
Divide and Conquer
by Emma Corriveau

IT’S AN UNDISPUTED FACT: “DIVIDE AND 

CONQUER” IS THE GOVERNMENT’S MOTTO, 

AND IT WILL STOP AT NOTHING TO 

ACHIEVE THIS GOAL. 
The government’s strategy has evolved over time, beco-
ming increasingly sophisticated, even insidious. This stra-
tegy has included the reform of the health care network, 
the conflict at ABI, summer premium, demands for special 
legislation to resolve the conflict at CN, and even the 
Premier’s sharply worded announcements. Behind all this 
lies the desire to drive a wedge between the unions, their 
members and the general public, and even to instigate 
in-fighting among our organizations.

Although it continually calls us partners, the government 
always reverses course and goes it alone. It doesn’t even 
bother reaching out or getting our feedback before 
going ahead with all kinds of unilateral decisions that 
negatively impact the workers in the health and social 
services network. 

Some of the government’s brilliant ideas include the 
following. First, there was the famous $75 summer 
premium, which was only for nurses, nursing assistants 
and beneficiary attendants. The government offered the 
program knowing full well that these job titles are not 
the only ones needing additional incentives. The premium 
conditions were not only highly restrictive for the person-
nel they were intended for, but they also lacked flexibility 
in terms of availability and were offered for too short a 
time. The idea was good, but because it was implemented 
without consulting the unions, it didn’t accomplish much 
and even led to more dissatisfaction than benefits.

Another great idea was to offer $7,500 scholarships for 
2,000 future beneficiary attendants. The $15 million 
budgeted for this plan is earmarked for a study program 
that the government won’t even recognize in terms of 
salary. Here again, our leaders jumped in feet first wit-
hout asking for anyone else’s input, targeting only one 
job title and its future workers. No measures are being 
developed to ensure retention of the current workforce 
in the network, where employees have been in survival 
mode for far too long. How does the government propose 
to keep these future workers from leaving a workplace 
that it clearly doesn’t even care about improving? In that 
respect, no solutions appear to have been put forward 
so far. Recent word is that even this scholarship incentive 
hasn’t led to higher enrollment in the schools.

The workplace shortage is so severe that a great deal 
of imagination must go into recruitment efforts. The 
government has accordingly come up with some inge-
nious methods, such as recruiting people from outside of 
Québec, i.e. from France, Morocco, South Africa, etc. So 
far so good, but the problem is that they’re being offe-
red better work and salary conditions than those given 

to employees who have been in the network for several 
years. Once hired by a CISSS or CIUSSS, the recruits can 
be guaranteed thirty (30) hours of work per week for 
24 to 36 months. What’s more, regardless of their work 
experience, they would start on a higher pay step than 
many employees with several years of experience in the 
network.

To sweeten the pot, Premier Legault also announced that 
beneficiary attendants and teachers would profit from 
the bargaining process. We all know that they deserve to, 
but why focus only on some categories when so many are 
equally deserving and also hurting under the personnel 
shortage? You guessed the answer: it’s another ploy to 
divide us.

The result of this strategy recently became clear when 
the various unions decided not to form a common front. 
At a time when solidarity is needed and should be a given, 
the union organizations decided to go it alone rather than 
embark on the road less travelled together.
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A Word from 
the President

Dear sisters,
Dear brothers,

The bargaining process 
for the upcoming col-
lective agreement has 
begun!

As you’ve probably noticed, 
some unions’ demands 
have received more media 
attention than others. We 
could even say that our 
demands sparked interest 
because the FTQ developed 
a different strategy, based 

on principles rather than figures. It’s hard to fault 
good sense!

Employees in the health and social services network 
need improved working and living conditions. This 
must be achieved not only through salary catch-
ups and gains in real terms, but also through other 
measures. For example, we must apply solutions to 
the continuing workforce shortage in every sector. 
That is why we’re requesting measures to attract 
and retain personnel, among other things.

