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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, Isabella Losinger, at 12:08 p.m.  She welcomed everyone in attendance at 
the Ponderosa Centre and those at UBC Okanagan, UBC Robson Square, the hospital departments and all other locations. 

2. ACCEPTANCE OF THE AGENDA 

The agenda was circulated prior to the meeting. 

It was: 

 Moved/seconded (Daryl Stowe/Rick Byers) to accept the agenda as circulated.  CARRIED 

3. ADOPTION OF THE MINUTES OF THE APRIL 29, 2009 GENERAL MEETING 

It was: 

 Moved/seconded (George McLaughlin/Anne Marie Fenger) to accept the minutes as posted on the website. — 
CARRIED. 

4. PRESIDENT’S REPORT – ISABELLA LOSINGER 

The President’s report is going to be extremely brief.  I will be a bit more verbose at our meeting in October, that’s our 
official General Meeting.  The Spring meeting is used more as a means of having everybody come together for reporting 
purposes and also to approve the budget going forward.  The things I would like to highlight here are:  

a) Review of the Year to date 

Membership: 

Believe it or not our membership is growing.  We are currently sitting at 3,093 members.  I believe we’re the largest 
bargaining group on campus.  We seem to be losing some members as we’ll talk about in the advocacy report but we’re 
certainly also gaining members every month.  There has been an aggregate gain every month of new members. 

Board: 

Your board, you will be able to find all their names on the website if you are not already familiar with the faces here.  I 
would just like to highlight that there has unfortunately been two losses, in the sense that, two members of our board left 
the University during the course of the first six months.  We were fortunate to be able to replace one of them with a 
Member-at-Large who had actually put her name forward for a Member-at-Large at our October AGM and was not 
elected at that time.  But at any rate we brought her on board.  We are currently seeking a treasurer so if anybody is 
interested in joining the board for a few months up to the AGM in October and who would like to serve in that capacity, 
you could perhaps drop Petra an email.  Particularly someone who has got an accounting background.  Our budgetary 
situation has become quite complex.  The amount of money we handle is significant so it would be preferable if you 
have an accounting background to be able to advise the board as well as work with Petra on the intricacies of our 
budget.   

Staff: 
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The staff as you well know is the stable foundation of our organization.  Most of you know Petra Ormsby who has been 
with our organization nearly ten years now.  She’s often the first person that you speak with at the AAPS office.  We 
also have our two Member Services Officers Jasmin Harry and Sharon Cory.  Michael St. Claire is our IT person and of 
course Michael Conlon our Executive Director who joined us last August.   

AAPS Board – How to get involved: 

Should you like to get involved with the AAPS Board, email any of the members of the board, they would be happy to 
give you further information about what we do. 

AAPS Staff – How to get hired: 

This is an advance notice that we will be, subject to approval of the proposed budget for the coming fiscal year, seeking 
another Member Services Officer.  That’s kind of bad news in some respects.  It indicates that the number of advocacy 
cases, as we’ll talk about later, is on the rise.  The sophistication and the complexity of those advocacy cases is also on 
the rise.  Our present two Member Services Officers and Michael whenever he needs to help out are swamped.  The 
good news is that at least we’ll be able to help those two folks not become victims of burn out by adding a third Member 
Services Officer.  But again it reflects the unfortunate increase of the people who come to us for some kind of assistance. 

b) What’s Ahead 

Advocacy: 

We have seen an unprecedented number of without cause terminations.  When I look at the numbers for March 2009, we 
had 44 terminations without cause.  This March we’re up to 63 for terminations without cause.  These all take an 
inordinate amount of time.  The average case load for all of the cases that come our way, and these are not just questions 
to the office, are actual cases that require some active role in consultation and advice to the member and it hovers about 
230 a year.    I can’t stress enough that you read your collective agreement.  Time and time again, we have members 
coming to us and they are not aware of their vacation allocation.  They’re not aware of their rights when they are advised 
by their supervisor that their position is coming to an end, for whatever reason.  Please do read that document. Some of 
it is not that easy to understand, admittedly but that’s where the AAPS office and some of the volunteers who work with 
us come in handy.  On that note, I’m grossly remiss in not identifying the volunteers on my previous slide.  We would 
not be able to function without the number of volunteers we have.  You’ve seen some wonderful communications come 
out in the form of the AAPS On-the-Radar.  Those are our volunteers who are working diligently every month on that 
and also the superb Annual Report.  I don’t think there is any other group on campus that produces an Annual Report, to 
the quality that we do in terms of providing you information about who you are, how many of you are in particular jobs 
families etc.  So I will just again signal the role of our volunteers who work with the staff and the board on your behalf. 

