
Minutes

Human Resource Union Management Consultation Committee (HRUMCC)

Meeting held on June 4, 2013
	In Attendance

	CO-CHAIRS

	Peter Larose (HRSB) - Chair
	Steve McCuaig (CEIU)

	MANAGEMENT REPRESENTATIVES
	UNION REPRESENTATIVES

	Sandra Webber (HRSB)
	Sebastien Rodrigues (CEIU) 

	Brenda Marcoux (HRSB)
	Jacques Perrin (CEIU)

	Marilyn Dingwall (HRSB)
	Mark Kohli (PIPSC) 

	Mary O’Neil for Carolina Giliberti (SC)
	Stan Buday (PIPSC)

	Patrick Amyot for Alain P. Séguin (CFOB)
	Raoul Andersen (ACFO) 

	Sylvain Patenaude (HRSB)
	Richard Ballance (UNE) 

	M. Dingwall (HRSB)
	Gail Myles (UNE) 

	Annick Wilson for Kin Choi (LP)
	Luc Pomerleau (CEIU)

	Linda Franche for Charles Nixon (IITB)
	Lionel Saurette (CAPE)

	Jacqueline Hilton (HRSB)
	

	REGRETS



	Grant Boland (ACFO)
	

	PRESENTERS AND INVITEES

	Michel Nadeau, Director Office of Informal Conflict Management

	Albert Tshimanga, Director Values & Ethics

	NATIONAL UNION-MANAGEMENT SECRETARIAT

	Julie Bélisle

	Sabrina Evans


	ITEM
	SUBJECT
	ACTION / DECISION

	1.
	WELCOME, REVIEW AND APPROVAL OF AGENDA AND MINUTES
	

	
	Steve McCuaig, Chair, welcomed members to the meeting. 

The agenda was approved with the following additions:
1. SMSM (Jacques Perrin)
2. Performance Management (Jacques Perrin)
The minutes of the March 7, 2013 meeting were approved without change.


	

	2.
	FOLLOW-UP ACTIONS FROM THE PREVIOUS MEETING
	

	
	Employees in regions denied Alternate Work Arrangements (AWA) (Mary O’Neill)
Mary O’Neill confirmed that there are no blanket denials in the Region regarding AWA.   If there are specific circumstances, Ms. O’Neil asked to be made aware of the situation. 
Sebastian Rodrigues stated that in some cases, employees have been denied AWA due to operational requirements and are either withdrawn one day off per week or simply not authorized to benefit from AWA when returning from maternity leave.

Marilyn Dingwall stated that specific situations are best addressed individually.

Steve McCuaig stated that he expects a clear rationale to be provided to employees who are being denied AWA. Otherwise, these issues will be dealt with through the normal grievances process.

	

	3.
	HUMAN RESOURCE PROGRAMS, POLICIES, GUIDELINES AND TOOLS
	

	
	a) Manager’s Guide and Bulletin on Labour Relations (Brenda Marcoux)
Brenda Marcoux informed committee members that consultations will take place with unions on the Manager’s guide as well as the Bulletin in order to help educate managers to prevent further backlogs.

The guide outlines the grievance process to managers (i.e: when should the ADM be consulted, etc.) and is currently being translated.
Steve McCuaig asked for time to review the guide and the bulletin. Brenda Marcoux agreed to provide one month for union members to provide comments.
Lionel Saurette requested to identify to whom these documents refer, i.e. employees, managers etc. It was confirmed the guide is for managers.
In the coming week, both documents will be forwarded in both official languages to union members for comment.
b) Update on People Component Management Accountability Framework (PCMAF) (Jacqueline Hilton)
Jacqueline Hilton provided an overview of the departmental results of the People Component of the Management Accountability Report (MAF) for 2012-13.  
She noted that the Department received strong scores on all three components of the Values & Ethics element of the 2012-2013 MAF Assessment. The Department also received strong ratings for Diversity/Employment Equity and Official Languages and improved results for the Leadership and Organization component.
The two elements that require improvement are in Performance and Talent Management and Workload and Workforce Planning.
Contributing to the lower results in Performance and Talent Management were low performance and learning plan participation rates (eg. 66% of employees had a mid- year review).  While overtime rates have improved from an average of 28.5 hours in 2012-13 down from 38.4 in 2011-12, they still remain high and earned a rating of area for improvement.
Steve McCuaig asked whether more staff could be hired instead of having the current % of overtime per employee. Jacqueline Hilton said that these numbers generally occur in Service Canada Centres where services are being provided to clients as our service standards need to be met. Steve McCuaig stated that if the numbers are still like this next year, he would like to see more staff hired.

	Forward docs to union members for comments.