Bargaining leads to pressure tactics!

TO BE CONTINUED ON  PAGE 2
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Ships Adrift
by José Carufel

I LIKE TO COMPARE THE CISSSs AND 

CIUSSSs TO LARGE SHIPS WITH NO ONE 

AT THE HELM. IT WILL TAKE TIME AND 

A STEADY HAND TO TURN THESE HUGE 

ORGANIZATIONS AROUND. HOWEVER, 

THEIR HUMAN RESOURCES OFFICERS, 

ESPECIALLY THOSE WORKING IN LABOUR 

RELATIONS, HAVE TAKEN THEIR HANDS 

OFF THE WHEEL. NO WONDER THE SHIP 

IS HEADING STRAIGHT FOR THE ICEBERG!
Having union representation means that not only are 
our work conditions negotiated, but our personal and 
collective rights are also defended. Even though the 
Labour Code provides legal avenues for defending our 
rights, they are not the quickest way to settle disputes. 
Above all, the most effective route is the mechanisms 
established with the employer. And although this was 
widely accepted before the Barrette reform, things have 
changed considerably since then.  

Managers in the health network are often specialists 
in their original line of work. For example, a nurse who 
becomes a manager in her unit is often highly compe-
tent in her own area of expertise, but not necessarily 
in labour relations. Luckily, there are human resources 
departments whose specialty is labour law and the 
interpretation of collective agreements. More often 
than not, they operate professionally and impartially.

After sounding out one of my co-workers and many 
other union leaders who deal with labour relations in 
the various health network institutions, we came to 
the same disappointing conclusion. In all the CISSSs 
and CIUSSSs, labour relations are not as efficient as 

they once were. Union leaders deplore the difficulty 
of settling disputes. They feel that they’re only dealing 
with spokespersons with no authority, or even with 
mere messengers. Follow-up is also sometimes lacking, 
thereby amplifying problems. 

Human resource structures have considerably changed 
since the mergers. As you recall, the reform’s primary 
objective was to cut down on bureaucracy. Positions 
were accordingly abolished across the human resources 
sectors, but the problems remain. Workloads have bal-
looned for many employees, and HR is no exception. 
Structures have been re-engineered to reduce the 
number of people on the payroll. In many institutions, 
managers have been replaced by personnel officers, who 
are in fact unionizable non-members. These individuals 
play only a consulting role and have no decision-making 
power with managers in the various departments. 
Sick leave and resignations are frequent among their 
ranks. Experienced people find similar jobs with more 
attractive conditions and better pay elsewhere. Many 
of them say that the healthcare network isn’t the best 
place for good labour relations.

So who’s in charge?
When trying to settle disputes, we frequently work 
from the standpoint of reason. Despite the fact that 
our opposing parties often have good intentions, we 
sometimes run into roadblocks. Managers have to 
manage people, but don’t always have the ability or 
knowledge to follow the labour relations practices 
established with employees. Judgment is not usually a 
feature of the collective agreements or case law, and 
we often hear about managers stubbornly clinging to 
their faulty interpretation of the collective agreement. 
They seldom feel the impact of doing so, which causes 
us to wonder whether they are accountable to anyone, 
and, if so, to whom? 

For the health and social services network to become 
an attractive workplace, isn’t it time to treat employees 
well? Employers should make it a priority to establish 

a blueprint for labour relations. For this to work, they 
should ensure that labour relations departments gain 
greater legitimacy. To achieve this, these departments 
must solve problems, and to solve problems, they must 
be authorized to make decisions. Now’s the time for our 
institutions to take hold of the wheel with both hands.

A word from the Secretary General
What should you expect?
by Michel Jolin

The Conseil provincial des 
affaires sociales will be negotia-
ting its new collective agreement 
shortly.

What should you expect? Good 
question! We have a new government, a Premier 
who sticks his nose into everything, and laws that 
get slapped on the books without a consultation 
process. In other words, a government that works 

on the fly, that takes two steps forward and one 
step back, usually with just a shrug of the shoul-
ders.