Bargaining: 

As you all know your little blue book, otherwise known as the collective agreement, expires at the end of June.  As you 
also know it is a miserable year here in BC in terms of expecting significant wage increases.  Michael is going to talk a 
bit more on that.  The news is not good in terms of what we can expect going forward.  Having said that I think there are 
some positives that we can work on.  All in the interest of ensuring that we have a half decent agreement going forward 
for the next probably two years. 

Disability Benefit Plan: 

This actually is a good news item.  There are not many good news items in the economic sense these days. I’m going to 
do a brief presentation after the budget approval.  I’m also going to invite a consultant with whom we have been 
working for about the last two and a half years on this project, Kevin Jeffrey,  to answer your specific questions. 

 

5. EXECUTIVE DIRECTOR’S REPORT – MICHAEL CONLON 

I too will be brief but also open to your questions at any point.  We should also say that folks who are viewing on line can 
send questions in.  Petra will moderate for us and if we’re unable to get to your question either online or here, we’ll find an 
answer for you outside of the meeting.  But we’ll take questions on a first come first served basis both from on the web and 
in person. Here’s a very quick update on a number of issues. 

Operational Update 
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From an operational perspective, as Isabella has mentioned, our membership is growing as is our resource and infrastructure 
base.  And there are a number of challenges that come along with that.  It’s largely a good news story in many ways.  We’re 
currently in a building right now that is essentially zoned for research on campus, that sort of public/private mixture of 
research that takes place in our building.  And that is a short term arrangement for us.  They made it clear to us that we are 
not the model tenant for that building.  They would like private corporations doing research in the building.  So there are 
some space constraints that we’re experiencing in our building.  One of the reasons I bring this up as a long term challenge 
for our organization is that it’s actually in our collective agreement that we should get appropriate space on campus. But it’s 
been an ongoing challenge.  If any of you that have tried to get space on campus know the breadth and depth of that 
challenge. 

Advocacy Update 

In terms of the, what I would say bread and butter of our work of our organization, Advocacy work that we do.  And as 
Isabella mentioned, I want to elaborate a little bit.  We had a January, February and March unlike any other.  We had a week 
in January where we had twenty terminations in one week.  A significant number of those came out of the IT department, 
which was a re-org, but the January, February, March period was a busy period for two reasons.  The quantity of cases we 
got, but also the complexity of cases.  We had three cases there which were as challenging as any I’ve seen in my career.  
Two for cause terminations, which involve fairly elaborate investigations on the University’s part and some significant 
background work on our part to defend the members as best as possible and ensure their rights are protected.  A third 
termination that was actually a not for cause termination but it is being grieved and will almost certainly go to arbitration.  
Most of the difficult cases we have, I’m happy to say, are not going to go to arbitration.  The two for cause terminations have 
been settled without going to arbitration and that’s the  style that we attempt to follow in our grievance work is to work 
things out as quickly and expeditiously as possible with the University.  But we do from time to time have to diplomatically 
agree to disagree.  There are several cases that we’re dealing with right now that would definitely fall in that category.  But 
suffice to say that the advocacy load is a difficult one to manage, because we are dealing with folks from the membership, 
many of whom are no longer members who have been terminated and who are going through very difficult personal times.  
And the role that our member services officers play is twofold.  The first is to offer the very best and most professional 
advice that we can to them in terms of what their options and their rights are but secondarily we’re a primary personal 
resource for those folks.  And that simply is the kind of work that can’t be rushed and needs to be done right.  That’s the 
background for the increased advocacy load.  The other thing I just want to mention and this is something again that will not 
be a surprise to many of you is that there is fair volatility in our membership.  We had budgeted for a drop in our 
membership last year.  In fact the membership remained fairly steady it actually went up slightly.  But the volatility amoungst 
the group is worth noting.  We had about close to 50 people leave the organization in January and almost 50 come into the 
organization.  And from an advocacy standpoint that creates unique challenges for us, because the gross aggregate amount of 
members remains the same but almost every single one of those terminations requires a level of advice, a level of counseling, 
and a level of support on behalf of the membership.  So the more volatile the membership numbers are, the greater the 
advocacy load.  The other thing I’ll say about the Advocacy work is that even though many of these cases are bad news cases 
with very difficult issues to deal with, there is also a good news element of this and that is that we’re getting repeat business 
if you will.  People who have come to us about an issue before come to us about an issue again or someone will go back to 
their department or unit and they’ll say AAPS was able to help us out, if you have a problem you should go and talk to them.  
So our reward for doing high quality advocacy work, is more work.  And some of the work that our Member Services 
Officers do on behalf of the membership is quite wonderful.  Some of our members aren’t aware of their rights.  I’ll give you 
two very quick examples.  One is Members who aren’t at the midpoint.  The collective agreement is absolutely clear that 
after four years you should be at the midpoint of your salary range.  And in one case, we’re able to secure $12,000 in back 
pay for our member.  And in another case we had an individual leaving the University who was unable to take vacation time. 
We were able to secure several weeks in addition to their package leaving the University.  We can’t always do that, we can’t 
always promise that to the members.  But if the members don’t come to us they’re not even going to ever have a chance to 
ensure that their rights are protected.  We do everything we can to ensure that the members know what their rights are and 
know what their obligations are under the agreement and it’s the core element of our work. 

