
December 03, 2020 

 
Officer in Charge 
MCTS Prince Rupert 

Attachments: Articles and Meeting Minutes mentioned in this letter 

Hello , 

I am writing today in response to the information that I have heard a large new group of people 
will soon attend training to fill open positions in the Marine Communications and Traffic 
Services (MCTS) Prince Rupert Operations department. I also read the article posted in the 
October 19, 2020 edition of the Prince Rupert Northern View in which you as the Officer in 
Charge (O.I.C) of the Prince Rupert MCTS department made a statement that ‘the team at 
Prince Rupert Coast Guard works well together and has come together like a family’. And 
thirdly, if you read the MCTS job posting, it outlines that the Coast Guard is committed to 
providing an inclusive and barrier-free work environment.  

These are things that first attracted me to apply for the MCTS position. However, since arriving 
in Prince Rupert in October of 2018, and working as an MCTS Officer, I have come to the 
conclusion that, for some of us, the work environment is actually the opposite of what is 
advertised and I want to make you aware of my personal experience while working on the 
operations floor.   

Here are some of the issues that I have experienced during my employment: 

→ Toxic work environment
⇒ Co-workers are not treating others like they would want to be treated.
⇒ A respectful workplace has not been created or maintained by management or

staff.
⇒ Micro-aggressions on behalf of co-workers and supervisors are not called out as

they happen.
⇒ Employees do not have confidence to seek help for concerns for fear of reprisal.
⇒ Staff do not seem to be in touch with their own internal biases and the

conversations often become toxic.
⇒ Rather than encourage and train new employees, co-workers and supervisors

call them out for all mistakes, in fact they search for mistakes.
⇒ As far as I know the Coast Guard does not have an office for the prevention and

resolution of conflict and harassment that will support employees.



⇒ Local Union representation is lacking and often unwilling to dig into any issues,
even minor administrative issues.

⇒ Staff is overworked but addicted to the overtime pay.  The overtime workload is
physically, socially, and emotionally taxing and creates a dysfunctional social
environment.  It is also unsafe at many levels.

→ Harassment and Bullying
⇒ It is my understanding that there have been many complaints made in the past,

but nothing has been done about it (as far as I know).
⇒ According to the Public Service Employee Survey (PSES-2018) Supplementary

Questionnaire regarding Workplace Harassment, there was indication of
harassment on the operations floor and an agreement that this is unacceptable
but there has been no follow up.

⇒ Bullying can be both obvious and subtle, but both are unacceptable.
⇒ Abuses-of-power are evident in the way that some supervisors treat some

employees, and the harassment is constant.

→ Exceptionally low morale
⇒ ‘Shit-o-grams’ = a way of informing employees about mistakes they have made,

and carbon copying management, performance supervisors, and union reps.
They are not effective and even if they are ‘what has always been done’, it is an
antiquated approach in educating staff and managing performance. This action
has a way of demeaning, embarrassing, humiliating, annoying, alarming, and
abusing people. It is not nice to come to work being afraid to open your inbox.
There are far more effective ways to education and/or discipline people if
needed. In fact, most of us do not need discipline but only need more effective
processes to learn how to do something. I have never worked in a position
where ‘Shit-o-grams’ were culturally acceptable!

⇒ On-watch behaviour by staff and supervisors creates low morale.  There is a
tremendous amount of gossip which is socially destructive and undermines
respectful relations.

⇒ Overtime requirements are unsustainable; people agree to work as they are
accustomed to a good paycheck.

⇒ There is poor work performance and quality on behalf of some employees.
⇒ There are persistent negative attitudes from some staff and supervisors.
⇒ There is an overactive grapevine of gossip.  Gossip is demeaning, isolating and

undermines the social fabric of an effective workplace.
⇒ There is social exclusion happening to some people, no effort for co-workers to

help them fit in.



⇒ There is no effort from management to establishing a positive work environment 
and building a company culture that is respectful and helps to build morale. 

