  The University does not have particularly good data on retention.  We don’t know why 
our people are leaving and where they’re going and what the reasons for that are.  PSEC needs to have that information in 
order to approve salary adjustments.  Having said all that I think the University is committed to working with AAPS to be 
able to implement salary adjustments.  Both sides have some learnings from the last experience.  I know that there is an issue 
for a lot of members because the compa ratio was not included.  Meaning that those employees who have been here for many 
years and whose salaries are above the midpoint.  They wouldn’t have seen an adjustment unless their salaries fell below the 
new midpoint.  And even then they would only be adjusted to the new midpoint and not beyond that.  This is a negotiations 
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issue, because it is the way our salary plan is set up.  It really does gear everything towards getting to midpoint.  But it doesn’t 
address what happens to those who are above the midpoint and should their salaries also be comparably adjusted. 

On-going Advocacy Issues: 

We’re not getting away from them.  We are hopefully trying to address all the issues that come up.  Most of them are dealt 
without having to resort to grievances or arbitrations.  Information about advocacy is generally included in our On-the-Radar 
issues and in the Annual Report.  

Executive Director Search: 

We do have a committee set up to accept the short list from Pinton, Forrest & Madden and that will be happening later in 
May. 

What’s Ahead? 

Bargaining – ACTE expires June 2010 

We have the bargaining issue as the big one that we need to prepare for.  Now I know that the University is not going to be 
engaging in any bargaining until after the Olympics.  There are a lot of factors that need to be considered here.  We have an 
election coming up.  We have a Provincial Government that is budgeting for a deficit.  It doesn’t look like there’s going to be 
a lot of opportunity for increasing salaries through general wage increases in bargaining.  And I think we need to pin as much 
hope as we can on the market adjustments.   

 

6. DISABLITY BENEFITS PLAN: ISABELLA LOSINGER AND KEVIN JEFFREY 

Good afternoon.  I know that this is going to be rather a dry topic, as I notice a whole bunch of people go for the door.  But 
that’s okay.  I’m going to be fairly brief because it’s my pleasure to introduce the two people with whom our sub-committee 
has been working.  The first is Kevin Jeffrey from PointBreak Consulting and he’s accompanied by Karen Drinkwater.  
What’s Disability Benefits all about?  Well, probably a few of you are like me, you’ve reached fifty this year, that’s not to say 
this can’t happen before the wonderful age of half a century but we’re living longer and the reality is that life is very uncertain 
and in some cases it can be downright nasty and brutish meaning that you are disabled.  Disability Benefits is also known as 
Long Term Disability (LTD) and has also been known as Income Replacement Plan (IRP).  If you actually log into my UBC 
and have a look at your pay slip, it will be listed as Disability.  The important thing to notice is that this is 100% employee 
paid in other words you pay 100% of this premium.  What does this do for you?  This is a mandatory benefit.  If you have 
done any of the calculations you’ll realize that you pay 1.4% of your regular earnings toward this plan.  What disability 
benefits does for you  is provide you with a monthly income if you are sufficiently unfortunate to work due to illness or injury.  
The qualifying period for this benefit is six months and the advice I’ve heard is that the sooner you can identify an issue that 
will prevent you from returning to work after six months, get in touch with your HR advisor or whoever manages the HR 
issues in your department.  As everyone at UBC keeps telling you, have a look at the website for more information.  I’m not 
being flip but there is fairly good information on the Human Resources website.  This plan actually started in 1984.  The 
interesting thing is that the University is the sole trustee of this money, but there is no written formal trust agreement.  This 
probably happens in other areas of the University where you’re trying to dig out the history of something and you notice that 
there is no actual written documentation.  In this case, this is quite an expensive issue, seeing as the Disability Benefits Plan 
has several millions in it, considering all workers at the University contribute to this.  We currently have an agreement with 
Sunlife.  These are the same folks that provide your medical and dental benefits.  They are operating a contract with UBC 
called Administrative Services Only (ASO).  Looking back at the history we had an interesting event happen in September 
2006, where the University informed the various different employee groups that they had now realized or had been told by 
good old customs and revenue that the income they had been earning on the disability benefits plan investments was actually 
subject to tax.  Prior to that the University had not been paying the tax on this money.  UBC struck a deal with customs & 
revenue agency for paying the taxes from 2001 onwards.  That’s pretty good, that’s maybe better than what you and I could 
have negotiated, considering this plan started in 1984.  Ongoing we must pay tax on these investments.  The back taxes have 
all been covered by the plan.  We’re actually not in a bad shape, except the University not surprisingly now wants to remove 
itself from ongoing management of these funds.  Since 2007, a small group of us including Bernice Urbaniak, George 
McLaughlin, and myself.  Not sure how I got involved with it because this is not exactly an area in which I excel, which is 
why I’m really happy to have Kevin here this morning.  We’ve been having extensive discussions regarding different models 
of a plan that we could have here at the University.  The key idea is that we want to be able to provide you with maximum 
flexibility, keeping your premiums affordable i.e. not raising the premium if possible. But giving you the flexibility to be able 
to return to work as soon as your health allows.  I think we all agree that employment is central to our lives our self value. On 
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top of it we own 100% of these funds so it would figure, logically, that we should have some type of full involvement in the 
governance of the funds.  We also are conscious that we’ve got to protect your economic position in the unfortunate situation 
of you being ill or disabled for a long time to come.  That last point there Risk and Costs, you’ve probably looked at all your 
personal investment statements which have not led to a very joyful time.  This is an exceedingly complex area. Again that’s 
why we have people who, like Kevin Jeffrey are an expert in this area.  Kevin informs me this week that we have just issued a 
request for proposals for some service providers to come back with some suggestions as to how they can manage our 
business.  So next step:  We will be receiving and reviewing these RFP responses once they come our way.   The Board will 
also interview some potential plan suppliers.  This could be anybody from the GreatWest people to the Sun Life people.  We 
will finalize the recommendations to take back to you.  And these will include plan design and governance.  We are also going 
to conduct information sessions.  And again I will defer to Kevin to give you an idea of what we could cover in those 
information sessions.  And of course there will have to be a vote from you.  Basically I’ll just remind everybody, we live in a 
very uncertain world.  Our disability benefits plan was valued in March/07  $34.3 million.  It lost a wee bit of money.  
December 2008, we’re down to $32.6 million.  The world’s uncertain, both in our personal lives and our lives outside of this 
University.  What I’d like to do now is invite Kevin to come up here and introduce himself and to answer any general 
questions you might have.  Again we will be running information sessions, it’s important that you get an idea of what your 
money can do for you in the hopefully unlikely event that you are disabled. Thanks very much, Kevin. 