 Committee Work 

We have four committees that are up and running at the moment.  Our Professional Development committee chaired by 
Wendy Ma, our Communications committee,  chaired by Preeti Gill, and our Advocacy committee, chaired by Anne-Marie 
Fenger and our Collective Bargaining Committee which is not a standing committee but obviously a committee that is 
convened in bargaining years.  The work of those committees is ongoing.  The Professional Development Committee in 
particular is ramping up its work.  You’ll see a significant increase in the budget in that regard.  I think that really speaks to 
an increased demand on campus for professional development.  These are events paid for by AAPS, free for the membership, 
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and we’ve had incredible participation at these events, waiting lists for just about every one of them.  Great success story.  
Our communications group takes care of On-the-Radar, our Annual Report, as well as providing standing communications 
advice to the board.  The Advocacy committee as you’ll know is the group that vets our grievances and works through the 
advocacy cases with the staff on an ongoing basis.  Those are our functioning committees. 

Collective Bargaining 

As Isabella mentioned, it is not a good year.  As most of you’ll know, or hopefully should know, as public sector employees 
in British Columbia, your compensation is determined by the Public Sector’s Employer’s Council of British Columbia, 
which is a government organization, which appoints a number of employer representatives, the University Sector Employer 
that’s on the council this year is David Turpen, who’s the President of the University of Victoria, representing the University 
Sector.  And they set the mandate for collective bargaining of the public sector across British Columbia.  They do so on a bi-
yearly basis.  They review the financial state of the Province and what the Province can afford.  Unfortunately the mandate 
that we received for this round of bargaining is zero, and zero and I just want to briefly explain that.  Before I do though, if 
you could take note of your bargaining committee, that is the AAPS Bargaining team.  Myself, President Isabella Losinger, 
Bernice Urbaniak, who many of you will know as our Past President, Daryl Stowe, Michael Shepard, George McLaughlin 
and Robert Tudhope.  If you have any questions or concerns, feel free to direct those to any of the bargaining team.  I will 
just give you a very brief update in a moment of where our work is at.  As I outlined it’s a difficult year.  One of the difficult 
elements and this is very unique for me.  British Columbia is a unique province.  In most other provinces, there is an open 
collective bargaining environment where the employer and the association or union sit down and hammer out terms.  In 
British Columbia the employer is in a very advantageous position in my view, because they have a buffer between 
themselves and the employee group or union.  They’re able to set the tone, set the mandate for bargaining.  The piece of 
information that you should know and you should share with your colleagues is that zero, zero mandate applies to 
everything, benefits, professional development, anything contained within the collective agreement.  Not just salary.  So any 
changes we make to the benefits will have to cost neutral as to the compensation package.  We’re working as a group on a 
regular basis, trying to come up with some creative solutions for you to enhance the agreement, but I think it’s important to 
be realistic and honest with you that the mandate from PSEC is a two year mandate for zero and zero.  We’re guardedly 
optimistic that the financial climate will change and we’ll get a better mandate next time.  But that’s the mandate we’re living 
with right now.  I’ll close by letting you know where the bargaining committee is in its work.  For obvious reasons we’re at 
fairly sensitive stage in the process, I can’t go into a lot of detail.  But the three areas based on your feedback during our 
bargaining groups that we’re as a committee going to spend most of our time on are:   

