
A WORD FROM THE PRESIDENT

RELAXATION OF HEALTH MEASURES: WHO IS IT FOR, 
AND WHY?
M É L A N I E  C O R M I E R

The whole world has been in a state of anxiety since March 2020, wondering: Is 
this the end of the world? Is the human race disappearing? What will happen 

tomorrow? These questions have echoed in the minds of many people and are still 
filling many heads. The government decreed emergency health measures, relaxed 
them and then increased them again. This has happened to such an extent that we 
sometimes don’t know where we stand. 

More than two years after the beginning of the pandemic, the government in February 
decided to relax health measures, lift restrictions for visitors in CHSLDs and RPAs, 
withdraw the vaccine passport, allow dancing and karaoke in bars, and so on. What 
does it all mean? Are we at the end of the fifth wave, is the pandemic becoming endemic 
or is the government buying votes for the upcoming elections?

We know how the public feels about the measures taken in response to this pandemic, 
but what about the workers in the healthcare network? How do employees who 
have been working hard since the beginning of the pandemic view the relaxation of 
restrictions? I went to meet some of them to find out.

All of the workers I met said they were both physically and mentally exhausted. 
However, their opinion on loosening restrictions depends on the type of institution 
they work in.

CHSLD employees told me that they are anxious to see the health measures relaxed 
for the sake of the residents they work with. These residents are confined to their 
rooms and are allowed only one visitor per day, if any. The loneliness of these seniors 
is obvious. The workers want them to be surrounded by their loved ones again and to 
be able to do the activities they like. 

In hospitals, workers in hot zones or intensive care conceded that they were worried. 
The fact that health measures are almost all being relaxed at the same time makes them 
fear a sixth wave. They don’t think the network staff could withstand another wave, 
especially one as intense as the last one. They wondered why the measures could not 
be phased out. One thing is certain, they believe that masking should remain in place 
for at least a year.

Although opinions are quite different in CHSLDs and hospitals, the workers I met 
with agree that despite the exhaustion, they can fortunately count on their colleagues. 
Teamwork and solidarity have helped them overcome this pandemic.

Should we keep some measures in place to prevent a new wave from overwhelming the 
hospitals, but loosen restrictions in CHSLDs so that residents can end their days happy 
and in the company of loved ones? That’s the big question.
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M A X I M E  S T E - M A R I E

Dear members of the Conseil provincial des affaires sociales,

It gives me great pleasure to introduce the new version of our union journal. I hope it will meet your needs for union information from 
all over Québec. 

Our graphic design was largely inspired by the FTQ’s journal, Le Monde Ouvrier. Our new journal format is the logical extension 
of the CPAS’s new visual identity, i.e., its new logo and branding with the slogan UNIS (“UNITED”). Although the digital version 
of the journal will be promoted, the paper version will always be available for distribution in institutions. If the pandemic 
situation allows, I urge the executives of the Local Unions to put copies directly in their members’ hands because that will give 
them an opportunity to interact with the members they represent. 

One notable addition to this journal is the new advertising space, similar to what you see in traditional newspapers. This space 
will be made available to the social affairs sector and the Local Unions so they can present their mobilization campaigns. 
Please feel free to contact us to publicize your campaigns.

Late pay
Further to union pressure, the payments tied to the coming into force of the collective agreement have almost all been completed 
and the government is now working on the pay equity retroactive payments. I invite you to stay tuned for more information. 

 
A new round of negotiations has kicked off! 
Although the ink on the collective agreement is still fresh, our consultation efforts for the next round of bargaining have already begun! 
I invite you to answer the survey prepared by the Bargaining Committee as it is an opportunity to add your priorities to the demands we will 
submit to the Sectoral Table.
 
In union solidarity,

Maxime Ste-Marie

Newspaper of the Conseil provincial
des affaires sociales
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A WORD FROM THE SECRETARY GENERAL
We’re getting ready!

