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MESSAGE FROM THE NATIONAL PRESIDENT
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Sisters, Brothers and Friends,

As 2024 draws to a close, the latest news isn't very
encouraging. On November 7, the Commissioner of the
CRA informed all his employees that he was
implementing new budgetary restraint measures to
reduce the Agency's spending in order to comply with
the federal government's “Refocusing Government
Spending” initiative. A week later, the employer informed
some 600 term employees working in Revenue
Collections and Audit that their contracts were being
prematurely terminated. Some lost their jobs on
November 29, and all affected employees will terminate their employment with the Agency by
Friday, December 13, 2024. The vast majority of affected employees were members of our union.

We are deeply sorry to see so many of our members lose their jobs on the eve of the Holiday
Season. Our best wishes go out to them and their families at this difficult time, and we hope they
can find new employment as soon as possible. Moreover, this kind of downsizing is not without
consequences for our members who remain employed by the Agency. Indeed, these changes are
likely to adversely affect not only their working conditions, but also their well-being and mental
health.

These massive job cuts will also have a very negative impact on our members' delivery of quality
public services, and it is Canadian taxpayers and businesses who will suffer the consequences.
Fewer staff means longer processing times for tax returns, requests and other crucial services that
the CRA provides to citizens. This will undoubtedly lead to increased frustration on the part of
taxpayers, and a decline in public confidence in the Agency.

Instead of cutting public service jobs, the government should reverse its ill-advised unilateral
decision to force hundreds of thousands of public service employees to work at least three days a
week face-to-face in the office. Most of our members have demonstrated that they are perfectly
capable of working effectively at a distance. This measure is unjustified and not based on objective
facts but rather on purely political considerations. The government could save millions of dollars by
selling buildings and not renewing leases. What's more, these measures would help alleviate the
serious housing crisis affecting the entire country.
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In the face of these challenges, our union stands firmly by its members. While we are not in a
position to prevent the Agency from proceeding with budget cuts, we continue to demand that
management decisions respect workers' rights. Our top priority is to protect the interests of our
members, ensure a respectful working environment and ensure that workers' rights are respected at
every stage.

Another issue that deserves special attention is that of accommodation requests from our members,
particularly when returning to the office. It is imperative that the employer respect its legal and moral
obligations towards employees with specific accommodation needs. It is the employer's duty to treat
every request for accommodation with the seriousness and respect it deserves, and to put in place
solutions that enable employees to work in conditions that do not adversely affect their health or
well-being. If you need advice or assistance regarding an accommodation request, please contact
one of your local union representatives.

| would also like to inform you that our union, along with
the PSAC, filed a policy grievance in October against the
CRA's decision to reduce (prorate) the performance leave
of our MG members following their participation in the
strike in the spring of 2023. We believe this is a
discriminatory practice on the part of the Agency that has
had a negative impact on these members of our
bargaining unit who were simply exercising their legal right
to strike.

On a more positive note, all our members should now have received a 2.0% increase in their rate of
pay, plus a 0.25% wage adjustment, for a total of 2.25% effective November 1, 2024.

Thank you once again for your excellent work and for your continued support of your union.

Please do not hesitate to contact any of your local union representatives if you have a problem or
question, as they are there to help.

| wish each and every one of you and your loved ones a wonderful Holiday Season. And may the
New Year bring you peace, joy, happiness and prosperity! Merry Christmas and Happy New Year!
Stay safe and take good care of yourself and your loved ones!

In Solidarity,

Marc Briéere
National President




VIOLENCE AND HARASSMENT IN THE WORKPLACE

The Canada Revenue Agency (CRA) has a duty of care to provide its employees with a healthy,
physically and psychologically safe, and inclusive workplace, free of harassment and violence, which
respects the requirements outlined in the Canada Labour Code (CLC), Part Il, and the Work Place
Harassment and Violence Prevention Regulations (the Regulations). This includes sexual
harassment and violence, third party harassment and violence, and domestic violence which may
impact the workplace.