1. Job Security - Article 9. 

The terms upon which the University terminates employees without cause.  And coming here to the University was 
a unique experience for me because I haven’t been able to find any other public sector employers that have the right 
to terminate without cause enshrined in their collective agreement.  Private sector employers and non-unionized 
environments certainly have that right but for employee associations or unions to have that right enshrined is a very 
unique thing for the employer. However, the feedback that we got from the membership was that many of our 
members are obviously managing people and there is a certain advantage to that flexibility. So  the discussion was 
less around getting rid of article 9 and more around what are the terms upon which people are released.  The 
severance terms, working notice vs salary continuance, access to merit while somebody is on working notice.  A 
variety of things that came up from your feedback are issues that we’re working through and will be part of our 
bargaining proposal. 

2. Benefits Package 

We’re also looking at ways of enhancing the benefits package.  We’ve done a wide amount of research on what 
other public sector and comparator groups to our M&P staff get.  There’s a strong feedback from the membership 
about flexible benefits.  People saying there are certain times in my life, there are certain times in my career when I 
need access to X but not Y, is there any way we can customize our benefits.  And the short answer is yes, the bad 
news is that it is very expensive.  The more you customize benefits, the more expensive the benefits package 
becomes.  What we are trying to do is find some kind balance between that cost neutral mandate that we’re working 
with and trying to find some more flexibility so that people can access benefits when they need them.   

3. Professional Development 

The final element of our work we’ll focus on Professional Development.  As many of you will know the 
Professional Development fund ran out very quickly this year.  We’re looking at the very least ensuring that we get 
what we got last time.  Which is the $450,000 from the University to be spread out on a first come first served basis 
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amoung the membership.  If we can do anything to enhance that we’ll look at doing that.  But also other elements 
that we got from your feedback.  People saying UBC is a great place for professional development but I can’t get 
release time for it.  Perhaps building something into the agreement around release time.  We’re looking at those 
kinds of things.   

So at the end of the day we’re guardedly optimistic that we will have an enhanced collective agreement for you, but I also 
think it’s important to be realistic about the compensation reality that we working with. 

6. TREASURER’S REPORT – ISABELLA LOSINGER: 

a.     Budget 2010/11 Overview 

 Isabella reminded everyone that AAPS currently does not have a Treasurer. She explained the difficulties and 
challenges in preparing the budget which runs from July 1st to June 30th and is now presented at the Spring meeting 
before the Budget year begins.  She then reviewed the budget line items and highlighted the following.  The dues will be 
reduced from .54% to .5% of total salary presupposing a stable membership of 3,000 members. Compensation 
Committee is zero because an M&P salary market survey will not be done in this year.  The AAPS Professional 
Development programs are a hugely oversubscribed success and therefore the budget has been increased from $40,000 
to $80,000.  An additional Scholarship has been added in the amount of $4,500.  The Staff line item at 5 FTE 
presupposes the hiring of another Membership Services Officer to ensure that the current staff does not burn-out. 
Proposal is total Revenue of $960,000, total expenses of $964,500 with a surplus of $11,500.  There was a question 
about what’s happening with the current year’s proposed surplus of $250,000.  Isabella first explained that the reason 
for the sizeable surplus was due to an assumption of a 15% reduction in membership and about $150,000 in expenses 
which never came to pass.  Then she went on to inform that the allocation decision for this year’s surplus would be 
presented at the next AGM and would most likely be recommended to be added to the Contingency Reserves. There was 
a comment about the dues once being .3% and Isabella noted that there is now an office of professional staff and it can 
no longer be operated by volunteers.  It was originally increased to fund the professional office. A member then pointed 
out that the other bargaining groups on campus have dues which tend to be much higher than ours at over 1%.  There 
was a question about the increase in the staff item line and was it for the proposed new staff, to which Isabella assented.  
There were no further questions. Isabella reminded them that anyone with an accounting background interested in the 
Treasurer position to please come forward.           

b.  Motion to Approve 2010/11 Budget 

  It was: 

Moved/seconded (Justin Marples/Michael Shepard) Be it resolved that the 2010-2011 AAPS Budget prepared 
by the Board be approved as presented.    – CARRIED 

 

c. Motion to Approve June/10 Dues Holiday 

 For last month of the current fiscal year, the board is proposing a dues holiday. 