Thank you Isabella.  I guess I want to say first off I can’t understand why people would leave for the door when this started. 
We leave and breathe this.  It’s exciting and interesting.  Thanks to those of you who did stay.  Just to start off are there any 
questions that might come from what Isabella talked about. I’ll start there before I talk about anything else. 

The question was currently you are paying 1.4%.  1.4% of payroll is going into the plan and the assets under the plan right 
now are as indicated up there and the question is:  Is that right?  Is that appropriate?  Should it be more, should it be less. 
What’s going on?  Without kind of boring everyone too much with too much detail, the key issue that we’re looking at and the 
Board was challenging us to come up with a better plan.  Right now as Isabella noted you are on a particular plan called ASO, 
and basically that means the University self insures this program.  That means the University population as a whole has 
responsibility for any deficits or surpluses that accrue.  That’s a lot of risk. That’s a lot of risk in today’s environment.  And so 
AAPS says as a group says that might be too much risk for us.  So we’re actually talking about extracting from that self 
insured plan and using an insurance company, so that AAPS group or AAPS population is not caught up in this whipsaw of 
investment returns being up and down and increases in disability going up and down.  Short answer to your question, that’s 
part of our mandate is to review that and is there a better option that is going to keep that contribution rate stable so it doesn’t 
have to go up or down quite dramatically, just because the investment turns and other things.  That’s part of what we are 
looking at.  Is that a fair answer.  Any other questions? 

Bernice’s comment was.  Currently the University plan includes a number of different entities within the University all under 
one plan.  And when Isabella talked about the University being the sole trustee there were six or seven different groupings of 
the employee populations under this big plan.  Again part of the challenge that your Board identified about a year and a half 
ago was that the AAPS goal for the Disability Benefit plan was different than some of the other populations had.  Your Board 
spent a lot of time actually determining what was important in a disability plan.  It ended up as respect for the person. dignity, 
a number of issues like that.  A quicker reintegration into the workforce, which some of the other groups didn’t have those 
same values.  The AAPS Board said well maybe we’re a little bit different and maybe we want to kind of go our own way a 
little bit, different from the rest of the University groups.  And so there were all these groups and that actually started a bit of a 
conversation with some of the other groups as well. Saying yah maybe we’re a little different too.  The process ended up 
being one of your Board kind of stepping back and saying what’s important to us, does that align with everybody else and if it 
doesn’t then what’s our next step and how do we move on to addressing our needs for ourselves.  And those needs as we 
talked about are more important and more emphasis on rehabilitation for somebody who is injured and cannot work.  How do 
we get them back effectively into the workforce, maintaining dignity, maintaining trust, maintaining some of those other 
values.   