 
→ Untrained and inexperienced people are put into supervisory and training positions 

⇒ To my knowledge, there is no training offered for people who are training new 
employees. Some of the trainers are often still new employees themselves and 
do not have experience delivering curriculum. 

⇒ People are put into supervisory positions who lack the social tools to manage a 
diverse workplace.  Some have no idea about how to interact with people in the 
workplace.   The lack of people or training in soft supervisory skills undermines 
respectful relations. 

⇒ There is no human resources and management training outside of operational 
training for new supervisors. 

⇒ It is suspected that there is nepotism involved on the part of management when 
advancing new supervisors. 

⇒ I have witnessed and experienced trainers yelling at trainees. Raising your voice 
is not a sign of a respectful workplace. 

 
 

→ Women leave Prince Rupert MCTS at alarming rates 
⇒ I have heard that the women leave this position quickly, are there statistics 

available? 
⇒ I have witnessed a recent female employee enduring some of the same 

complaints that I have, and these issues made her sick and ultimately, she did 
not complete training and left the organization. 

⇒ There is an obvious “boys club” at the centre which elevates men and excludes 
women. 

⇒ I do not have access to records but have heard more than 20 women have left or 
transferred in the past decade.  If the above is true, there are significant systemic 
discrimination and gender-based issues in this workplace which negatively 
impact women.  

 
To support my statements above, I want to provide you with some of the things that I have 
experienced during my employment with MCTS Prince Rupert. I do not feel it necessary to call 
people out personally.  Many of these examples appear to be entrenched social behaviours 
without any mitigations or constructive interventions.  I believe that management is already 
aware that this happens but has chosen not to address much, if any of it.   
 

• There is an employee who is an RO-04 and therefore acts as a supervisor continuously 
on every shift that he works, even when he is working on a position as an operator. So, 



when he is on-shift we are effectively being ‘double-supervised’ and he micro-manages 
the whole watch constantly.  

o I have observed and experienced him setting people up in situations in which 
they are sure to fail and then reporting those failures to management. 

o I have observed and experienced him micro-managing some employees and 
leaving others alone, even if the other employees make mistakes.   

o I have walked into the locker area when this employee was talking to another 
employee saying ‘please, please, come into work tonight because I need 
someone on the floor who knows what they are doing’. This statement suggests 
he thinks the other 3 operators (including myself) would be not competent, even 
though we are all fully qualified RO-03s. 

o This employee sends mixed signals and complains about the logging of some 
individuals constantly, while he leaves others alone who are not following the 
same rules. 

o Again, when this employee was not supposed to be supervising the shift, he will 
send text messages or emails to the watch supervisor to call out our mistakes, 
behind our backs.  This level of micromanagement is inappropriate.  Moreover, it 
should not be authorized as there is already another designated supervisor on 
shift. 

o I detested working a shift with this supervisor as I felt like I was being micro-
managed so closely that I felt like he might as well just do the work himself. 
Before I could get to them, he would revise my transit cards within the first half 
hour of the shift, from the supervisor position. He obviously did not have 
confidence that I would find the errors myself during my initial checks. 

o He has never given me a compliment for any of my work or progress and I have 
never seen him congratulate anyone.   

o Though he is truly knowledgeable about internal operations, he does not try to 
encourage or mentor new employees and only waits for us to make a mistake. 

o He puts pressure on other supervisors to maintain the same type of control over 
the staff and when they do not, they will receive a ‘shit-o-gram’ from him, with a 
copy sent to management. 

o I have heard that there have been many complaints made about this supervisor, 
but it does not seem like anything has been done to mitigate the situation and it 
is making some people miserable. 

o Lastly when he is working, he insists on keeping the temperature very low and 
cold, which is uncomfortable for many and he pays no regard to coming to a 
happy medium about the temperature. 