 

It was: 

Moved/seconded (Bernice Urbaniak/Michael Shepard) Be it resolved that membership dues be waived for the 
pay periods ending June 15 and June 30, 2010.    – CARRIED 

 

7. DISABILITY BENEFITS PLAN – ISABELLA LOSINGER & KEVIN JEFFREY, POINTBREAK CONSULTING GROUP  

We currently have about fifty members on disability. Disability meaning you’re not probably coming back to work at UBC 
in the short term and perhaps not all.  As you can well imagine this is actually huge for us as individuals, for our families and 
for our friends.  Let’s just put a little bit more positive spin on that.  Income Replacement Plan or IRP is the old word for it.  
The new phraseology is DBP.  This is entirely your money.  You’re paying 1.4% of your salary towards a plan that will 
provide you with an adjustable tax free income should in the unfortunate circumstance you become disabled.  On our current 
plan our estimated assets at this point in time approximately 14.5 million.  That’s all your money.  The employer does not 
contribute to this plan.  Unlike the extended health.  We currently have about 12 million in liabilities.  This is the money that 
is owed to people who are disabled to support them until they reach the age of 65 at which time they would start drawing on 
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pension. Isabella then introduced Kevin Jeffrey.  Kevin Jeffrey is the consultant from Pointbreak Consulting Group with 
whom we have been working for the last 2 ½ years on this. Kevin’s expertise is over 20 years in this whole business of 
disabilities management or abilities management.  Kevin is the one who is going to take your questions as soon as I finish my 
quick overview.  We had to go out for a request for proposal.  Insurance firms, think of your own household insurance and 
any other insurance carriers that you have.  There’s not too many of them out there.  There is very few large firms out there  
that can actually take our business.  We had four vendors present to ourselves as well as the University, because the 
University was sort of tagging along with us, for the excluded groups on campus.  Kevin provided a detailed analysis, that 
was Kevin’s job with his personnel doing detailed multiple market analysis, and the data that was provided from these 
vendors Kevin examined whether we are paying the right amount of money and the quality of service. Until recently, the 
University has been holding the money as a trustee and some of you will recall that the University got themselves in a spot of 
bother with the CRA about not having paid tax on the interest.  And they did swing a deal with CRA which is something as I 
said in October, you and I cannot do.  At any rate, we are looking at controlling the plan or at least monitoring the plan.  We 
have greater accountability for this plan because it is our money.  There is of course a financial risk. Right now this is what 
we have.  We have a self insured plan, basically:  Price = claims + reserves + expenses, accrual of deficits and surpluses, 
rather risky, very volatile based on the markets and we review it annual.  What we found out though is that really Sun Life is 
not doing such a bad job after all.  Through our RFP process, we were able to get them to commit to a plan which would 
result in no change to the premium.  We’ve been paying 1.4% for some years, ever since early 2,000.  So that premium has 
not gone up.  It has remained stable.  We looked at an insured plan, that actually would get us even something better.  Which 
is a better definition for disability.  Right now, not to totally bore you, but within the first 24 months of your disability, our 
present plan required you to go back to work in any occupation you are deemed fit to do.  We’re getting it switched to the 
first 24 months being own occupation.  So if you were an accountant before, you would be coming back only to a job as an 
accountant, rather than another job for which you might be able to do physically or emotionally but not was not your own 
occupation.  We will also be full participants in the governance process.  In other words, the pension plan we get to elect our 
M&P representatives every year to our pension plan.  I’m going to caution you straight away, this does not mean we get 
information based on individual members.  What we will be getting access to is reports indicating patterns of disability, but 
we will never, we being AAPS, have access to individual health information.  Please don’t feel that this will now 
compromise any confidentiality or any privacy.  We’re looking at June 1st as the transition date.  What we’re doing is we’re 
going to an insured plan with Sun Life, your premiums stay the same, the claims adjudications and processes stay the same.  
It’s just that we’re going to be able to implement some enhancements to this plan for you. I’m going to invite Kevin now to 
come to the mic and to take any questions and answers.  This gentleman can certainly describe and answer your questions in 
a way that I can’t.    