The question was, since the early 80’s when the plan was set up, there were certain guidelines, certain expectations that one 
had in a disability plan.  And in the last 25 years what has happened, what changes have been made to the world of disability.  
And what are we looking for going forward.  Is that the question? Okay.  Back when the plan was set up in 1984, disability 
plans were called long term disability plans, which is a pretty scary ugly name for the most part and really it was about finding 
a way to protect some amount of income should somebody become disabled and not able to work.  So it really was you’re 
disabled, let’s wait six months, let’s pay you, you’ll be happy.  That’s kind of the way those plans started.  Flash forward 20 
odd years later, what plans are more about now, are about recognizing the self worth of the individual, dealing with them as 
people and recognizing that yes sometimes things occur that are not great for us as far as disability or injury or something 
impacts our work but how can we help that person get back to productive life style, whether it’s within this employment 
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environment or a different employment environment, or even not an employment environment at all but helping maintain their 
dignity so that the notion of what you want to accomplish with a disability plan has changed  quite dramatically in that way.  I 
think that’s where the AAPS Board has recognized that they want to be more on the cutting edge.  The how do we help people 
versus let’s just send them a pay cheque and make them go away.  A big focus going forward is as we examine potential new 
suppliers for this is who can provide those services the best.  Who is good at helping people get reintegrated back into a 
working environment or managing their disability in a better way versus just staying at home and collecting a pay cheque.  
Because ultimately if that does happen to someone, their health deteriorates, their social environment deteriorates and they 
really go down hill.  So the more we can engage people, who suffer some kind of trauma, the better.  The other issue that I 
mentioned is recognition that investment volatility in the last ten years has become quite dramatic and so for a financial point 
of view recognizing this is member funded. You own this plan.  And as a collective group, was the plan historically maybe 
taking on more risk than appropriate.  That’s more on the actuarial side.  And so looking at ways to kind of change that risk 
profile so that what happens in the investment world has much less impact on the people who are paying into the plan and 
ultimately people who may get benefits from the plan.  That’s part of what we’re looking at. 

The question if I could paraphrase the question for others.  The question is: Is this the right time to be considering a different 
strategy.  The equity markets are down quite considerably from the high of a few years ago and is this the right time to make a 
shift?  Also part of that question, also comes what I think might have been implied in your question if not tell me, but by 
moving to an insurance company are we paying something to an insurance company that maybe we should be paying to 
yourselves as well.  Both good questions and that paraphrases correctly?  Great.  Considerations that I think the Board has 
spent some time debating, maybe about a year, looking over the variety of choices and I’ll talk about the second one first.  At 
the end of the day and again I don’t want to get very technical, if I can avoid it, but on the plan right now you’re essentially 
funding the plan from your own contributions so if expenses are higher or claims are higher or investments are down your cost 
that 1.4% will actually go up. And so you’re paying for the plan by yourself right now and in that cost of things, you’re paying 
for Sunlife to adjudicate claims, provide service.  You’re paying for the services of investment managers.  You’re paying for 
the services of trust companies and so on.  So there’s a number of elements that are being paid for in there.  What we’re 
looking at, and again the decision has not yet been made, but one of the elements we’re looking at is can we buy that basket of 
services at a lower price.  And so there are certainly some clear indications from earlier work we’ve done that the price is 
going to be lower under a more packaged approach.  So from a cost of providing that service point of view, there are some 
potential upsides.  We won’t know until we finish this, but I don’t want to prejudge the outcome because it could go either 
way but there are some elements to that.  The other element of are we changing a horse in midstream, by letting go of some 
equities or changing the market and should we right now?  That’s a bit of a different issue because there are actually two 
issues to that.  There are assets in the plan that are there as a reserve for people who are currently on the disability program.  
Basically from an actuary valuation point of view, there’s a basket of assets that has a value of $32 million at that point of 
time.  There’s a liabilities associated with the people who are on the plan and the assets are designed to pay for those 
liabilities.  At this point in time, those assets will probably stay in that place and continue to grow as markets recover to pay 
for those assets.  So we’re really not selling the market.  There’s no money coming out of the market place at this point to 
allow for that.  So we’re not really going to be changing any horses or changing investment strategies midterm or when cycles 
are down. So that’s a big concern, right from the beginning, we did nothing to impact that.  Does that make sense?  It’s kind 
of a bit of a complex thing.  I can provide more in maybe a one off later.  To a large degree until we get back the data from 
the insurance companies and see what the proposals are, lay them out and now when it goes to the vote, you’ll have kind of 
the pluses and minuses on either side out there. 