SNAPSHOT OF LOCAL 2960, REPRESENTING THE 
EMPLOYEES AT THE INSTITUT DE PSYCHIATRIE LÉGALE 
PHILIPPE-PINEL

M I C H E L  J O L I N

It’s true! The Conseil provincial des affaires sociales is preparing for the 
upcoming round of bargaining in the public sector! Yes, I know, we just 

finished negotiations and received some of our retroactive payments, and we 
haven’t even started to implement the new measures we negotiated... but it’s true!

The Bargaining Committee that will be negotiating at the Sectoral Table was 
elected in December. Its members are Sonia Bureau of the CIUSSS de l’Est-
de-l’Île-de-Montréal, Samuel Sicard of the CIUSSS du Centre-Sud-de-l’Île-
de-Montréal, Alexandre Dumont of the CIUSSS de l’Estrie-CHU, Vincent 
Roy of the Institut national de psychiatrie légale Philippe-Pinel, yours truly, 

Michel Jolin, CPAS General Secretary and Political Officer, and Karine Cabana, 
Coordinator of the social affairs sector, who will also be acting as spokesperson.

You have already received the consultation questionnaire. It gives you the opportunity 
to share what you think is most important among the topics presented at the Sectoral 
Table. I hope as many of our members as possible will take part in this data gathering 
effort. The Committee will use this information to prepare the list of union demands.

Please keep in mind that we will be submitting our list of demands in October.

This is the first step of the negotiations. We are counting on you to take part!

G Y S L A I N  G AU D E T
V i c e - P r e s i d e n t ,  L o c a l  2 9 6 0

The Institut de psychiatrie légale Philippe-Pinel (Pinel) has a very special mission. 
It assesses and treats patients with a variety of psychiatric disorders who are at 

high risk for violent behaviour. This is why health and safety issues are as important to 
our union work as they are to our regular work. Faced with employer shortcomings, 
high staff turnover and the needs of our members, we wage our battles locally but are 
still fully attuned to national issues. 

One mission, one facility
The Institut has been spared from the mergers. As a result, 
our Local represents employees in all four job classes, all 
of whom work in the same facility.

This makes Pinel a microcosm where holders of 
all job titles cross paths or work side by side. This 
proximity and the duty to represent all four 
job classes can make union work difficult. 
While there may be dissatisfaction when 
one group feels disadvantaged compared 
to another, it is important to prioritize 
issues and ensure that everyone is fairly 
represented.

Safety: our main concern
The safety of employees at the Institut is 
at the heart of our union work. 

Our employees and the public no doubt 
remember the grave hostage situation 
involving our co-workers in 2011. Although 
policies and protocols have been changed to 
prevent a similar tragedy, they are not always 
followed. Without sufficient security, Institut 
employees work in fear of another serious incident.

In institutions with an ultra-specialized vocation, it is a 
major asset to have employees with experience. However, 56% 
of the Institut’s employees have less than five years of experience 
working in a maximum security facility. This increases their risk of being 
attacked, as on-the-job experience and training are essential to preventing or stopping 
an attack. In addition, experienced employees are crucial to the transfer of knowledge 
specific to the work at the Institut. 

Staff shortages and high turnover increase the risk of patient aggression. With 
employee shortages, many units may be vulnerable. Some units are operating with 
fewer staff members than the established ratios, while others have been without 
managers for several months. 

As for the Institut’s management team, every single member is new and was parachuted 
into the job. Our Local thus has to deal with a management team learning the ropes 
and not yet in the saddle. Because the team is not always transparent or cooperative, 

 we have not been able to establish a relationship of trust with its members. While 
ideally we would like them to be our partners, especially in enforcing health and 
safety policies, this seems an impossible challenge at the moment.

Our union executive has a wealth of experience within the facility, both as union 
workers and employees. It can be stressful to be more experienced than our superiors, 
as they tend to be dismissive of our expertise and that of the more seasoned 

employees. This lack of openness, combined with a lack of urgency in 
enforcing safety policies, increases the risk that employees will 

experience violence.

All of these factors mean that assaults are 
common. Whenever a co-worker is seriously 

injured during a physical intervention 
with a patient, members of the union 

executive replace their Facebook profile 
pictures with black ribbons as a show 
of solidarity. 