We have a Health Minister who means to be conci-
liatory and claims to want to solve problems in a 
manner that benefits both users and employees.

We have a Minister Responsible for Seniors who 
lives in an alternate universe.

And Premier Legault who maintains that he’ll never 
empty the government’s coffers for the unions 

because that money belongs to the people!

As for us, we just want to improve the working and 
living conditions of all the employees in the health 
and social services network. We want a healthy 
public network.

Our work is critical to the smooth operations of the 
system. We are women, men, mothers, fathers, and 
consumers. We are part of the wealth of Québec.

And that means, Mr. Legault, that we’re also part 
of the people of Québec!
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When Bill 33 was tabled, we wrote a memoran-
dum that was filed at the National Assembly 
on September 17 and that included recom-
mendations on improving the bill. The bill was 
assented to on October 30 and will give the 
health and social services sector a bona fide 
right to strike. Much work needs to be done to 
fulfill the requirements of the new law.

For months, Local Unions have worked on 
drawing up lists of categories, care units and 
services in their institutions and are evaluating 
which aspects of these components can be 
considered essential services. On December 10 
of last year, representatives of all the Locals 
impacted by the negotiations took part in an 
intensive one-day training session on essential 
services.

If we are well prepared, we will be able to use 
our right to strike to its full extent! But striking 
isn’t the only pressure tactic we can draw on. 
I urge you to stay strong and stand together 
during the negotiations; it will be through eve-
ryone’s involvement and resolve that we’ll be 
able to achieve our goals!

I hope you had a great time with your family 
and friends during the holiday season. I wish 
this New Year brings you lots of joy, happiness 
and good health!

A WORD FROM THE PRESIDENT   
CONTINUED FROM PAGE 1
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Taking a Stand by Sitting In
by Isabelle Bordeleau, CPAS Researcher

ON OCTOBER 29, 2019, 160 MEMBERS 

OF THE CPAS AND OTHER FTQ AFFILIATES 

REPRESENTING THE HEALTH AND 

EDUCATION SECTORS STAGED A SIT-IN 

AT THE CONSEIL DU TRÉSOR.
Two weeks previously, we had received a message 
inviting us to discretely participate. No details were pro-
vided as to the type of action we would be involved in.

We would lower our voices when discussing the initia-
tive, and rumours were rampant.

The plan was air-tight. When that highly anticipated 
Tuesday morning came around, we boarded a charte-
red bus to Quebec City. Once we arrived on Parliament 
Hill, we were clearly instructed that this was to be a 
peaceful, albeit radical, initiative, and that it should be 
conducted with respect.

Despite these clues, we were aware that things might 
not go as planned. We had an emergency number that 
we could call if we were arrested.

At 12:28, our bus, which looked just like a tour bus, 
stopped near the doors that we were assigned to enter. 
Meanwhile, other participants were filing through a 
different entrance on a cross street.

At 12:30

The first demonstrators stormed into the hall. Within 
minutes, more than 100 demonstrators were sitting on 
the floor with their placards carrying messages such as:

Recognition of experience is non-negotiable
I worked to gain my experience!
We demand respect

What was the reason for all this effort? Last April, many 
employees lost a pay step that they had worked for, plus 
recognition of their experience, after the introduction 
of the new salary structure derived from the relativity 
process.

CPAS President Frédéric Brisson took advantage of 

TVA’s live coverage of the event to explain our posi-
tion: We want our experience recognized because it 
represents time that we actually worked, so it’s not 
negotiable! We don’t want to negotiate it during the 
bargaining process [for the next collective agreement]. 
To explain the consequences, he referred to his own 
situation: I have 17 years of experience but I’m now 
being paid at the fourth step instead of the higher step.

In addition, employees with experience are disadvan-
taged when new recruits are recognized at higher steps.