KJ: The question was how do the contributions and coverage’s compare to some of the other bargaining groups throughout 
the University.  The answer is very long but essentially it’s mixed.  Different bargaining groups have different definitions of 
disability.  Many of which were better than what you actually had.  Under the new program, the upgrades are going to bring 
you up to what other people have.  Contribution rates, if I remember correctly, were all over the map.  The union have higher 
contribution rates, the faculty have lower.  Each premium rate you pay is actually based on those number Isabella showed 
you.  It is based on claims and that will still continue but the main difference being is today you have risk, you have the 
liability if the claims are really bad you premium rates go way up.  Today we are insuring that so that there will be rate 
increases potentially but not near what they would have been before. Nor do you have to deal with deficits that may arise. 

The question was an inherent bias against Sun Life because of some of the issues that arose when we changed to Sun Life for 
the health and dental and the follow-up comment to that is are there some guarantees that Sun Life is going to deliver a 
measure of service that is satisfactory.  You’re first part of that comment is good.  It’s hard to find, you know, in a group of a 
hundred people, some people that haven’t had a bad experience with an insurance company.  It’s like dealing with the CRA. 
The fact of the matter is that insurance companies don’t do some things that people like and that’s just the reality.  So that 
part I can’t really deal with too much.  As for as Sun Life’s service going forward, there’s a couple of things that happen 
during this process.  We went through a process of listening to what they could deliver, and essentially throughout the 
process it put Sun Life on notice.  There were some issues that I think members, and AAPS, and your Board and the Board’s 
committee were not particular happy with as they were delivering.  That process kind of upgraded Sun Life’s deliverables.  
Coincidence with that process, Rick and his team had gone through a pretty extensive review process with Sun Life, helping 
to identify some of the improvements they need to make.  So those two things were happening.  In addition to that though, 
your Board has a different approach to disability than some of the other bargaining groups within the University.  And the 
feeling was that Sun Life wasn’t delivering on the AAPS & M&P philosophy on how to deal with disabled individuals and 
essentially what your Board was looking for was more effort and more time put into dealing with the person with dignity.  
The focus needs to be on helping the person get back to a productive lifestyle, working with them to get back to work,   So 
what we have from Sun Life is a number of commitments to deliver on some pretty specific initiatives and objectives.  The 
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service will continue to be reviewed on an annual basis so we’ll always have that ability to check in and see what’s going on.  
On an insured basis which you are moving to, it actually makes it easier to change insurance companies in the future, should 
Sun Life not deliver on those particular commitments.  But essentially the answer as we kind of went through the tendering 
process, we found that Sun Life was the best of what was actually out there right now.  There is a two year rate guarantee as 
well, and so it won’t change for  the next two years and maybe not much after that either. 

The question was, on the previous slide we showed some assets and we showed some liabilities.  Assets were greater than 
liabilities so there’s actually a surplus.  The question was what happens to that money.  That money is going to be used for a 
couple purposes.  It’s member money so it belongs to all of the members, both past, present and future members.  So the 
money does not go to the University.  It’s going to stay held in a particular account.  Some of that money is used to offset the 
price increase for the benefit improvement. So it’s going to pay for that.  Most of it will be held in a reserve and a new  
benefits committee going forward will determine what the best use of that is.  In all likelihood and what we talked about is 
using that money to moderate or mitigate potential future rate increases.  So if rates do go up in the future, we should be able 
to hold the members’ contribution pretty consistent and draw from that fund to pay for any future increases.  So basically it is 
held separate and distinct, property of the membership.   

The question was, I guess I’ll paraphrase the question.  The demographics are changing, we all tend to be getting a little bit 
older.  What is that going to mean to the plan design, the plan financing as it goes along and if we have some rate increase, 
how’s that going to impact what’s going on?  The answer is your plan is actually  having more people go on disability every 
year.  I think this year we had sixteen to eighteen new claimants go on disability this year.  Pretty significant.  That kind of 
mirrors what’s going on in society in general in disability plans.  So there is an increase in claimants.  That is actually part of 
the reason why we talked about an insured program.  So we cap the risk.  That’s what an insured plan does, protects us from 
that.  In all likelihood there will be some increases, because of an increase in claims and an increasing in demographic.  If 
your membership is growing though, and people are coming in at a lower age, that actually serves to bring down the rates. 
Younger people they think they’re invincible, they tend to be, they don’t get hurt, that type of thing.  A younger influx of 
people will bring down the rates.  What we foresee are the rates going up and down.  The follow up question is; What time 
period do we look at that number for the rates.  Typically we’ll look back two to three years and looking backward is what 
actuaries do.  We look back and say what’s gone on in the past and how might that reflect what goes on in the future.  We 
take those trends in the past, try to interpret it going forward, that’s how rates are set. 