Violence in the workplace issues fall under Occupational Health and Safety, as they imply that a
person has sustained an injury in the workplace. This injury can be physical or psychological in
nature. You can file a “notice of occurrence” as the injured party or as a witness to an occurrence by
contacting a Harassment and Violence Resolution Officer (HVR), either verbally or in writing by
email to hvrg@cra-arc.gc.ca, via the HR Service Centre found on the CRA Infozone, or by calling
1-866-549-3744. You may also file a notice of occurrence via your manager. However, if the
manager is identified in the complaint, the notice of occurrence MUST go to the HVR. There is no
time limit on filing a notice of occurrence so long as you are still an employee of the Canada
Revenue Agency. If you are a former employee, you have up to three months in which to file after
leaving the CRA. You may seek an extension through the Labour Program of Employment and
Social Development if you are past that timeframe.

A notice of occurrence must include:
« the name of the principal party and the responding party (if known);
o the date of the occurrence;
« a detailed description of the occurrence.

If you are a witness who submits a notice of occurrence,

4 you may choose to remain anonymous by informing the
W HVR officer of such choice.
fizr e 4

It is important to note that filing a notice of occurrence is
not intended to find fault, correct individual behaviour, or
render discipline. The intent is to restore the workplace

and prevent future occurrences.

Individuals who are subject to violence in the workplace
may request individual remedies which may include but
are not limited to replenishing sick leave, granting
additional leave, or financial compensation, by filing a grievance or grievances with the assistance
and representation of your union. Please note that the grievance must be filed within 25 working
days of the incident. You also may be able to file a complaint under the Canadian Human Rights
Act, and workers’ compensation claims.

Now, you may ask: what constitutes harassment? As cited in the Regulations,
“Harassment and violence is any action, conduct or comment, including of a sexual nature
that can reasonably be expected to cause offence, humiliation or other physical or
psychological injury or illness to an employee.”

Many people may not realize that bullying is a form of harassment. As defined in the Regulations,
“Bullying is usually seen as acts or verbal comments that could psychologically or ‘mentally’
hurt or isolate a person in the workplace. Sometimes, bullying can involve negative physical
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contact as well. Bullying usually involves repeated incidents or a pattern of behaviour that is
intended to intimidate, offend, degrade or humiliate a particular person or group of people. It
has also been described as the assertion of power through aggression.”

The Regulations also include examples of bullying, including:

Aggressive behaviour, offensive remark, personal
attack

Physical violence, threat, yelling, shouting or using
profanity, intimidating a person, excluding or isolating
a person socially

Intentional or unintentional derogatory attitude
Undermining or deliberately impeding a person's work
Removing areas of responsibilities without cause
Constantly changing work guidelines

Establishing impossible deadlines that will set up the
individual to fail

Withholding necessary information or purposefully giving the wrong information
Intruding on a person’s privacy by pestering, spying or stalking

Assigning unreasonable duties or workload which are unfavourable to one person
Criticizing a person persistently or constantly

Belittling a person's opinions

Tampering with a person's personal belongings or work equipment

Disrespectful behavior, micromanagement

Judgemental or authoritative attitude

Cyber bullying using CRA communication tools, such as MS Teams
Disseminating inaccurate and damaging information about an employee
Spreading malicious rumours, gossip, or innuendo.

The Regulations also define discriminatory harassment and discrimination as follows:
“Discriminatory harassment and violence is included within the meaning of the Canadian
Human Rights Act to harass an individual based on one or more of the 13 prohibited grounds
of discrimination, which are race, national or ethnic origin, colour, religion, age, sex, sexual
orientation, marital status, family status, genetic characteristics, gender identity or expression,
disability, or conviction of an offence for which a pardon has been granted or in respect of
which a record suspension has been ordered.

Discrimination in the workplace is working in an environment that tolerates or promotes racist,
sexist, homophobic, ableist, or otherwise discriminatory attitudes and behaviour.”