We have recently carried out 
several union actions to demand 
respect for our right to work safely. 
For example, during a visit by 
representatives of Accreditation 
Canada in December, an 
independent organization that 
evaluates the quality standards of 

healthcare institutions, we made 
sure that their representatives knew 

that the institution’s safety was 
below the prescribed standards. We 

set up booths outside so that we could 
welcome members, representatives of the 

organization and journalists and tell them 
about our needs.

Snapshot of our union executive
Our union offices are in the basement of the Institut. They 

are narrow, windowless and have concrete walls. Nevertheless, we 
like to say that our president Marie-Eve Desormeaux is our ray of sunshine!

Our union executive is made up of young people. We are all under 40 years of age. 
We have gender parity, which reflects our membership, which is 55% female. We each 
have an average of 10 years of work experience at Pinel.

We make it a point to be involved within the CPAS. In fact, seven members of our 
Local Union sit on various committees.

In addition, we pride ourselves on sharing our expertise with other Locals, whether 
gained in the union or in health and safety. Since we have good media exposure, we 
are happy to use our platform to speak out on issues affecting other Locals. In short, 
we are allies in national causes, because we are stronger when we are UNITED!
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UNITED FOR RACS, NO TO WORKPLACE VIOLENCE

EXPANDING ON THE WEEKLY MERCREDIS SAVIEZ-VOUS 
QUE? FEATURES

C PA S  C L A S S  2  C O M M I T T E E 

Work in continuous assistance residences (RACs) consists in applying 
intervention plans to rehabilitate clients with an intellectual 

disability and/or a serious behavioural disorder. Most RACs 
are residential bungalows that were not designed for this 
clientele.

Employees who work there are at high risk of 
experiencing client violence. Part of their daily 
experience consists in being hit, spit on, insulted 
and threatened. 

To counter this aggressive behaviour, 
some residences have protective balloons, 
forearm guards, panic buttons, walkie-
talkies, and caps. However, many RACs 
have only a few of these tools and some 
have none. 

The current methods used to counter this 
violence are not enough. What’s more, the 
workplace violence data that employers 
have collected is alarming. Workers in RACs 
should not have to put their physical and/or 
psychological health in jeopardy to rehabilitate 
their clients.

It is unacceptable that employees are still being subjected 
to assault in our day. This violence includes being hit directly 
in the face or by a projectile causing a concussion, having one’s 
hair pulled out, and being chased with a knife, not to mention the 
collateral damage that these attacks cause in an employee’s life. As these events are 

only a fraction of the type of violence experienced, why isn’t this enough to stop the 
violence for good?

Many RAC workers have accepted the idea of violence on 
the job because the clients violence and find it socially 

acceptable to be subjected to it in the course of their 
work? This is a question that deserves our attention. 

The Québec Charter of Human Rights and 
Freedoms states: «Every person who works has 

a right, in accordance with the law, to fair and 
reasonable conditions of employment which 
have proper regard for his health, safety and 
physical well-being» (section 46). So why are 
these workers condemned to experiencing 
violence at work or having to escape it? Let’s 
consider a third choice: change.

«Together, let’s forge that third path, the 
one in which we no longer submit and no 

longer run away; a path where we will be 
vectors of change.»

- Kathleen Bélisle, Class 2 committee member, who 
has been violently assaulted twice in the course of her 

work in RACs.

The CPAS publishes a weekly series entitled Mercredis Saviez-vous que? on its 
Facebook page to discuss the rights set out in the collective agreement. In the new 

version of The Review, Karine Cabana, social affairs coordinator at SCFP, provides 
further details on the contents of the feature and on how they are applied. 