Why is it important to take 
action in response to the 
effects of pay relativity?
It is both unjust and nonsensical that experience that 
has been earned and accounted for can change once 
a new calculation grid is applied. The step down that 
many employees have to take prevents them from 
receiving the hourly rate and other benefits they are 
entitled to, not to mention the annual salary increases 
they should have.

For this problem to be solved, it has to be brought to 
the attention of decision makers. It should be impressed 
upon them that workers will work tirelessly to make 
sure these issues remain in the news.

Media coverage makes the public aware of the problem. 
And since salary relativity is hard to understand, we have 
to be creative to capture the attention of journalists so 
they can spread the word in layman’s terms.

At 1:10

We dispersed 40 minutes after entering the area. The 
building’s occupants had no choice but to hear our 
message. Our demonstration went as planned.

Follow-up pressure tactics
On November 25, we returned to the Conseil du trésor. 
We formed a human chain of about 300 people around 
the building. Our chain was interspersed with placards 
representing the workers who quit after the new pay 
structure came into effect following the relativity 
process.

What’s Really Behind  
the Employee Shortage?
by Véronique Bouchard

I JUST CAN’T BE OPTIMISTIC ABOUT 

THE LABOUR SHORTAGE ANYMORE. 

THE SITUATION IS SO DESPERATE THAT 

A REPORTED 21,000 POSITIONS WILL 

HAVE TO BE FILLED OVER THE NEXT FIVE 

YEARS, ACCORDING TO RECENT NEWS 

FROM RADIO-CANADA. HOW WILL OUR 

EMPLOYERS BE ABLE TO DO THAT?
To attract workers, employers say they have to make 
their workplaces more appealing, especially to younger 
employees, to encourage them to join the healthcare 
network. And how do they propose to do that? They 
say they’ve improved work conditions by reducing 
mandatory overtime, creating atypical schedules, and 
implementing other measures.

While there may now be less mandatory overtime, 
overtime still hasn’t disappeared. After witnessing 
more than six resignations and/or transfers to other 
departments in a single week, I saw how my team was 
affected by the extra work this created. To deal with 
the overload, we agreed to work overtime because 
we knew that otherwise we would just have to do the 
extra work the next day. We also knew we’d be facing 
the same situation the days after. The added stress, 

irritability and fatigue took such a toll that one of us 
totally burned out and took sick leave.

With seven people now missing in our department, 
our manager announced (grinning from ear to ear) 
that we would be training two “new kids” that very 
day. Crossing our fingers that they would be able to 
handle it, we fervently hoped they would be on the 
ball. But after running around all day like chickens 
with our heads cut off, resolving a thousand and 
one problems that seemed unusual for a day that 
had started out on a quiet note (who am I kidding? 
Since when does that happen in the health and social 
services network?), we finally made it to the end of 
the day, having explained, at the most, 85% of the 
important work to the new kids and knowing that 
they would probably learn about the rest later. I could 
hardly bring myself to ask one of them if he had any 
questions. As he shook his head, I could see that he 
was wondering what planet he had just landed on. 
So I replied, “Great! That wasn’t a busy day, anyway. 
Your two options are sink or swim!”

But he passed the test and stayed on the floor. That 
sure made us proud. You see, that summer, we trai-
ned more than 46 people in our sector, and only 15 
stayed. You do the math; last I heard, there were 52 
weeks in a year and only 12 weeks in summer. That 
gives you an idea of how many new employees we’ve 
gone through in such a brief time. And we’re still 
short-staffed in my department.

So the new kid stays and keeps his rose-coloured 

glasses on. For many weeks, he thinks the health-
care network is amazing, until the day he asks for 
time off to attend his sister’s wedding. Note that he 
made his request ahead of time. Two days before the 
wedding date, the schedule still hadn’t been changed. 
He contacts the recall list and is told that there’s still 
no one to replace him. Oh-oh. Now he gets his first 
taste of the stress we all know so well. The answer 
is taking so long! Ultimately, his request is denied the 
day before the wedding, and he has to show up for 
work as scheduled. I’d just like to point out that it 
was his sister’s wedding, not some stranger’s. Do you 
know anyone who would call their sibling the night 
before their wedding to tell them that they have to 
work because there’s no one to replace them? For the 
life of me, I can’t think of a single case.