If the harassment and violence suffered was discriminatory, you may also file a grievance under
Article 19 (“No Discrimination”) of the Collective Agreement. Additionally, you may make a separate
complaint of discrimination, based on one or more of the prohibited grounds under the Canadian
Human Rights Act, through the Canadian Human Rights Commission (note that there is a 12-month
time limit to do so from the date of the incident).

If the harassment suffered was sexual in nature, you may file a grievance under Article 20 (“Sexual
Harassment”), while at the same time filing a grievance under Article 19 and a separate complaint
through the Canadian Human Rights Commission (see above) to ensure that you can receive
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remedy under the Canadian Human Rights Act, as sexual harassment is itself discriminatory.

The harm caused by harassment and discrimination can have ramifications on one’s life, which is
why they are regarded as violence in the workplace. The injury can be physiological, meaning that
the impact on one’s mental health can also impact one’s physical health.

If you believe that you have been the victim of harassment and/or discrimination, the first thing to do
is consult with a union representative. They can help you navigate what can seem like a daunting
and confusing process and support you as you consider which avenue (negotiated resolution,
conciliation, or an investigation by an independent third party) to choose in resolving incidents of
violence in the workplace.

Patricia Sleczkowski
Co-Chair Communications Committee

WHY GRIEVE?

A grievance is a formal complaint raised by an employee, a group of employees, or a union against
the employer, alleging a violation, misinterpretation, or inequitable application of the terms outlined
in the collective agreement. A grievance puts pen to paper so-to-speak and shows the employer
that a worker is aggrieved. In light of recent announcements by the employer regarding in-office
work after a Letter of Understanding (LOU) was written and signed by both parties at the bargaining
table, we have asked you to grieve any denial of work schedules that you have submitted whether it
be 2 days, 3 days or exclusive remote work. But you may ask yourself, “Why grieve? Obviously, the
employer can ignore their commitment during the negotiation process and do whatever they

want?” This question has merit; we have seen the employer hold their head high on integrity and
values etc. while at the same time ignoring a document that quite literally sealed the deal in the last
round of bargaining.

When the employer dismisses the letter of
understanding we jointly signed, our recourse (in
addition to the Unfair Labour Practice complaint
filed) is to flood them with grievances. Without filing
a grievance and following the grievance process
outlined for remote work grievances, the employer
can quite easily say ‘there are no issues, we don'’t
have any complaints.” What is highly ironic is the
nonchalant dismissal of evaluating each remote
work request on its own merit, as outlined in the
LOU. Furthermore, the employer, while ignoring
one part of letter, seems fine to follow the grievance
process within the LOU. This is precisely why they
need to be held to account; it is wholly without
integrity or any sense of “people-centric” purpose
that the employer is content to preach.

Now, lets address the “intimidation” factor — or rather “Oh | don’t want to grieve because then | will
be persona-non-grata when applying for positions”, or “management will frown upon everything | do
if I grieve” or “I don’t want to rock the boat”. The very fact that we have heard those exact words is
disturbing enough, and frankly doing so is illegal under 18.20 which reads “No person shall seek by

(Continued on page 6)

-5-



(Continued from page 5)

intimidation, by threat of dismissal or by any other kind of threat to cause an employee to abandon
their grievance or refrain from exercising their right to present a grievance, as provided in this
Collective Agreement.” But we all know this is a real feeling. That speaks more to the employer
than the process. In what world should you be afraid of your employer????

Don’t ever disregard or fail to exercise your rights. In the context of our current environment, and
with a very questionable future considering we may very well have a new boss (new Prime
Minister), those rights WILL be attacked, as they were before. Your right to grieve and to stand up
for better conditions were fought for over a very long time, far before our time, and they can be
swept away with the stroke of a pen if we do not fight to keep them. Don’t ever forget that
absolutely zero rights, | repeat ZERO, were given to you by the boss. Every right you have was
earned through fighting for what'’s right or through legislation written after intensive lobbying by
workers groups.

Always fight the power.