• One supervisor only interacts with people that they like and socially excludes the rest by 
ignoring them for entire shifts, even when he is supervising.   

o He is extremely hard to get along with unless he considers you part of his inner 
circle. I was told that when a new trainee attempted to advise management of 



this micro-aggression, management advised her that they would put a clown suit 
on him to make him more approachable.  The supervisor then left the meeting 
and laughed about the situation in front of the others on shift.   

o He also lacks any awareness and sensitivities to the hurtful nature of what he 
feels is funny.  For example, he circulated a picture of an extremely obese man 
on a moped relating to a co-worker who had mentioned he wanted to buy a 
moped.  The co-worker was very upset about this.  This supervisor laughed it off 
again.  He has little to no self awareness of the fact that words and actions can 
be damaging. 

o In my opinion he works far too much, often bragging about the amount of 
overtime he is racking up. But I feel like the work is causing him to disengage 
from people and he treat people differently, depending on their relationship 
with him. 

• There is a female supervisor who is very passive-aggressive when interacting with 
employees, especially new ones. 

o Instead of mentoring and encouraging them, they are left to their own devices 
during incidents and not given any help. Then, they are ignored for the rest of 
the shift. There is no understanding on her part that some employees are new 
and need encouragement and mentoring to get to the same level of confidence 
that she has. 

o I can tell that she does not like it when people handle incidents in a way that is 
not like the way she would handle it.  There was pacing, and verbal 
‘showboating’ as she was not attempting to help me, she was loudly and publicly 
demeaning me in front of the others.  

o After a couple of incidents while she was supervising, she indicated that we 
would have a meeting about it to debrief, which would never happen. Instead, 
she listened to audio of phone calls from previous incidents and found 
something to reprimand me for. It was something that I did not see coming and 
it was blown out of proportion as she was building up to giving me a bad 
performance review in a very passive-aggressive way. 

o This Supervisor and I were friendly with each other before she became a 
supervisor but then she started distancing from me because of the situations 
mentioned above. 

o This supervisor shows micro-aggressions towards employees that she does not 
like, and it is obvious and awkward. 

• There are other supervisors who immediately critique the work of the person on shift 
before them and will send ‘shit-o-grams’ for any mistakes they see, especially picking on 
newer employees. 

 



In summary, I am writing because I am concerned that new people joining Prince Rupert MCTS 
will encounter the same problems. It is the first time I have experienced this level of 
dysfunction in a Government position. 
 
While I can only comment on our local department, I feel like it might be a national problem as I 
encountered some of these same issues while in training at the Coast Guard College. I believe 
this problem is systemic and needs to be corrected or people (especially women) will keep 
leaving at a great expense to taxpayers. Not to mention the waste of time for myself and other 
employees who have previously left. According to meeting minutes from Tuesday, February 
25th, 2020 for the Labour Management Consultation Committee (LMCC), in which UNIFOR 
representatives and management were present, morale, harassment, and bullying in the 
Western Region Workplaces is acknowledged but not actioned. And then on May 12th, 2020, 
the local UNIFOR representatives met with UNIFOR management to express the same concerns 
and nothing was actioned. Bullying, harassment, and low morale in the workplace should not 
be tolerated and I suspect it has caused many people to leave.  The lack of attention to this 
unacceptable and entrenched pattern of conduct and working environment should be 
addressed and taken seriously.  The time for correcting it is long overdue.   
 
There are plethora of tools and professionals out there who can help to address these issues.  
For example, there are many resources, training tools and management manuals available from 
Canadian Centre for Occupational Health and Safety which address systemic discrimination, 
harassment, bullying and dysfunctional workplaces.   Most departments and agencies have 
specialized harassment and conflict resolution offices who assist managers reset work 
environments.   
 
In severe cases, such as I believe is occurring here at MCTS, external third-party professionals 
come into a branch or office and conduct workplace audits.  Once the issues and concerns and 
behaviours are identified, they assist managers to develop work plans to address the problems.   
 
In closing, I trust that you will take my comments seriously and address my concerns.  
Significant change is urgently needed. There will be a tremendous amount of benefit by turning 
this place around, but it will require an intensive cultural change and education. 
 