The question if I understand it is: The nature of disability and determining disability is a challenge.  AAPS as an organization 
and you folks want to ensure dignity of the individual, ensure they are treated fairly in the process.  How do we evaluate the 
suppliers to make sure they meet those goals?  Is that it? Yes.  A couple of elements to that.  No question, disability is in your 
entire benefits package, probably the most complicated benefit to adjudicate.  How bad is a back sprain?  When is the 
degenerative illness actually stopping me from working?  If I have a mental nervous condition, when is that impact and how  
does that bring back.  So there are a number of elements there, and there always must be a balance struck between having 
claims that are easily paid and ensuring those claims that are valid.  On the one hand, you might say let’s pay anything that 
comes up but that has an impact to you in terms of price.  The more claims you have the higher your price would become.  On 
the other hand if you’re too harsh on your adjudication of claims, people never realize the benefits of the money that they put 
in.  And so the suppliers that we were looking at, part of the review criteria for them, will be to.  We’ve given them a 
specifications document.  Here are the things that we identify as disabilities and here’s how you measure that.  And so we’ll 
be measuring those suppliers on a couple of different fronts.  What is their ability to adjudicate?  What kind of appeal 
processes are in place to address questions that may have some different impact depending upon how we look at it?  And then 
from the dignity and the return to work side, what is their process for adjudicating  that claim, i.e. ensuring that it is a valid 
claim or not?  Communicating with the employee, because when you are a disabled employee you have all sorts of things 
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coming at you and so any insurance adjudicator needs to recognize the stress and the strain that person is on and make it 
easier for them.  So when we talk to insurance companies we want to know how they do that kind of work.  And finally as far 
as the other side goes, how do they work with that person to bring them back into a productive role in some way shape or 
other.  So there are a number of those criteria that we look at when we get the proposals back from the various plan providers.  
Is that fair? 

Sorry the question is how do we decide which is the best?  What we’ve got is in the RFP that was posted, there’s a lot of 
questions about how they provide those services. So we analyze their responses to that.  We interview their people. We look 
at their track record of doing those types of things.  This is the kind of work that we do all the time, so we’ve seen these other 
companies in practice.  We have other clients that are with all sorts of different insurance companies so we’ve seen who does 
what.  SunLife for example as the carrier today, we have a pretty good sense of, your Board has seen how they act, what do 
they do.  It’s one thing to say in a proposal we will do x.  It’s another thing to have experience on do they deliver x or not and 
because we deal with a variety of different proprietors, when they say we do x, we do y, we can look at our client base and say 
okay we’ve seen them address this situation this particular issue, they did in fact do it that way or they did not do it that way.  
There are a number of objective criteria that are part of the specifications, there is a subjective development as well from what 
we see in the market place and how we see others operate. 

I should have mentioned this at the beginning, I kind of forgot.   We represent AAPS and  your Board.  We don’t represent 
UBC.  Our client is AAPS that’s who I’m working for. 

The question is for individuals who had made a claim and that claim was declined under the current arrangement.  Are we 
going to do something about them or for them going forward?  Is that the question? Good question.  I don’t know the answer 
to that at the moment.  However generally speaking a disability usually occurs at a point in time or an insurance claim occurs 
at a point in time.  If your house burns down, it burns down on a particular day.  And if you change insurance policies or 
change carriers or do something different, the fact that your house burned down a year ago has no bearing going forward.  Not 
to be facetious or flip about that but it’s a very similar concept.  So if somebody became disabled or unable to work due to 
injury or illness on a particular date in time while under coverage with Sun Life that’s the point that assessment is made, so 
there’s an appeal process Sun Life has where that would be explored as that happens.  Going forward if that person is not 
working and you end up changing to a different insurance company, in all likelihood that will not impact them at all.  They 
won’t be able to reopen that claim, because they weren’t disabled under the going forward arrangements.  There’s really not a 
significant mechanism for going backwards and trying to adjudicate claims that have happened in the past other than doing 
that relatively close to the time that that claim occurred.  If that happened to somebody six months ago under the Sun Life 
program and there was some disagreement about whether this is a legitimate claim or not, there’s an appeal process in place 
right now with Sun Life where you go through that through additional doctors verification or a third party doctor or different 
assessments to help address that adjudication right there and then.  I don’t see the plan going forward having significant 
provisions that would go back and re-adjudicate claims in the past.  I would worry too much about the financial impact that 
might have on the plan. 