There were no more questions. 

IL:  Thank you very much to Kevin and we will also be inviting people from the membership to participate in the governance 
of this plan. So if anybody is interested, please email Petra or myself.  We need some good input.  We should also mention 
that there will be a sizable amount of interest that will help cover the increase to the benefit coverage, without affecting 
member premiums.  I feel confident since we have done this amount of work, on the market analysis, particularly through 
Kevin’s work that we will hold Sun Life accountable.  The University by the way did do a review this year of Sun Life’s 
provision of the extended health plan.  I don’t know if that’s on the HR website but I do have a copy of it if anyone is 
interested, just drop me an email. 

8. MEMBER TO MEMBER COMMUNICATION – DENIS LAPLANTE: 

IL:  We did have a member come to us requesting that an item be put on the agenda.  If you have a minimum of ten members 
to co-sign you can come and present an item, so I’m going to turn it over to Denis Laplante. 

DL:  It’s an interesting seg-way on the subject of member-to-member communication.  There used to be a mail distribution 
list called aapsmembers@interchange which had become inactive in the last couple of years.  Last time it was active it was in 
discussion of Sun Life and members having impromptu discussion of their happiness or unhappiness with the extended 
health benefits procedures.  A year ago at the AAPS meeting Dave Brent presented a suggestion to revive that mailing list 
and the AAPS President said that they were looking into it but I want to kick start and get it beyond looking.  The basic 
communication that we get is all filtered through the Board.  There’s the On-the-Radar and various emails.  The emails sent 
by the Board to the members, there’s a list of all the members who receive email.  The model for the member to member 
communication is basically modeled on the system and network administrators group which has a very active mailing list, 
extremely useful for people who ask questions, put forward complaints, it gets looked at by hundreds of fellow professionals 
often one of which can answer.  The list is not compulsory so you would get invited when you join to check a box that says 
yes I want to participate and you could easily if you thought that the discussions did not interest you, you could easily get 
yourself off.  I maybe went overboard in putting details of characteristics of the list but I wanted to make sure that this went 
forward.  So here’s the motion that I’m proposing for a vote here. 

It was 
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Moved/seconded (Allan English / Eilis Courtney) 

Whereas member-to-member communication is a valuable complement to slower communication from individual 
members to the Association Board and staff, and eventually from the Board to all members, this meeting directs the 
Board to implement electronic communication (referred to below as "The Service") between Members of the 
Association, with the following characteristics: 

1- All AAPS members will be eligible to join the Service as participants, and all new members will be individually 
invited to do so. 

2- All participants will be able to post to and read messages from the Service. 

3- Messages will be forwarded to participants within half a business day. 

4- Each message may be reviewed by a moderator prior to forwarding to the list, to prevent violations of the Service 
policy. 

5- Service policy shall allow messages unless the content is offensive or illegal or not relevant to work at UBC. 

6- Service may be run by AAPS Board, staff or delegated to volunteer members. 