Sincerely, 
 
Dana  
E:  
C:  
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Marine Communications & Traffic Services 
Canadian Coast Guard – Western 

Institute of Ocean Sciences 
9860 West Saanich Road 
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250-363-8904 

 
 
 
 
 

2018 PUBLIC SERVICE EMPLOYEE SURVEY 
Results of the Supplementary Questionnaire (via SurveyMonkey™) 

 
 
 
 
 
OVERVIEW 
The 2018 Public Service Employee Survey (PSES) collated results for CCG Navigational Programs (NP) 
showed some categories where employees expressed negative responses to the questions posed.  In 
order to evaluate these responses, and to act as a starting point to recognize and address these issues, 
the Regional Director of NP and the NP management team decided to delve into those particular results 
to determine, if possible, the exact concerns of the employees and to seek their input into potential 
ways to address the concerns. 
 
The SurveyMonkey™ online platform was used for this review because of its confidential nature.  It 
allowed employees to answer the questions posed without having to use their name, DFO e-mail, or any 
other identifying data.  It was hoped that this anonymity will ease privacy concerns so that staff felt free 
to express their issues and any solutions or mitigations they felt would enrich the work they do, their 
career, or their workplace. 
 
The questions posed to employees were only be those that indicated results in the PSES where the 
negative percentage was greater than the positive, excluding the “Neither agree nor disagree” 
responses.  The only exception were those questions related to harassment which showed that 33 % of 
the 31 NP respondents reported having been the victim of harassment on the job in the past 12 months 
– the seriousness of harassment in the Public Service means that any percentage of anonymous reports 
should be followed up by their directorates.  In this case, through the confidentiality of the survey, there 
was hope to plumb the source or sources of this issue or, at the very least, resolutions sought by the 
possible victims. 
 
RESULTS (of the questionnaire) 
The SurveyMonkey questionnaire response by the operational and administrative staff of CCG Western 
region MCTS was excellent, with more regional MCTS contributors then the number of MCTS 
respondents to the national 2018 PSES survey itself (67 MCTS-W staff vs. 31 in total for CCG Navigational 
Programs across Canada which included respondents from both MCTS and AtoN). 
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The respondents from MCTS-W were made up of the following: 
 

 
 
A review of the questionnaire results was performed by the Regional Director of CCG-W Navigational 
Programs, and the MCTS-W regional management team: 
 

  – Regional Director, CCG-W Navigational Programs 
  – Superintendent, MCTS-W 
  – Officer-in-charge, MCTS Victoria 
  – Officer-in-charge, MCTS Prince Rupert 

 
In review of the responses, the overall issues identified are: 
 

 Communications & Engagement; 
 Performance Management; 
 Career Development Opportunities (feeling valued); 
 Training; and 
 Harassment 

 
BREAKDOWN OF IDENTIFIED ISSUES 
The following explanations provide the particulars of the identified concerns expressed by the 
questionnaire respondents.  In no particular order: 
 

1. Communications & Engagement 
Employees feel that Management (overall) doesn’t adequately inform them of coming changes, 
the rationale behind these changes, and, most importantly, the impact these changes will have 
on their working conditions in particular, and their career as a whole.  MCTS staff feel they don’t 
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their OIC for follow up at that or subsequent levels.  This is only if the issues raised are within 
the purview of MCTS to address and/or resolve – these issues will be shared with the entire 
MCTS management team to ensure they are viewed from the perspective of all MCTS, not in the 
silo of a single centre. 
 

Solution addresses: 
 Communications & Engagement – Using an open format at the end of a 

performance review will give the employee an opportunity to speak to 
management on a level basis and have their questions answered. 

 Performance Management – Supervisors may be able to get first hand or 
anecdotal information to share with other Supervisors and the OIC in the hopes 
of addressing issues before they fester among the staff or becomes operational 
problems or liabilities.  This will also allow centre management to support 
employees through focused supervision and training or corrective action where 
needed. 

 Career Development – An open forum for discussion directly between the 
supervisor and employee gives them a chance to fully express their career 
intentions, get advice, show interest and follow-through, and have individual 
concerns addressed. 