At this point, one of two things can happen:

1.  The new kid shows up for work and then gets to 
his sister’s wedding at the end of the celebrations. 
His sister never lets him live it down.

2.  The new kid calls into work the morning of the 
wedding and says he suddenly came down with a 
stomach bug. He spends an amazing day with his 
sister, and has nothing to live down.

However, the employer now thinks the new kid isn’t 
reliable and terminates his probation. It’s a no-win 
situation.

Which goes to show why it’s so urgent to fight for 
change!
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Did you know? NEGOCIATION SPECIAL
by Karine Cabana

Here are some of the demands in the list submitted to the CPNSSS: 

Establish 
a minimum 

employment level for 
job titles threatened by 

privatization and 
subcontracting.

Create 
a bilingualism 

premium.

Review and increase the 
group leader and assistant group leader 

premiums.

Establish 
a provision preventing 

employees from not receiving 
pay during a disability 

period.

Apply 
the rate increase 

to statutory 
holidays.

Establish 
provisions for 

telecommuting.Add guidelines on 
restricting the use of 
mandatory overtime.

Change the 
title of seniority premium 
to retention premium, and 

increase the rate.

Maintain 
seniority and 

the employment 
relationship for 

disability periods 
until the 48th 

month. 

Negotiations for the 
2020 Collective Agreement
by the Bargaining Committee

Negotiations in the health and social services sector 
officially kicked off on October 23, when we filed 
our list of demands with the Comité patronal de 
négociation du secteur de la santé et des services 
sociaux (CPNSSS).

Several of our demands have a common goal: to solve 
the labour shortage. At the very least, the solution 
must include the establishment of fair and reasonable 
work conditions, which would make it much easier 
to attract and retain staff.

The current conditions are putting many job classes 
under pressure. The health and social services sector 
must again become an employer of choice, which will 
result in a more compassionate workplace, where 
quality services are easier to provide.

We should keep in mind that this is the network 
that also cares for our spouses, children, family and 
friends. It’s time to take care of those who take 
care of us.

Accordingly, we listed 165 demands that clearly 
emerged from the consultation process and the bar-
gaining committee’s work over the past few months.

Given the short time we have to present them to 
the employer’s representative, we decided to file the 
main ideas that emerged from this process, broken 
down into the following themes:

1) Work conditions

 a) Premiums and supplements

 b)  Accessibility and reimbursement of work-rela-
ted expenses

 c) Job security

2) Enabling fair representation

 a)  Allowing transmission of information between 
the parties

3) Occupational health and safety

4) Family-work-study balance

5) Insurance plans

6) List of job titles and its mechanism

7) Combating subcontracting and privatization

8) Creation and review of the various committees 
provided for in the collective agreement

9) General provisions and harmonizations

We are currently analyzing the offers from the 
CPNSSS. Our bargaining strategies will depend on 
our findings.

At various points in this process, all the employees 
in the network will be needed to assist in the efforts 
to be heard and understood on the critical issues in 
our workplace.

Isn’t it time for a more compassionate health and 
social services network that respects its workers and 
users? We all know the answer to that question…

Main stages in the 2020 collective 
agreement bargaining process

1.  Member consultation process,  
April 2−26, 2019

2.  Approval of motions by members,  
September and October 2019

3.  Filing at the Central Table (FTQ),  
October 21, 2019

4.  Filing at the Sectoral Table (CUPE),  
October 23, 2019

5.  Publication of ISQ report on salary trends 
(Rémunération des salariés, état et évolution 
comparés), November 27, 2019

6.  Filing of salary demands (FTQ),  
December 11, 2019

7.  Tabling of employer’s offers,  
December 17, 2019
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