Completed



	4.
	CURRENT AND EMERGENT HUMAN RESOURCE ISSUES
	

	
	a) Employment Equity and Official Languages (Albert Tshimanga)
Albert Tshimanga provided an update on Diversity, Employment Equity and Official Languages.
The implementation of the three-year Diversity and EE Action Plan wrapped up at the end of March 2013.  As part of HRSDC’s departmental monitoring and reporting process, a final year-end review is being conducted to determine which activities have been completed.  A synopsis report of year-three accomplishments will be prepared and based on this all on going and outstanding activities will be taken into consideration when developing the 2013-2016 Plan.
As part of the cyclical review process for employment equity compliance monitoring, the Canadian Human Rights Commission (CHRC) has indicated that they will be contacting the Deputy Minister in the near future to request an analysis of HRSDC’s workforce. Based on the findings of this analysis, if the CHRC determines that the Department is in good standing with respect to Employment Equity (EE) group representation, a fulsome EE compliance audit will not be conducted; instead, the CHRC will prepare an “EE compliance status report” for the record.  
As we move forward with the development of 2013-2016 Diversity and EE Action Plan and continue to implement the departmental employment equity program, meaningful consultations with bargaining agents and other stakeholders will take place.
Official Languages Program

The implementation of HRSDC’s Departmental Language of Work Strategy continues. This strategy aims to provide employees with a work environment that is conducive to the actual, everyday use of both official languages.
In January, the Champion and co-champion endorsed an Intersection article encouraging employees to commit to second language learning and to the linguistic rights of citizens and employees by making use of the e-learning opportunities that are available to them. 
In February 2013, the Champions helped launch the new Second Language Learning Guidelines which are intended to help managers manage and implement measures to ensure that employees have the second language skills required to meet departmental obligations.  
The Annual Review on Official Languages for 2012-2013 was submitted to Treasury Board and Heritage Canada. The Review noted that in 2012-2013, the Department spent approximately 2 million dollars on second language training for approximately 1,700 employees. The Secretariat will distribute electronic versions of our Review on OL for 2012-2013 and the other documentation that I reference during this presentation by email in the coming weeks.
b) Update - Office of Informal Conflict Management (OICM)
(Michel Nadeau)
Michel Nadeau, Director of OICM, provided an update on the program and achievements.
The OICM’s Conflict Coaching Program for Managers and Executives is a noteworthy achievement. This program runs for 12 weeks and 7 managers take part in six coaching sessions of 90 minutes each. The coaching sessions are conducted by telephone where a practitioner guides them through the program. Since the launch of the program, 27 sessions have been offered. This year, the OICM took the initiative to offer 3 sessions specifically for executives (EX-01 and up). 
The grievance pilot project, which is an initiative that stems from the Review of HRSDC’s Grievance procedure, was launched in October 2011. As of May 2013, the results of the pilot project are positive.
The OICM also offers conflict coaching workshops as a part of the Service Leadership and Management Excellence Development Program (SLMEDP) in Cornwall.

The OICM’s awareness activities are evolving from year to year. In the beginning, the focus was on information sessions about the OICM. The program then developed Informal Conflict Management Training for Access Points, and held classroom workshops on various issues. For the past several months, the OICM has been working on transferring the content of the classroom workshops to WebEx format in order to be able to offer them to a larger number of employees throughout Canada. The workshops on Understanding Conflict, Conflict Response Styles, and Difficult Conversations are being transferred to the new format and will be offered starting in September 2013.
To this date, 99 Access Point training sessions have been delivered to over 1,270 managers, union representatives and human resources advisors. 

Gail Myles asked whether union representatives were invited to mediation. Michel Nadeau indicated that representatives are not normally involved in informal conflict mediation. 

Lionel Saurette questioned how effective it is to have casual employees working as practitioners, pointing out that the employee could be in the middle of a case and then have to leave as their contract terminates. Michel Nadeau explained that their time is spread out over the year (for example working 2 days a week) which ensures continuity. 


	Send reference documentation to union members via the Secretariat.


Completed July 4, 2013

	5.
	TERMS OF REFERENCE – Sandra Webber 
	

	
	The HRUMCC Terms of Reference are now expired. Sandra Webber proposed that members review them prior to the next meeting. 
A follow-up will be sent via the UMCC Secretariat for comments and suggestions. If no changes are proposed, we will assume that there is a consensus and will submit for signatures at the next meeting in September 2013.
	Follow-up via Secretariat to provide expired Terms of reference for comments. 

Forward Agenda – Sept 2013

	6.
	ROUNDTABLE 
	

	
	Additional items:

a) Service Management Structural Model (SMSM) (Jacques Perrin)
Jacques Perrin said that he frequently receives calls about this and he unfortunately does not know enough about the subject to provide clear direction to members. He asked for an update. Marilyn Dingwall said that she is currently preparing a presentation for the management board. She proposed to organize a meeting in July 2013 to provide an update to committee members.
b) Performance Management (Jacques Perrin)
Jacques Perrin said that manager training would be beneficial as PLAs are supposed to be constructive and not destructive. Jacqueline Hilton stated that training is currently being developed. 

The next HRUMCC meeting is scheduled September 17, 2013. A calendar invitation will be forwarded shortly.

Meeting was adjourned at 14:45.
	Organize meeting with union representatives to update on SMSM.

Completed – Meeting scheduled July 8, 2013