Adam Jackson
2nd Vice President

ASSIGNMENT OF OVERTIME

The Communications Committee occasionally goes through articles, previously included in this
newsletter, written on topics outlining the rights of employees; one being the right to work overtime.
Unfortunately, we hear time and time again that these rights are being ignored by management at
various levels in offices across the CRA. When we ask members if they have read any articles on
this subject, they say “NO”.

Assignment of overtime Article 28

Clause 28.03 a) of this article states:

“Subject to the operational requirements, the Employer shall make every reasonable effort to
avoid excessive overtime and to offer overtime work on an equitable basis among readily
available qualified employees”.

In its entirely, that is all that is written with respect to
allowing employees to work overtime. Too often, when
calls go out offering overtime, several other criteria
appear to be included:

e you must be meeting production standards

e you cannot work overtime if you had some type of
leave during the day, this appears to include sick
leave, vacation and various other types of leave.

To breakdown the article 28.03 let's look at the two
criteria:

Readily available: How does having been on some type of leave during the day make an employee
unavailable at the start of overtime? A generalized definition of overtime refers simply to those hours
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worked outside of the standard working schedule.

In looking for any jurisprudence on this restriction, none appears to exist. This appears to suggest
a unique position or interpretation taken by some managers within CRA.

Meeting Production Standards: There is much jurisprudence found in cases presented and
decided at the Public Service Labour Relations Board (PSLRB) with respect to introducing this
requirement.

Quotes from two decisions on this matter:

“The employer’s introduction of production standards as a determining factor in assigning
overtime amounts to an arbitrary modifier of the collective agreement”

“In conclusion, | find that the collective
agreement was breached when the employee
was not offered an overtime assignment. In all
the circumstances, the appropriate remedy is a
monetary award.”

In practically all situations where a grievance is
won or an adjudication decision is rendered,
the employer was required to pay the
employee a monetary award equal to the
value of the overtime they were not allowed
¢\ to work.

What do you do if you encounter this
situation? Firstly, make a request to work overtime and if your request is denied, ask for that
response in writing and ensure you get one.

The next step would be to seek out a union representative in your office as soon as possible and
ask them to look at the situation on your behalf, while quoting the details contained in this article.

You need to be prepared and willing to file a grievance on the matter, with the corrective action
being that you be compensated based on the monetary value of the overtime that you should have
been allowed to work.

Jurisprudence has shown that in this matter if you stand up for your rights, you will be successful.

Unfortunately, the challenge is that many members accept the employer’s reasons for not allowing
them to work overtime. Only by educating both the membership and management will these
arbitrary decisions stop.

Footnote: While one might understand the employer’s position on this matter, in 20 plus years the
employer has never come to the bargaining table with a proposal to modify the wording to address
their concerns. This being the case, the employer should honour the wording that currently exists in
the collective agreement.

Gary Esslinger
Chair, Communications Committee



LOOKING FOR IDEAS FOR OUR NEXT NEWSLETTER

The Communications Committee hopes that you enjoy
receiving and reading the Union News. The Committee
tries to provide articles that are both informative and
useful to the readers. Sometimes, however, we need to
step back and reflect on what issues or topics are of
interest to you, the members.

We encourage members to consider contacting the
Communications Committee with ideas for articles they
would like to see included in future editions. These will be
reviewed and considered for publication in upcoming
newsletters.

Members can send questions to the committee that may

be considered for an article, however, if the responses would be too brief to constitute an article,
they could be included in a Q’s & A’s section where we could present questions along with answers
or commentary on other matters.

The committee does from time to time receive feedback in respect to the newsletter or an article.
These are both positive (usually the case) or may offer constructive criticism. This information is
very helpful to the committee in the development of future newsletters. It is satisfying for the
committee to know that members are indeed taking the time to read the publication.