The question is are we looking at some options where individuals could have some flexibility some choice in what they’re 
doing to define their level of disability or how they are adjudicated, the short answer is no.  That is something that does not 
exist in these types of programs on an individual basis.  Now there are some flexible plans where people can choose different 
levels of coverage and may be able to choose some different other provisions but at this point in time right now the group is 
not really of a size that would allow it to do that and quite frankly actuaries have a lot of trouble figuring out the pricing of 
something like that, because inevitably what happens is the people who choose an option are ones who are most likely to 
claim on that option so it leads to the whole spiraling cost of increase.  Just to digress for a minute, it is something that in this 
industry people are looking at how do we begin to customize these plans a little more.  In 1984, the question earlier what’s 
changed, well one of the things that hasn’t changed is the notion that everybody gets the same thing as far as disability goes.  
The industry is looking for ways to address questions like that. 

The question is exactly what’s going on here.  Are we looking at taking the University plan and chunking it up for each of the 
different bargaining units, who may have different carriers and different plans.  That’s what is under consideration.  That 
decision is not made but that is what’s under consideration.  Part of the reason, there was an impact point a couple of years 
ago, when the tax issue arose that kind of started everybody looking at it and the different groups looked around and said  is 
this plan as it currently works for UBC serving our constituents well.  I think different groups have come to different answers 
during that process.  And one of the things that when we got to know your Board and some of the others, your Board the 
people who you represent, the people in your bargaining group are quite a bit different than in some of the other bargaining 
groups and have different expectations of what a plan should do for them.  And premiums as well.  Your plan operates fairly 
well and we don’t want you to be subsidizing other groups.  The money that’s there is money that’s earmarked to pay for 
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people who are on disability today and who are kind of in a bit of a gap period that may go on in the next little while.  So to 
push the question further, part of the question is how do we chunk up that money that’s there, if we split out. And again 
without getting too kind of actuarial, one option is possibly AAPS groups assumes responsibility for the people on disability 
and takes the assets that are respective of those people and kind of continues to pay them out.  Another options is we leave 
them under the current plan, leave the money under the current plan and when that rolls through and all those people have 
been paid, anything that’s left over will come back to the AAPS group.  Because the money is earmarked for AAPS. 

The AAPS group itself is in a surplus situation.  As of March 31, 2008, the assets are about $9.9 million and liabilities are 
$8.1 million so a surplus of about $1.8 million.  Which means it’s well funded.  Some of the other groups are not as well 
funded. 

The question is what’s our timing here.  The timing is we’ve been dealing for the past number of months with the UBC… (the 
last minute of the presentation was not recorded) 

 

7. TREASURER’S REPORT: 

a.     Year-to-date Financial Performance 

 The AAPS Budget year is from July 1st to June 30th.  The handouts included financials as at Mar 31, 2009 which is 75% 
of the 08/09 year. Edward Hung kept this short and focused on the big picture.    

The year to day results show the total revenue to date as at Mar 31st, 2009 is $685,000 and we’re ahead of our target of 
75%.  The total expenses is just over $400,000 but if you take this commitments for board expenses of $61,000 if you 
add that to the $66,000 then we’ve spent about 63% of our budget.  So overall our total expenses to date including 
commitments will show that we are spending 64% of our expenses so we’re well ahead of our targets. We have a surplus 
$278,000, less arbitration expenses of $23,000.  So we now have $255,000 with 3 months to go.   