EMPLOYEES WHO HAVE COMPLETED TWO YEARS OF 
SERVICE MAY APPLY FOR A LEAVE WITH DEFERRED PAY 
PLAN (CLAUSE 34.04)

Comment by Karine Cabana:

“This allows an employee’s salary to be deferred over a period of time. For example, for 
a five-year leave with deferred pay plan consisting of one year of leave and four years 
of work, employees receive 80% of their salary during the five years of the agreement. 
The leave must be taken no later than six years after contributions begin and runs for a 
period of six months to one year. Both part-time and full-time employees are eligible. 
However, full-time employees may take the leave of absence at the beginning of the 
agreement and reimburse their salary upon returning to work. Part-time employees 
must take their leave at the end of the period covered by the agreement. The plan may 
be requested for studies. In this case, the leave can be for less than six months, but it 
must run at least three months. The employer may refuse the employee’s request for 
the leave with deferred pay plan, but must provide a very good reason for doing so!”

“WHEN AN EMPLOYEE CONSIDERS THAT A BENEFICIARY 
MAY CONSTITUTE AN IMMEDIATE OR POTENTIAL HAZARD 
FOR PEOPLE AROUND HER/HIM, SHE/HE REPORTS THE 
SITUATION TO HER/HIS IMMEDIATE SUPERVISOR. IN LIGHT 
OF THE FACTS SET OUT IN THE EMPLOYEE’S REPORT, 
AUTHORITIES IMMEDIATELY TAKE THE NECESSARY STEPS.” 
(CLAUSE 30.11)

“If an employee feels that a user or another person is putting them at risk, they must 
notify their employer, who must respond to that notice with concrete actions. It’s a 
little like an unsafe conditions report, but it refers to an individual. However, there is 
no special form. Nevertheless, it is important that employees make their statement in 
writing—for example, by sending an e-mail—and send a copy to their union as well.”

Do you have any questions about these features? Contact your Local Union and it will 
answer your questions based on the specific issues in your workplace.

2022 Calendar
June 14-16
Collective Bargaining
Preparation Meeting
Hôtel Universel, Rivière-du-loup

June 17
General Council
Hôtel Universel, Rivière-du-Loup

September 14 -15
General Council
Hôtel Sheraton, Laval

November 23-24 
General Council
Hôtel Delta, Trois-Rivières

Novembre 25 
Special General Council
Hôtel Delta, Trois-Rivières
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THE PANDEMIC CAN AFFECT CASE 
LAW
J O S É  C A R U F E L

The world of work has seen its share of upheavals since the pandemic began, from 
the numerous layoffs caused by the first lockdown to the implementation of res-

trictions for those not fully vaccinated. The courts have had to rule on several occa-
sions in this extraordinary context. This very exceptional situation forces us to look at 
certain legislative applications from another angle. 

A case of force majeure (unavoidable circumstances)
Several collective agreements provide for exceptions in cases of force majeure. Without 
going into the details of the various arbitration decisions handed down in those types 
of situations, we can see that putting Québec on pause, as the Legault government did 
at the beginning of the pandemic, constitutes force majeure. Thus, the lack of protec-
tion under the collective agreement plays a key role in the various decisions rendered. 

Quarantine decreed, employees compensated?
Several employees were required to isolate themselves following a contact that could 
have resulted in a COVID-19 infection.

In one case at the beginning of the pandemic, an employer required an employee to 
quarantine himself after having been in contact with a person returning from a cruise. 
The employee was not paid during his quarantine, in accordance with the collective 
agreement, which did not require the employer to do so. Following a grievance by 
the union, the arbitrator pointed out that the Act respecting occupational health and 
safety requires the employer to take measures to protect the health and safety of all 
workers. The grievance was dismissed. The arbitration decision states that the em-
ployer had no legal obligation to continue paying the employee. 

Another decision reflects the same principle. A grievance was filed by the union re-
presenting the Québec ambulance technicians’ cooperative. In this case, an ambulance 
technician had been waiting for the results of her COVID-19 test for three days, after 
having been in contact with an infected co-worker. The arbitrator dismissed the grie-
vance, pursuant to the Civil Code and in the absence of a link to a provision of the 
collective agreement.