 Harassment – An open and private forum, with specific questions being asked 
and definition provided, would be an excellent opportunity for staff to discuss 
any issues they are having or ask questions. 

 
JLP Harassment in the Workplace Re-training 
All MCTS employees have previously received mandatory harassment training as part of their 
Public Service training however over the years the idea of ‘harassment’ may have drifted from 
its real definition to the point where it’s no longer recognized when its seen or experienced, or 
where employees perceive harassment when in fact it’s something different.  Similarly, 
employees have previously been taught their rights and management’s obligation of protection, 
and strategies for dealing with issues when they arise, however over time these concepts may 
have similarly faded. 
 
JLP Harassment in the Workplace re-training could be organized so that MCTS staff receive it a 
few times during their career.  This would fortify the knowledge they gain from the training and 
give them a periodic check-up and personal assessment of their own behaviour. 

 
Solution addresses: 

 Performance Management – Employees will be better equipment to recognize 
harassments as defined by the TBS (whether exhibited by others or within 
themselves), have a better grounding in strategies to manage these situations, 
and know how to seek resolution of the matter. 

 Career Development – Employees with a good grounding in this aspect of Public 
Service will be better equipped for supervisory and managerial roles when 
seeking advancement. 

 Training – This training provides value to the employee, expresses 
management’s interest in better developing their staff, and re-addresses an 
issue that is of high importance to TBS and DFO’s staffing program. 

 Harassment – (see Performance Management above). 
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CONCLUSION 
The MCTS management team will work toward implementing these solutions over the coming year, and 
check in with concerned parties to ensure that they remain on track and are achieving the desired 
results.  The first check-in with be at the 2019-2020 year-end performance review when managers and 
supervisors will have a chance to personally touch base with employees and gauge their impression on 
the effectiveness of the efforts being put forward. 
 
 











Local 2182 

Attendees: 

Minutes

Topic Type Notes Owner
1. Presidential Report JP
2. Regional Reports VPs
3. Pay Revision SM
4. Covid Grievance Abeyance SM
5. Next Bargaining Session SM
6. Consultation and Morale SM
7. Union Activities for Membership/Newsletter SM/LL
8. Elections LL
9. High Productivity at Home Work During Covid-19 LL
10. Round Table ALL

AGENDA JP - I have been attending biweekly meetings with the treasury board, other 
bargaining agents and the Chief Human Resource Officer, Sandra Hassan. 
Some of the matters at the table are EAP, and members taking 699 leave to 
stay home with their children. There have been discussions about the health 
checks and how long the information would be kept. I am happy to say that 
the concerns regarding members being refused entry at the health checks 
have been resolved thanks to the VPs. 

JP

JP - When the pandemic was declared, the employer was using the term 
“essential service” but they have since starting using “critical service” due to 
push back from the union. I encourage all ROs to refer to themselves as 
critical service employees.
JP - I have been attending meetings with the DFO, which were biweekly in 
April and are now down to weekly. Julie Gascon is always on the call, and on 
every call she points out MCTS and the roll we play during this pandemic. 
JP - In the DFO and Treasury Board meetings, we are now involved in return 
to work discussions. We do have members who will be affected. 
Overcrowding and social distancing could be an issue. There have been a lot 
of discussions about facial coverings, but the Public Health Agency has not 
come out with an official directive. 
JP - The new directive will be coming out soon about optimum scheduling. 
The employer will be proceeding with a more up-to-date workload study. I 
have a tentative meeting tomorrow with Jean Guevremont, so I will get 
another update on the progress. 
JP - There has been a lot of pressure in MCTS to show up and produce. 
Everything I've heard is positive about how the ROs have reacted and 
responded to the situation. 

2. Regional Reports AGENDA SM - With Covid, almost every meeting has been postponed. We had an 
issue with the thermometers, but we did get new ones. There were some 
issues, but everything is working out.  