b.  Budget 2009/10 Overview 

 Looking at our 09/10 Budget, we are proposing a total revenue of $837,000 and Board expenses of $245,000 and the 
reason that it is higher is we’re providing for compensation expenses and negotiation expenses of about $44,000 for the 
bargaining that’s coming up.  Similarly for administration expenses we’ve increased it by roughly $36,000 and that’s 
mainly $18,000 for legal expenses and some staff increases of $20,000.   So our total expenses for the coming budget is 
$815,000 leaving us a surplus of $22,000.  At this stage I want to mention that I’m aware of the surpluses we are building 
up and the reserves.  The Board will be reviewing what the optimum reserves that we should be holding and we may have 
to review the dues that’s coming up for the next budget.  Perhaps lowering the dues.  At this stage I’d like to provide a 
motion to approve the budget.  There was a question about the requirement to increase the Board budget when the 
previous budget was about $65,000 under and we are currently coming under budget.  It was reiterated that 
negotiations are coming up in this year and that we are expecting to have more costs incurred. It was emphasized that 
the increase in revenues was not an increase in dues but simply an increase in membership but that it was too soon to 
discuss more appropriate dues given the upcoming negotiations.  The questions continued around the increases to the 
Compensation Committee line item and the Negotiations line item.  The Compensation Committee increase is to cover 
the consulting costs due to the Market Survey results and the Negotiations increase is due to the upcoming bargaining.  
There was a question about the status of the AAPS staff and were there any changes.  There was a second Member 
Services Officer hired last year but no changes this year. And there is the required consideration that there hasn’t been 
an Executive Director for a while. 

c. Motion to Approve 2009/10 Budget 

 It was: 

Moved/seconded (Edward Hung/Virginia Anthony) Be it resolved that the 2009-2010 AAPS Budget prepared by 
the Board be approved as presented.    – CARRIED 

 

8. QUESTION AND ANSWER SESSION 
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Before we do question and answers, I just want to let everybody know that those of us who are up here are volunteering our 
time to be of service to AAPS.  There are various other people who are not all that visible necessarily but do also have some 
input and do also devote their time and for anybody who’s interested in volunteering, I suggest that you contact any of the 
Board members  or the committee chairs, because we can always use the help. 

Question:  Is there a mechanism for AAPS members to talk to each other. There used to be an AAPS Members mailing list.  I 
don’t know if that’s still active or not.  This sort of ties back to my previous question to Lisa where there were a 
group of people who wanted to get a bit of discussion going and there didn’t seem to be anywhere to discuss what we 
want to talk about with other AAPS people. 

Answer: There was an AAPS group that was in existence at some time.  It was a moderated group.  It hasn’t been maintained 
for probably five or six years as far as I can recall, and there hasn’t been any usage of it.  The AAPS Board has 
discussed this question just very recently because it has come up to the Board and we are looking at the options.  
Because  it hasn’t been maintained there are a lot of names on there who are probably no longer with the University 
and I don’t think that new members have been added to it.  There would have to be some work involved if it was to 
be reactivated.  But having said that, I’m not sure if this is the best use of our staffing resources right now to be 
moderating such a group and perhaps there could be another way of establishing something to that effect and I would 
certainly welcome any sort of input from members especially those who have any technical background as to what 
we can do to provide such a list that member s could use but that wouldn’t necessarily be under the AAPS Board’s 
direction. 

Question: Interested in a show of hands of how many people think it would be useful to have a communications mechanism 
where AAPS people could talk to each other if an issue comes up.  It may not be a heavily used mailing list if it is a 
mailing list, but how many people, just a show of hands, would like to be able to communicate with other AAPS 
members.  Six to ten hands were raised.  Okay.   

Answer:  The Board will take that under consideration and we’ll try to find a way to have this group of interested people try to 
find a way to do this. 

Comment:  I think it may be useful to think in terms of perhaps once a month a bulletin coming out from AAPS and a posted 
question that maybe members could respond to like a blog.  I don’t necessarily see that somebody in AAPS has to 
give oversight over that but if the opportunity did occur for somebody to put a question in, I think that if it were 
dovetailed in with current issues coming up with AAPS.  AAPS could become far more relevant.  I have to confess 
that AAPS is not really on my radar most of the time.  Once or twice a year but it really should be higher profile than 
it is and I appreciate the good efforts that everybody on the Board does.  It is a volunteer group.  But I’m wondering 
if that is something that could be considered along the lines of what this gentleman said. 

Answer:  So the Board will take that question under consideration and we’ll work with the Communications committee as 
well.  I urge those of you who are interested to come forward and to help us to find a way to make this happen.  

 

9. MOTION TO ADJOURN 

The meeting closed at 1:48 p.m. 
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