Denis further explained each numbered item and then opened the floor for discussion.  There was a question about whether 
the use of social networking media i.e. facebook had been considered.  Denis informed that he and his group had considered 
it but the extra requirement of signing up and having to give your personal information to an unknown monolith was 
unacceptable.  There was a concern about the increase of incoming emails and a question about instead creating a forum 
format website with certain topics that members could seek out if interested.  This too had been investigated, but it’s more 
work to get off the ground and requires more attention on the part of potential recipients.  He did agree that this should be 
more looked into but also with the email list there is an inherent result that only AAPS members participate whereas with a 
blog to ensure this would require more work and might not happen soon. A member mentioned that UBC IT is looking at a 
threaded discussion format tool in about a year out and in the meantime the mailing list could be used and then converting 
to a threaded discussion forum type tool is the way to go with a group like this.  Another member found LinkedIn very useful 
for his professional development and felt that it should be investigated as a method of member to member communication.  
Eilis supported this motion because earlier she very much wanted to get in touch with other AAPS members and found no 
such venue.  She prefers the threaded method so that she’s not inundated with emails but gets a summary at the end of the 
day.  Isabella added that she likes to go out and see what other folks are doing and she’s amazed at the extent to which 
social networking has overtaken corporations, other labour organizations.  “For instance the UBC Faculty Association has a 
bargaining blog, going on right now.  A lot of CUPE organizations have blogs.  I think there are ways of incorporating 
networking into an enhanced AAPS website.”  AAPS would have to look at a redesign of the website.  She felt that it would 
be a more efficient way of providing access to information to people.  “There are wonderful corporate blogging policies out 
there that we could use to help address the issue of offensive emails or emails that might potentially compromise privacy.  If 
the membership feels that it would be useful to have a type of networking member id password protected type of thing where 
people could post, I think that’s absolutely the way we could go.”  She’s a bit leery about the email list serve as she 
personally finds her inbox already hard to keep up with. Michael Conlon shared his quick comments from an advocacy 
standpoint and from a resource standpoint.  “From an Advocacy stand point, I understand the privacy concerns around 
Facebook and that is a very legitimate concern.  I think most of you are aware of this but if you’re not, I think it is relevant to 
the discussion, that anything sent from your UBC account can be viewed by the employer.  There’s no privacy, there’s 
absolutely no privacy expectation or right on behalf of AAPS members.  So that anything that was discussed on this forum 
the employer would have access to it at any time.  That is something to take into account and as I understand the previous 
discussion about this there was a long service employee at UBC who was terminated with cause and there was discussion 
generated around that, that as you can imagine for privacy reasons and a variety of other things created some difficulties and 
under the current criteria, that kind of discussion would be allowable.  The second issue is a liability issue.  The law is not 
settled on this.  If I was to write a letter into the Vancouver Sun and said that Daryl Stowe is a thief and the Vancouver Sun 
published that, it would be very clear that Daryl could sue both me and the Vancouver Sun. With regard to the internet the 
law is not settled on that issue.  But there is a case that is winding its way through the Supreme Court right now, where 
someone on a blog on a moderated list serve, published something that was libelous and the moderator of the blog even 
though that individual only moderated, and did not repeat the statements, was found liable.  While these aren’t 
insurmountable issues, I think that they also go to the resource issue that there would be a significant amount of resources 
from anything that was officially an AAPS or UBC list serve for moderation and I don’t think it’s possible for a volunteer to 
do that.  It would have to be staff time and there are resources that would go into that and it would be significant.  Having 
said that, I want to provide that as so far as information is possible, because frankly the way that you use your resources and 
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staff time is up to you but it would be a sizable amount of time to moderate the list and there would be tricky issues about 
what would be libelous and wouldn’t be libelous.  For example if we allowed something that was posted by an employee that 
got them terminated by UBC, even though it was not illegal or  offensive, would AAPS be libel for that individual’s 
termination.  That’s an open question.  So there are a number of grey areas around moderated lists that prove very complex 
for organizations like ours and many organizations have grappled with them and found that they are much more tricky to 
administer and to govern than they first appear.”  A member then suggested that the Board take away from this that AAPS 
members, as a community, are really interested in having some way to communicate with each other and that the Board 
needs to takes some time think about what how they can make it happen.  Whether it’s using this list serve or LinkedIn, or 
threaded forums.  “We want to have that communication tool and we want you to use maybe some of the surplus from this 
year to put some resources towards that to enable us to talk to each other on a daily basis for things that affect us in our 
workplace.”    Another member was concerned about the cost of staff moderation and not sure that there is enough value to 
warrant the cost. Denis then offered a final comment. “The first one is that anyone who doesn’t want to receive these emails 
can just not participate, take their email off the list.  The second is that the difficulty of moderation would apply to all the 
communication methods where members talk to members.  And the third is on the subject of whether UBC administration 
can see the messages and it’s just something that you have to live with because most of UBC Administration are AAPS 
members.”  A member then suggested to avoid the potential of your employer looking into your emails is to have the mailing 
list consist of person emails rather than work emails. Denis’ final comment was. “The way I phrased the motion would 
ensure that the service go forward but it doesn’t specify that AAPS is doing the work and it doesn’t specify what server that 
the service is on.  It’s just that it’s a mailing list which may or may not be moderated and in my opinion I would start not 
moderated and see if immoderate comments trigger complaints.”  One more member noted that the motion did not specify 
that it needed to be an email list but rather that there be a mechanism for the members to communicate. 

Isabella then called for the vote:   In Favour: 28     Opposed: 18      Abstentions: 22   Motion was CARRIED 

   

9. QUESTION AND ANSWER SESSION 

There were no additional questions. 

 10. MOTION TO ADJOURN 

The meeting closed at 1:30 p.m. 
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