SM

SM - The Acting Superintendent never called me regarding optimum 
scheduling. We have not seen it here yet, but we do often run short.
SM - Grievances and meetings are in abeyance. 

DATE May 12, 2020

  

Agenda review

1. Presidential Report



LL - In Quebec we are now back to our normal shifts and regular teams. We 
did have closed teams to avoid contact, with three days off. The employer 
paid us 5.4 hours weekly to compensate. Everyone was satisfied as they 
knew it was temporary and for safety. 

LL

LL - The members from Iqaluit are now in Ottawa on paid isolation. Once 
they arrive in Iqaluit, they will be in quarantine for another two weeks, but 
they have a special measure to allow them to go between home and the 
center. The OIC and has arranged to provide the ROs with food or whatever 
they need for living. They will be working 12 hour shifts until the measures 
loosen up. They were on a group meeting with Mathieu Roy and Andrew 
Martin, who is the Northern Director-General for the DFO and the Coast 
Guard. 
LL - I had received some interest in the vacant Shop Steward and Vice 
President positions, so we may have some candidates for the upcoming 
elections. 
LL - All grievances are on hold and everything is going smoothly. 

MF - With Covid, there was some pushback with the screening process. 
Everyone is getting screened coming into their stations and maintaining 
social distancing. I've had a lot of discussions with our Commissioner, Gary 
Ivany, regarding the screening because I felt the standard was too high. 
People were being sent home unnecessarily and they had to call public 
health, and ECC. There was a question if they had to distance themselves 
from their own families and stay home from work for two weeks. Luckily, 
things have changed in that regard. 

MF

MF - We have a trainee in Goose Bay and I will be starting his training with 
the new standards. 
MF - I've reached out to Chuck Martin with LR and dealt with some retro pay 
issues, which have since been fixed. We had a bunch of members receive 
retro pay from two years ago. 
SM - A lot of the retro came out here too. I have a member who is at the 4th 
level adjudication and still hasn't gotten paid. 
LL - We are getting retro from two years ago here in Quebec too. 
SM - Did Coast Guard give any of the new trainees equipment and 
computers to work from home?
JP - I believe equipment should have been given to trainees. It is late now. If 
we had known we would have dealt with it, but we can't do anything unless 
we know. 

SM - I just wanted to know where we stood with the pay revision. I think the 
best approach is to reach out to unions who have been through this and to 
management. Was there ever a discussion on it?
JP - I haven't brought it up to anyone since we talked. 
SM - If management says they are willing to do a pay revision but we need to 
request it, then we should look into that. 
JP - I agree. I could start with Julie Gascon and then we'll push it up the line 
depending on where we go. 
SM - We should get a premium for increased danger. I've had multiple 
inquiries about the $4 premium. 
JP - The $4 premium is for people dealing with the public during Covid. I 
brought it up in a meeting on April 28th, referring to it as a "critical service 
premium". As more agents jumped on, they called it "hazard pay" and I keep 
trying to bring it back to critical service pay. The employers are working on it, 
but I don't know the angle they are looking on it.

3. Pay Revision AGENDA SM



4. Covid Grievance 
Abeyance

AGENDA SM - Grievances are in abeyance until May 31st, which is important to know. 
We have had concerns about members' rights. 

SM

JP - The provision is there to proceed with grievances, but it would have to 
warrant immediate attention. 

5. Next Bargaining 
Session

AGENDA SM - I briefly alluded to the critical service premium, and like all the great 
things that the employer has said about us, that has to be brought forward 
during bargaining. 

SM

SM - What we are dealing with now is optium premium.. It would be nice for 
management to staff enough to give people proper breaks and not overkill on 
a traffic position because there is no one qualified to work it. I think we should 
start prepping for the next bargaining session and get the membership 
thinking about a hard fight. 
JP - I agree. If we start now then we will have a better understanding of what 
the members want us to do for them at the table. I also hugely agree that this 
pandemic is a good chip for MCTS to proceed going into bargaining. We 
should maybe start the conversation in our UMC meetings 8 months before 
we put in our notice to bargain. 
LL - We had a memo from the Assistant Commissioner, cheering us on and 
telling others within the DFO and CG that we have our own heroes and they 
are the MCTS officers who are going to work 24/7. This is something that 
could be useful to us in the next round of negotiations. 
MF - We are inundated with emails from our Assitant Commissioner. I think 
we can use all that information to bring to the bargaining table and say that 
these things are important all the time and our job doesn't allow us access to 
all these things that are important to our health 24/7 so we expect to be 
compensated for that. 