 
Telework
On a much happier note, two employees at the Corporation municipale de St-Apolli-
naire came into contact with a COVID-19 positive person in the course of their work. 
As a result, the employer prohibited them from entering the workplace. One employee 
requested to work from home during her isolation period. The employer refused on 
the grounds that she needed access to the employer’s bank account and that she was 
not equipped to do so securely. The decision that supported the grievance emphasized 
that it was unreasonable to prohibit telework in this type of situation without first 
conducting a serious appraisal of the situation. The evidence showed that the work 
requiring access to the bank account was no more than thirty minutes per day and 
that this task could be performed separately. In exercising its right of management, the 
employer must consider the specific situation of each employee and take into account 
the context of the pandemic, which changes the way tasks are performed.

The Legault government has made telework mandatory on several occasions. There is 
a major important exception to this obligation, namely that the presence of the em-
ployee must not be essential to the pursuit of the business. The Tribunal ruled that it is 
up to the employer to determine which employees are essential.

In another case, the Syndicat des fonctionnaires municipaux de Québec demanded 
that the 311 telephone service be made available on a telework basis. The Tribunal 
rejected the grievance, namely in view of the challenges of establishing a connection 
and recording calls.

An application for a safeguard order was rejected at the Centre hospitalier universi-
taire de Québec. Following the publication of Ministerial Order 2020-105, the union 
filed grievances because the employer did not authorize telework for several employees 
whose presence was not essential. The application for a safeguard order is an excep-
tional procedure. The purpose of the application was to ask the arbitrator to order 
telework pending a hearing on the merits. The challenge was significant, as the union 
had to demonstrate irreparable harm. The Tribunal disagreed, noting that working in 
an office, even in a hospital setting, does not automatically mean that a person will 
contract the disease. 

In a different case, an arbitrator recognized the right of a professor at Université Laval 
to teach virtually from abroad. An order stipulated that universities had to promote 
distance learning. The professor was allowed to telework from home, but not from 
abroad. In its judgment, the Tribunal concluded that the employer had not demons-
trated any real constraints, and therefore authorized the arrangement. The family si-
tuation of the professor, who has a child with respiratory problems, and the pandemic 
context convinced the Tribunal of the merits of the request. 

Non-compliance with emergency health rules can have serious consequences
The Exceldor plant in St-Bruno-de-Montarville, considered to be an essential service 
and where social distancing is not possible, put health measures in place at the 

beginning of the 
pandemic. This 
included a ques-
tionnaire in which 
employees were asked 
to indicate whether the 
people they live with 
had symptoms of CO-
VID-19. One employee res-
ponded on five occasions that 
she did not. Later, the employer 
learned that the employee’s spouse 
had symptoms and subsequently tested 
positive for COVID-19. 

The employer terminated the employee for gross misconduct. The dismissal was upheld 
by the arbitrator, as the Tribunal found that the misconduct was serious enough to 
warrant dismissal. At the hearing, the employee testified that she did not want her job 
back.

In another case, a QSL Canada Inc. employee refused to disinfect his hands. As a re-
sult, he received a four-month suspension. The suspension was upheld by the Tribunal 
because, among other things, the employer took into account the employee’s lack of 
a disciplinary record, the pandemic context, and the seriousness of the offence. The 
decision states: «In the midst of a health crisis, the voluntary refusal to implement a 
prevention directive, jeopardizing one’s health and that of one’s colleagues, while pla-
cing the employer and its principal client at significant and unnecessary risk, may be 
qualified as gross misconduct.»

Vaccination
Other issues related to the pandemic have received attention from the various courts, 
such as mandatory vaccination and the requirement of a vaccination passport by some 
employers. Although the line has not yet been clearly drawn, some decisions offer 
some guidance.

Maintenance companies that serve corporate clients required proof of vaccination 
from their employees. Their justification was that some clients require that people as-
signed to their facilities be properly vaccinated. The employer’s right to collect proof 
of vaccination was upheld. The arbitrator set out guidelines for the collection of this 
information, which must be provided to the appropriate HR person and not to ma-
nagers. In addition, the employer must not provide its clients a list showing names 
and vaccination status or any other related information concerning employees. For 
employees who were not required to submit proof of vaccination, the collective agree-
ment is applicable and the employer may transfer them to another contract, non-vac-
cination being a just and sufficient cause. 
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