Please send your comments, topics or questions to: communications@ute-sei.org

SEASONS GREETINGS FROM THE
NATIONAL EXECUTIVE AND STAFF

OF THE UNION OF TAXATION EMPLOYEES

CHANGE OF ADDRESS

Please note that all address changes should be done online at
https://www.ute-sei.org/en/for-members/change-address or via email to membership@ute-sei.org.
If you do not have access to e-mail, please pass it on (with your PSAC ID) to a local representative
or mail it directly to the National Office at 275 Bank Street, Suite 400, Ottawa ON K2P 2L6.
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HEALTH AND SAFETY

et

Canada Revenue Agency (CRA) workplaces have Health and Safety Committees (HSCs) to ensure
the employer complies with the provisions of the Canada Labour Code Part Il (the Code), thus
guaranteeing a safe and healthy workplace for all workers. The Committees are made up of
members representing both the employer and the employees. Employer representatives are
appointed by local management, while each Local Union appoints employee representatives. There
are two co-chairs; one represents employees, while the other represents the employer.

The Committee inspects the building,
addresses health and safety issues raised,
investigates reported incidents, oversees the
first aid and ergonomics teams, and provides
information and support to staff.

One important element of the health and
safety team in each office is the staff who
work there. “Health and safety is
everyone’s concern’ is not just a
catchphrase. It is the law. Every personis
responsible for health and safety.

Some issues that should be reported include: a loose handrail, slippery sidewalk, a broken grate,
broken equipment or shelves, or anything that has the potential to injure someone.

What can employees do? They are required to report all hazards to their immediate supervisor, per
the Code, and they can do that by submitting a hazardous incident report using the Incident
Reporting Disability Management System (IRDMS). They can access the system from the main
page on Infozone, on the left-hand side — Report a workplace injury or hazard. They can verbally
advise their immediate supervisor, but if they can't resolve the hazard, the next step is to refer it to
the local HSC. Reporting hazards is important as it shows what's going on in the workplace and can
assist health and safety committees in tracking trends, and gaps they may not be aware of. It aids in
the conversations they can have with senior management

If you have an accident or injury in the office, contact your team leader, who will complete the
incident report.

Some issues don’t necessarily have a health and safety factor: it could be a leaky toilet; it's too cold
or hot; or a light is out, for example. These issues should be addressed, so they don’t become a
health and safety issue. That's where the Winfast system comes in. Everyone can access it and
should use it to report these non-health and safety issues. Don’t report them to an HSC member,
expecting them to submit the tickets.

(Continued on page 2)
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To submit a Winfast request, open the Infozone main page. On the right-hand side is a link to
Winfast. Open the link and complete the request. The request goes to Finance and Administration,
who ensure the issue is resolved.

If everyone does their part, with minimal effort, we can enjoy a safe and healthy environment at
work!

Melanee Jessup
Member, Communications Committee

Question: My office is in a sketchy part of town, with many homeless people walking around and
approaching employees as they come and go. What responsibility does my employer have to keep
us safe when going to and from work?

Answer: The Canada Revenue Agency (CRA) is not responsible for anything that happens outside
CRA space. However, they are responsible for providing safe entry and exit to the workplace as
per the Canada Labour Code Part Il (the Code).

What role do employees have? They must report all hazards, including these issues, to their
immediate supervisor by submitting a hazard report in the Incident Reporting Disability
Management System (IRDMS), or they can verbally advise them. If the hazard is not resolved, the
next step is to send it to the local Health and Safety Committee (HSC). Reporting hazards is
important, as it illustrates what issues are going on and can assist HSCs in tracking trends and
gaps that may otherwise have gone unnoticed. Incident reporting aids in the conversations the
HSC can have with senior management, as it provides concrete evidence of the issues.

Employees can also use personal safety practices, such as walking in groups, having a buddy
system, and they are always encouraged to call 911 if they are in danger or feel threatened.
Engaging in conversation and telling a member of the general public where you work should be
avoided.

Armed with the information provided by staff and from incident reports, the employer can initiate
conversations with property managers, security, and commissionaires, and request additional
security for peak times. They can also talk with local police services to request more visibility if
there are issues with displaced people. Some cities have police on foot patrol and can be asked to
provide a greater presence at peak times. Local Health and Safety Committees should be included
in these conversations.

Some locations have had local police come and do sessions for staff on safety precautions they
can use to stay safe.

Melanee Jessup
Member, Communications Committee