6. Consultation and 
Morale

AGENDA SM - On my last meeting with the superintendent, I wanted to put morale as a 
standing issue on the agenda, but he did not like that idea. I am prepared to 
take it to the next level because I find them very lack luster with consultation 
and their emphasis to boost morale. The interpretation and measures they 
attempted to put in place to increase morale were ineffective. I don't see any 
changes in morale - in fact it's worse. We are losing people and we are still 
facing a critical shortage down the road.

SM

SM - One of the reasons morale is so low is because our job is so 
bureaucratic and political. Local management is not encouraged to come at it 
with things that make sense. I think an independent consultant should come 
in, look at our agency, ask the people what they can do to make things 
better, collate the data and then see what can be done. The first step is 
having it set as an agenda on the UMC. 

SM - Nothing has changed consultation wise. Things are changing every day 
and consultation is seriously lacking. I want to know if you are facing the 
same thing.  
JP - It doesn't sound like it's around the country. If there is a problem, you 
and I can have a conversation. 
SM - Our commissioner is pretty reasonble, but I need some good examples 
to back it up. 

7. Union Activities for 
Membership/Newsletter

AGENDA SM - I think it's time our members have an update from the union. I want to 
come up with something as an update to give the members. 

SM/LL

JP - We could aim for a quarterly newsletter. 
LL - I started working on a newsletter. I think this would be the right time to 
reach out to our members because we are getting their attention right now. 
We could reach out and let members know we want to hear from them and 
what's happening at their centers. 
MF - Canada Day would be a good time for a first issue. 



JP - Everyone work on what they want for their piece and let's say June 1st 
we come together with where we are at. We can do it over email. 
LL - I have already started a draft, which I'll send to you. 

ACTION ALL work on Newsletter pieces. First issue to be distributed July 1st. 

8. Elections AGENDA LL - I have had inquiries about when we will have the call back for the vacant 
positions. The Elections Chair advised there would be a call on May 1st, but 
that has been put on the backburner with Covid. 

LL

JP - I will email James and ask him. 

ACTION JP to contact the Elections Chair to inquire about the call for nominations for 
vacant positions. 

9. High productivity at 
home work during Covid-
19

AGENDA LL - I received an email from Adam Juryk in Prescott, inquiring about high 
productivity demands when working at home. Some employees are finding it 
difficult to meet the OIC's requirements of 8 hours of work at home due to a 
variety of reasons, such as family responsibilities, and childcare. In Prescott, 
instead of using 699 leave when there is an excessive employee schedule, 
they are required to complete 8 hours of online courses when assigned 
special projects at home. 

LL

JP - If you are home and your children need care, that is 699 leave. The 
priority is to be home and not put any more stress on you. This is something 
that can be fixed once we have the details, but there is no high productivity 
level that you have to maintain if you are off for those reasons. 

10. Round table AGENDA MF - Jacqueline, did you get any replies for the optimal staffing email you 
sent out last week? 

MF

JP - Just something from Luc about the translation from MCTS officer that 
came out as MCTS agent so I sent that to Francois.
SM - I have always expressed that minimal staffing was a bad idea because it 
was only going to hurt us. It's interesting how national management was 
putting the onus on the OICs and regional management to implement it. 
JP - I have had conversations with Dan Nickle and Julie Gascon about it and 
they say the OICs and the superintendents are the ones who know the 
productivity at any given time of year or day. I thought it was a good and bad 
point because it really puts pressure on the OICs. 

Meeting adjourned. Next meeting June 22.




